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1. Introduction 
The Management Agenda is Roffey Park’s annual survey of organisational life. Now in its 13th year the 
aim of this survey is to investigate the real issues and challenges that managers are facing in their 
workplace. Featured by the FT, Daily Telegraph, the Guardian and key professional journals, the 
Management Agenda is widely recognised as one of the most important and reliable indicators of 
workplace trends in the UK.  
 
This report compares managers from the INGO sector to all managers who responded to Roffey 
Park’s Management Agenda survey 2010. This sample represents UK management at all levels from 
junior managers to board directors, working in a wide range of organisations, from small local 
companies to large global multinationals and from the public, private and not-for-profit sectors.  
Consequently, this comparison report gives an indication of INGOs relative strengths and 
weaknesses compared to other organisations. 
 
This year’s Management Agenda survey was conducted between July and September 2009, nearly a 
year on from when the economic crisis in the UK hit its peak when several major institutions either 
failed, were acquired under duress, or were subject to government takeover. By the final quarter of 
2009 Britain was finally beginning to claw its way out of its deepest recession since the 1930s, 
following six consecutive quarters of negative growth, in which the economy shrank by at least 6 per 
cent. All sectors of the economy have suffered and few organisations have been unaffected.   
 
Recently, the UK has nudged its way out of recession.  The outlook is for a gradual recovery, but 
with unemployment still likely to rise, it could be fragile. It is this backdrop that gives this 
comparison between The Management Agenda and the INGO sector such significance.  
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1.1. 2010 Survey themes 
This report explores the key areas covered by this year’s survey, starting broadly with the impact of 
the external environment on organisations and moving to specific organisational issues, aspects of 
managing teams and finally life for individual managers. 
 
Organisations and the External Environment:  This chapter addresses the interaction of organisations 
and their external environment.  This includes the impact of the current economic climate, how 
organisations are responding, personal impacts of the economic crisis on managers as individuals, the 
key challenges organisations are facing, the strategies they are adopting and corporate responsibility.        
 
The Organisation:  This chapter deals with topics related to the wider organisation including 
organisational performance and success, the quality of leadership, board reputation, organisational 
purpose, values and behaviour, key drivers and the nature of change in organisations, the HR 
function and the incidence, nature and success of HR business partnering roles, organisations’ level 
of support for learning and development and talent management schemes. 
 
Managing Teams:  In this chapter we examine the influence managers of different levels have over 
various aspects of team management and their confidence to address underperformance. 
 
The Individual Manager:  This section explores what life is like for managers in today’s organisations.  
It explores levels of engagement, overall well-being, experiences of stress, bullying and conflict and 
experiences of learning and development. 
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1.2. Sample characteristics 
 
Of the 950 managers that responded to the Management Agenda survey, 7 per cent of respondents 
were from the INGO sector and represented at least 29 different INGOs (see below). Whilst 
individuals from a number of organisations responded to the survey, the results should be 
interpreted as representing the views of individuals and not of their organisations.  
 
Most INGO respondents were based in the UK (93%), 62 per cent of respondents were female, 92 
per cent were aged 31-60, 82 per cent were senior or middle management level and the majority 
came from a range of small organisations (42%). Half of the INGO respondents (48%) were from HR 
departments. Consequently, the findings are most representative of the views of HR.  
 
A full breakdown of the characteristics of all of the individuals who responded to The Management 
Agenda and of the respondents from the INGO sector is described in Appendix 1. 
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1.3. Overview of findings 
 
Organisations and the external environment 
 
Our findings confirm that the INGO sector has not been insulated from the economic downturn. 
Managers say their current biggest challenge is the economic climate and report that it has had a 
negative impact on their organisations. Large proportions of the sector have responded by 
suspending recruitment and/or making compulsory redundancies. However, organisations are trying 
to mitigate the impact of the recession by engaging in positive strategies such as looking for new 
markets and working in partnerships.  
 
The INGO sector has also not been exempt from the reordering of priorities that has happened in 
other sectors. It seems that the external environment, developing new products and services and 
legislation all pose greater challenges whilst issues with recruitment, retention and skill shortages 
have decreased. However, the sector was significantly less challenged than other sectors by issues 
facing profit making organisations such as maintaining margins.  
 
The key strategy that INGOs are adopting for the future is strategic alliances, much more so than 
organisations in other sectors. This perhaps reflects a greater convergence of interests in this sector. 
The sector was less focused less than others on redundancies suggesting that either the effects of 
the downturn have not yet been fully realised or perhaps budget reductions have been absorbed in 
other ways.  
 
As one might expect, respondents from the INGO sector placed more importance on corporate 
responsibility, said they were more likely to integrate ethical decisions into business decisions and 
were more likely to be personally involved in corporate responsibility than respondents from other 
sectors.  
 
Organisational life 
The INGO sector was very similar to other sectors’ in terms of financial and strategic performance 
and was marginally better at tackling underperformance. These results are encouraging but there is 
still scope to make improvements in these areas.  
 
The INGO sector compares very positively to other sectors collective sense of purpose and to 
whether their management practise the organisational values. This is likely to be because people 
choose to work in this sector because it aligns with their personal values.  
 
Leadership and board reputation are also rated more positively by respondents from the INGO 
sector than by Management Agenda survey respondents. It would be interesting to investigate what 
leaders and board members are doing to command these levels of approval.  
 
Change management was rated more positively by managers in this sector as by Management 
Agenda respondents. They were more likely to say change was driven by efficiency and customer 
needs and to describe change as strategic, timely, consultative, fast, well managed and successful. 
This is a positive finding and INGOs should seek to maintain the strength of their change 
management.  
 
Views of HR were positive for the INGO sector, although this must be interpreted with caution 
because of the high proportion of respondents from within the HR function. Views of HR business 
partnering in the sector were also more positive. Organisations should endeavour to maintain their 
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high scores on these indicators because they relate positively to a number of indicators of good 
performance.  
 
Support for learning and development was similar in the INGO sector to other sectors. INGO 
managers would be likely to benefit from increased support.  
 
Managing Teams 
Managers in the INGO sector had similar levels of control over the mechanisms of performance 
management as respondents to the Management Agenda. Performance management may be 
improved by giving managers more control over discretionary rewards, bonus and salary.  
 
There was slightly lower confidence to tackle underperformance in this sector compared to other 
sectors. The primary reason given for this was a lack of personal skills. INGOs would be advised to 
ensure managers get the development they need to address underperformance and empower them 
to make the decisions required.  
 
The Individual 
Employee engagement for respondents in the INGO sector was fairly typical of management 
engagement overall. Breaking down this score into subscales showed while managers are more 
highly committed to their organisations and have a typical level of engagement with their job, they 
are significantly less engaged by their relationships at work and less engaged by the payback they 
receive. INGOs would be advised to investigate what is affecting relationships at work and find ways 
facilitate improvement.  
 
Well-being at work is generally good in the INGO sector and compares favourably to other sectors. 
Bullying was also lower and there was less conflict, although differing agendas and personality clashes 
were significant causes of conflict. One factor the sector needs to pay attention to is stress, which 
seems predominantly to be brought about by workload. INGOs should ensure that stress does not 
reach levels that are damaging to well-being.  
 
There was a similar level of learning and development on offer in the INGO sector to other sectors. 
However, more people had participated in learning and development in other sectors. INGOs may 
wish to investigate whether there are barriers are to participation in learning and development. 
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2 Organisations and the economic environment 
 

2.1 Impact of the current climate 
At the time of writing, in February 2010, the UK had been in recession for over a year. All sectors of 
the economy have suffered and few organisations have been unaffected.  
 
 
Impact of the economic climate 
Our Management Agenda survey findings reflect the severity of the economic situation, with three-
quarters of respondents t (76%) reporting that the current economic climate had had a ‘negative’ or 
‘very negative’ impact on their organisations, compared with just over half of respondents (58%) in 
the previous year’s survey. The reported severity of negative impacts also increased, with one in ten 
managers – more than double the proportion last year – saying that the impact of the economy was 
‘very negative’ (10% of the total, up from 4%) and two thirds reporting that the impact of the 
economy was ‘negative’ (67%).  
 
The International Non-Governmental Organisation (INGO )sector is one of those negatively 
affected by the economic climate; with 75 per cent of managers reporting a negative impact and 4 
per cent reporting a very negative impact. Only six per cent of managers reported the economy had 
positively impacted on their organisation. This clearly shows that the INGO sector is not insulated 
from the impact of economic climate.  
 

 
Figure 1 

 
Impact of the recession on individuals  
Most managers responding to The Management Agenda (70%) said they were feeling under pressure 
at work. Two fifths did not feel confident of finding work elsewhere (38%), a third of managers felt 
insecure in their jobs (28%), felt more cautious in their work (33%) and that their careers were ‘on 
hold’ (29%). 
 
The economic climate was having a similar impact on managers in the INGO sector. 73 per cent of 
managers reported feeling under pressure at work, a third of managers felt insecure in their jobs 
(34%), did not feel confident of finding work elsewhere (34%), and felt organisational backing for new 
initiatives was lacking (30%).  A fifth of managers felt their career was on hold (21%). Figure 2 
illustrates the impact of the recession on managers in the INGO sector.  
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Figure 2 

 
Organisations’ reactions to the economic conditions 
A defining characteristic of organisational life over the last year has been the drive to reduce costs 
and survive the recession. Over half of managers responding to The Management Agenda survey 
reported that their organisations had suspended recruitment (56%). Only slightly fewer said their 
organisations had made compulsory redundancies (45%) and/or voluntary redundancies (45%).  
 
The INGO sector was reacting to the economic conditions slightly differently to other sectors. They 
were a little less likely to have suspended recruitment (45%) and/or made compulsory redundancies 
(41%). They were considerably less likely to have offered voluntary redundancy. These results may 
reflect the fact that staff costs are generally lower in this sector and therefore represent a 
comparatively smaller cost saving. Alternatively,  in common with the public sector, it may be that 
the effects of the recession on budgets are somewhat delayed and may yet take place.  
 

 
Figure 3 

 
Our survey also asked managers which business activities their organisations have increased in 
response to their environment, which have remained consistent and which areas have received less 
attention. Figure 4 shows which activities INGO managers focussed on in the last year. 
 
At a glance, it is easy to see that the INGO sector has seen an increase in cost/spending restrictions, 
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sector was engaged in similar or lower levels of outsourcing, off-shoring, staff development, 
leadership development and making acquisitions of other businesses.  
 

 
Figure 4 

 
In comparison to managers responding to The Management Agenda, INGO managers focussed more 
on looking for new markets, working in partnership, investing in sustainability and virtual working 
(see figure 5). Perhaps this reflects the international and collaborative nature of work in this sector. 
Also, the greater emphasis on working in partnership may be one way in which organisations are 
seeking to mitigate the effects of the downturn. This sector focussed less than other sectors on 
downsizing, redundancies, developing new products and services, leadership and staff development, 
outsourcing and off-shoring.  
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2.2 Organisational challenges and strategies 
 
Current issues and challenges 
 
The INGO sector and respondents to The Management Agenda both saw the economic climate as 
the biggest challenge they were facing this year (77% and 76% respectively).  Trend data from 
previous years of The Management Agenda shows that this issue has become more of a challenge in 
recent years.  It was reported by a quarter of managers in 2007 and 2008, to two fifths in 2009 and 
three quarters this year. These results underline the severity of the economic challenge facing the 
sector.   
 
Trend data from The Management Agenda also indicates that the downturn has meant that some 
challenges are greater than before whilst other factors are less of an issue. For example, the external 
political environment is a greater challenge, as is the development of new products and services and 
increasing regulation and legislation. Factors organisations are finding less challenging include 
recruitment, retention and skills shortages. With a somewhat depressed employment market, it is 
likely that priorities in this sector have also changed in this way. 
 
 

 
Figure 6 

 
Beside from economic factors, the major challenges for INGO sector were managing change (59%), 
increased competition (33%), collaboration with other organisations (32%) and succession planning 
(27%). There was less challenge for INGO managers from a range of factors, some predictable given 
its not-for-profit status. For example, they were less challenged than Management Agenda 
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respondents by increased regulation and legislation, maintaining margins, employment relations, 
developing new products and services, succession planning, increased competition and the external 
political environment. 
 
Managers in this sector were more challenged than other Agenda respondents by retention, 
recruitment, globalisation and collaboration with other organisations. Retention and recruitment 
issues are likely to be more prevalent in this sector because of an inability to compete with private 
remuneration packages and the challenging nature of the work faced by INGO organisations in this 
sector. That globalisation is more of a challenge reflects the international dimension of work in this 
sector. Collaboration may be an issue if organisations in this sector have similar humanitarian goals 
but different decision making processes and structures.  
  
‘Other’ challenges  
Managers responding to the survey were given the opportunity to mention any challenges that were 
not outlined in the questionnaire. The challenges facing managers in the INGO sector included cash 
flow, changes to grant income, climate change, competition for funding, fluctuation in the currency 
markets (particularly the weak pound), structural changes and a pension deficit.  
 
Strategies organisations are adopting for the future  
 
The strategies that the largest proportion of managers from the INGO sector said they were 
adopting for the future were strategic alliances (62%), leadership development (55%) talent 
management (44%), breaking into new markets (41%), sticking to core business (35%), developing 
new products and services (33%) and knowledge management (see figure 7).  
 
Whilst the choice of strategies pursued by the INGO sector is generally similar to the choices of 
Management Agenda respondents, there were a number of differences between respondents to The 
Management Agenda and managers in the INGO sector.  As in previous years, the most common 
strategy that Management Agenda respondents are embracing for the future is leadership 
development (55%). Whilst leadership development is important to a similar proportion of the 
managers in the INGO sector (52%), they are much more focussed on strategic alliances (62% in the 
INGO sector compared to 38% of Management Agenda respondents). Perhaps this reflects a greater 
convergence of interests between aid agencies than between commercial organisations.  
 
Unsurprisingly managers in the INGO sector were less concerned with developing new products 
and services, implementing new technology and public-private partnerships. However, it is 
interesting to note that Managers in the INGO sector were less concerned with redundancies, 
reducing recruitment or downsizing. Perhaps, the sector has already reassessed its targets and is 
working to them, or maybe the impact of the economic climate affects the humanitarian assistance 
the INGO sector can provide to others rather than the numbers of people it employs. Alternatively, 
perhaps there are still job cuts to come in this sector.  
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Figure 7 
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2.3 Corporate responsibility  
Organisations do not simply react to the conditions of their external environments; they also impact 
on them through their corporate actions and decisions. Looking through this lens, we turn to 
managers’ views of the corporate responsibility of their organisations and how they as individuals 
contribute towards this.  
 
As one might expect from managers working in the aid sector, slightly more managers in the INGO 
sector reported that corporate responsibility was of personal importance to them (92% compared 
to 88%), that corporate responsibility was a fundamental approach to their work (66% compared to 
56%) and that it was central to their work (43% compared to 32%). See figure 8.  

 

 
Figure 8 

 
The increasing importance of corporate responsibility 
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Whilst there had been an increased focus on corporate responsibility in the INGO sector this year, 
(with 32% reporting an increase and only 2% reporting a decrease,) a larger proportion of managers 
in this sector reported that their focus had remained constant (67% compared to 52%). The 
humanitarian nature of the work of this sector could mean that a lower proportion of managers in 
this sector feel the need to pay more attention to this area (see figure 9). 
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 What does corporate responsibility look like in the INGO sector? 
The increased focus on corporate responsibility does not give us any indication of which specific 
aspects of corporate responsibility are being targeted and what corporate responsibility actually 
constitutes of in organisations. In order to understand this, we asked managers whether their 
organisations did a range of things that come under the banner of corporate responsibility. Figure 
101 show what activities managers are engaged in.  The most noteworthy difference between 
managers in the INGO sector and other managers that responded to The Management Agenda 
survey is that they are more likely to integrate ethical considerations into business decisions (61% 
compared to 36%). Again, this result is most likely a reflection of the value-based character of 
organisations in this sector.   
 

 
Figure 10 
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demonstrate corporate responsibility. Unsurprisingly, the most common practices are those that 
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support other people’s ethical initiatives (64% compared to 45%), engage in community or charity 
work (64% compared to 46%) and promote the ethical treatment of providers (53% compared to 
48%). In addition, whilst managers responding to The Management Agenda were considerably more 
likely to report they would support others’ ethical initiatives, managers from this sector were equally 
likely to support others initiatives as to be actively promoting their own.  
 
 

 
Figure 11  
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3 The Organisation 
 

3.1 Organisational performance 
For several years The Management Agenda has asked managers about their organisations’ financial 
success and their ability to deliver on their strategic plan. This year a quarter of managers (26%) 
reported that their organisations were underperforming, two thirds of managers (61%) reported 
their organisations were meeting their targets and a sixth (14%1

 

) reported their organisations were 
outperforming. In comparison, a marginally lower proportion of managers in the INGO sector said 
they were underperforming or were outperforming (23% and 7%) and proportionally more were 
meeting targets (70%). This result may explain why people from this sector were less likely to report 
that downsizing and redundancies were strategies for the future.  

The proportions of people delivering their strategic plan in were very similar for both the INGO 
sector and managers responding to The Management Agenda (68% for both were somewhat 
successful, see figure 13). This result is encouraging when compared to organisations’ financial 
performance during the same period. 
 

   
  Figure 12      Figure 13 
 
Concerns over underperformance 
We asked managers how well underperformance was tackled in their organisation. A third of 
managers from the INGO sector (34%) reported that underperformance was not tackled at all well 
in their organisations. Over half (57%) thought underperformance was only tackled somewhat well 
and only a tenth (9%) of managers reported that it was tackled very well. This result is slightly more 
positive when compared to managers responding to The Management Agenda but also indicates that 
the sector still has considerable room to improve how it manages performance.  
 

 
Figure 14 

                                                 
1 Percentages equal 101% due to rounding 
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3.2 Leadership 
 
Leaders set the tone for many aspects of organisational life.  They come increasingly under the 
spotlight in tough times as people look to them to steer a course through.  The links between 
effective leadership and organisational success have been frequently demonstrated through research 
and are commonly highlighted in the management press.  Examining current perceptions of 
leadership quality is, therefore, a key part of The Management Agenda Survey. This section 
compares managers’ views on leadership generally and, given the increased legislative and media 
focus on senior boards in recent years, how well executive boards are viewed within organisations. 
For the first time this year the survey also looked at how well managers believe their organisations 
are respected externally. 
 
Managers in the INGO sector were more positive about their leaders than other managers 
responding to The Management Agenda. 80 per cent of managers from this sector reported that 
their leadership was good or excellent compared to 69 per cent of managers responding to The 
Management Agenda (see figure 15). This is a very positive result for the sector, although it would 
be wrong to INGOre the concerns of the 19 per cent of managers who rated leadership as poor or 
very poor.  
   

 
   Figure 15     Figure 16 
 
As well as being more positive about the leadership in their organisations, a quarter of managers 
from the INGO sector (25%) reported that their board’s reputation was very positive compared to 
a sixth (15%) of the managers responding to The Management Agenda. Whereas a fifth (20%) of 
managers responding to The Management Agenda reported that their board’s reputation was 
negative or very negative, only 8 per cent of managers in this sector felt that their board’s reputation 
was negative and none thought it was very negative. Perhaps the unselfish nature of the work in 
INGO’s casts the board in a more positive light or attracts a higher degree of respect from staff. 
Further research into what leaders and boards in the sector are doing to earn these levels of respect 
may be useful to INGOs.  
 
A finding that backs up this assertion is that there were more positive views about how well 
respected the organisation is externally in the INGO sector. None of the managers from the INGO 
sector reported that their organisations were not respected externally compared to 4 per cent of 
managers responding to The Management Agenda. Furthermore, their views about the organisation’s 
reputation were stronger than in other the comparison group (83% reported that the organisation 
was very well respected in the INGO sector compared to 61% of managers that responded to The 
Management Agenda).  
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3.3 Purpose, values and behaviours  
Many organisations have mission and vision statements to communicate their purpose, goals and 
objectives.  These statements, which often incorporate the organisation’s values, aim to inspire and 
unite employees in a common direction by guiding individuals’ behaviour and providing clear 
decision-making criteria.  
 
To become truly effective, mission and vision statements must manifest in practice through 
becoming integrated with the company culture.  Leaders have the responsibility of communicating 
the vision regularly and acting as role-models to help people know where they stand and how to act.  
This is not only important if employees are to retain trust in their leadership but also because 
research suggests that companies perform better when identifiable values exist and are reflected in 
everyday activities at all levels (CIPD, 2004; Holbeche and Springett, 2004).     
 
Findings regarding the strength of collective purpose in organisations were mixed for managers 
responding to The Management Agenda.  One third (35%) of managers reported it was high, nearly 
half (49%) medium and 16 per cent low.  In contrast, 69 per cent of managers in the INGO sector 
said the strength of their sense of purpose was high, a quarter said it was medium and only 4 per 
cent said it was low, (see figure 17). It is likely the managers in INGO’s have a stronger sense of 
purpose because when individuals advocate and personally support the work their organisation does, 
this will undoubtedly lead to a strong collective sense of purpose.   
 
Personal support for and advocacy of their work could also explain why respondents in the INGO 
sector were more likely to report that the management live the organisation’s values. Two fifths of 
managers responding to The Management Agenda (39%) report that their organisations’ stated 
values are not practised by management. In comparison, only a sixth of managers (15%) felt that 
their organisation’s values were not being practised (see figure 18).  
 

 
  Figure 17     Figure 18 
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3.4 Managing change 
This section looks in detail at the drivers of change and the nature of the change process. In last 
year’s survey we found that good change management was positively related to the financial and 
strategic performance of the organisation. 
 
The drivers of change were similar for managers responding The Management Agenda and for 
managers in the INGO sector. Cost, efficiency, customer needs and product or service quality were 
all important drivers. The INGO sector was driven marginally less by internal politics, increased 
competition and a somewhat less by legal requirements and cost (see figure 19).  This latter figure is 
a positive finding for the INGO sector. Whilst cost is always a factor in decision making, the 
Management Agenda data indicates that when change is driven by these factors organisations are less 
financially and strategically successful.  
 

 
Figure 19 

 
Descriptions of change in INGO sector were more positive overall than the descriptions from 
managers responding to The Management Agenda. Respondents were a little more likely to say that 
change was strategic and fast. They were notably more likely to say change was timely, well-managed 
and successful. They were considerably more likely to report that change was consultative (see 
figure 20).  The good management of change in the sector is likely to positively impact on 
organisational performance because analysis of the full survey findings shows that high scores on 
these indicators are linked to higher financial and strategic success.  
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Figure 20 
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3.5 The HR Function 
 
Roffey Park has conducted a series of investigations of the HR function, both here in our annual 
survey of managers and more recently in our 2009 report, Maximising the Value of HR Business 
Partnering (Griffin et al, 2009). Based on this research, we selected a number of key descriptors of 
the HR department and asked managers to rate their agreement with them. 
 
Whilst The Management Agenda respondents generally painted a positive picture of HR, the INGO 
sector was even more positive. 75 per cent of managers responding to The Management Agenda 
reported that HR adds value to the business compared to 87 per cent from the INGO sector. There 
were similar differences for the descriptions influential (71% compared to 85%), proactive (54% 
compared to 64%), strategic (53% compared to 85%), credible (64% compared to 82%), customer 
focussed (57% compared to 73%) and produces relevant and timely initiatives (56% compared to 
68%). See figure 20.  Organisations should endeavour to maintain their high scores on these 
indicators because The Management Agenda results show they relate positively to tackling 
underperformance.    

 
Figure 21 
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HR business partnering 
For the third time this year we have included questions on the HR business partner model, which 
came to the fore as a result of the work of Dave Ulrich. In his 1997 book, “Human Resource 
Champions”, Ulrich outlined how HR could more thoroughly be aligned to business processes and 
help the function to contribute more to business outcomes.  When adopted by organisations, the 
HR business partner model often involves restructuring the HR function into what has since been 
referred to as the three legged stool; consisting of service centres, centres of excellence, or HR 
business partners embedded within the business.   
 
Only 27 per cent of managers in the INGO 
sector reported that they had HR business 
partnering in their organisation. This is likely 
to be because the majority of respondents 
were from smaller organisations that are less 
likely to have the model. The respondents 
from the INGO sector who had business 
partnering were, on the whole, more positive 
about the model (85% saying mostly/very 
successful compared to 68% from 
Management Agenda respondents). However, 
these figures must be treated with caution 
because of the small sample size. 
 

 
Figure 22

 
Managers in the INGO sector also reported that all stakeholders were more bought-in and equipped 
to play an active role in the model and rated business partner competence higher.  Given these 
positive views, it unsurprising that a higher of INGO managers felt the model had improved HR 
performance, improved the perception of HR, improved organisational performance, had led to 
better support of business strategy, improved line manager effectiveness and led to a more genuine 
partnership between HR and the business. A similar proportion reported that HR business 
partnering had led to cost savings and headcount reduction (see figure 23). However, we know from 
previous research that where the model is implemented for cost savings and headcount reduction it 
tends to be seen as less successful.  
  

Figure 23 

7%
25%

61%

8% 5%10%

55%

30%

Not at all 
successful

Mostly 
unsuccessful

Mostly 
successful

Very 
successful

Managers' ratings of the success of 
HR business partnering 

The Management Agenda 2010 (n = 299)

INGO (n = 20)

25%

28%

44%

44%

30%

48%

38%

40%

26%

25%

65%

55%

50%

55%

65%

60%

0% 20% 40% 60% 80%

Cost savings

Reduction of HR headcount

Improved HR performance

Improvement in perception of HR

Improved organisational performance

Better support of business strategy

Improved line manager effectiveness

Genuine partnership with the businessH
as

 t
he

 in
tr

od
uc

tio
n 

of
 H

R
 b

us
in

es
s 

pa
rt

ne
ri

ng
 b

en
ef

ite
d 

yo
ur

 
or

ga
ni

sa
tio

n 
in

 t
he

 fo
llo

w
in

g 
w

ay
s?

Benefits of HR business partnering 

The Management Agenda 2010 (n = between 323 and 331) INGO (n = between 19 and 20)



 

 

Author : Dilip Boury 
Roffey Park Institute 
February 2010 25 
  

 

3.6 Learning and development 
This section considers how supportive organisations are of employee development and explores 
their return on investment for talent management schemes.  
 
The INGO sector reported very similar levels of support for learning and development to people 
responding to The Management Agenda. 47 per cent of both groups said their organisations were 
very supportive of learning and development. Only 5 per cent of INGO managers and 3 per cent of 
Management Agenda respondents reported that their organisations were not at all supportive. These 
finding suggest that, as in other sectors, INGO managers would be likely to benefit from increasing 
support for learning and development.  
 

 
Figure 24 

 
Talent management 
Only 7 people from the INGO sector reported having a talent management scheme. This represents 
10 per cent of those responding to the survey. In comparison, 29 per cent of managers responding 
to The Management Agenda had a talent management scheme. Whilst we cannot be sure how 
representative of the sector our small sample of INGO managers is, this result does beg the 
question, is talent management less prevalent in this sector?  
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4 Managing Teams 
 

4.1 Influencing the team 
The amount of control and influence managers have over their team can impact on their ability to 
manage performance.  Research also suggests that levels of control and decision making power is 
related to stress, absence, turnover and job satisfaction (Brun, 2007; Clarke and Cooper, 2004).  For 
this reason, The Management Agenda investigates the level of influence managers have over various 
aspects of performance management. 
 
Managers from the INGO sector reported very similar levels of influence over performance 
management to other managers responding to The Management Agenda. Most managers reported 
they were very influential over their teams’ targets and objectives and development opportunities. 
They had slightly less influence of promotions and slightly less influence still over salary, bonuses and 
discretionary rewards (see figure 25). As scores on these measures were related to tackling 
underperformance, INGOs may be able to have an impact on performance by giving managers more 
control over the mechanisms of performance management.   
 

 
Figure 25 
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4.2 Tackling underperformance 
 
Section 3.1 highlighted that a fair proportion (34%) of managers in the INGO sector feel that 
underperformance is not being tackled.  In order to investigate how well set up organisations are to 
tackle underperformance we asked managers how confident they were dealing with it. 97 per cent 
of both managers in the INGO sector and managers responding to The Management Agenda said 
they were at least somewhat confident about tackling underperformance. Although a positive finding, 
the level of INGO managers’ confidence by was lower than in other sectors. 
 
 

 
Figure 26 

 
Of those INGO managers that were not or only somewhat confident to tackle underperformance, 
the primary reasons given were a lack of personal skills (52%) and a lack of decision making power 
(24%). See figure 27 INGOs may want to ensure that managers get the development they need to 
address underperformance and empower them to make the decisions required.  
 
 

 
Figure 27 

 
Respondents were also able to comment on ‘other’ factors that affected their ability to tackle 
underperformance. One person stated that this issue was more about having time to address 
underperformance rather than about confidence. Another said that communicating about 
underperformance was difficult irrespective of experience. The culture of the organisation and the 
endemic problems with underperformance were also mentioned.   
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5 The Individual 
 

5.1 Employee engagement 
 
This is the second year that The Management Agenda has looked at employee engagement as a 
specific area. Engagement expands earlier notions of organisational commitment and motivation to 
give us a sense of the discretionary effort employees expend in their work and how positive they 
feel about their job, their relationships at work and the payback they get from the organisation.  
 
We have calculated an employee engagement score for the sector by comparing INGO managers’ 
responses to a series of 16 engagement statements with the responses from our Roffey Park’s 
management engagement norm group2

 

. This group of consists of 2284 managers and represents a 
cross section of UK industries, sectors and roles.  

 
Overall engagement  
 
 

 
Figure 28 

 
In comparison to Roffey Park’s management engagement norm group managers from the INGO 
sector were on the 46th percentile. This means that INGO managers were more engaged than 46% 
of the sample and less engaged than 54%. This result shows that managers in this sector have fairly 
typical levels of employee engagement.  
 
Although it is reassuring that managers in the INGO sector have fairly typical levels of engagement,  
scores on this measure are positively related to ratings of leadership, having a strong collective sense 
of purpose and well-being at work. For this reason, the sector would be likely to benefit from trying 
to improve engagement levels.  
 
Dimensions of engagement 
By analysing the extent to which people who completed our engagement survey gave similar answers 
to different questions, Roffey Park found that the overall engagement score can be broken down 
into four sub-scales. These sub-scales all contribute to the overall engagement score but each tell us 
something different about what engages people. The four scales are commitment to the organisation, 
relationships at work, the job role itself and payback.  
 

                                                 
2 These statements are: I am committed; I make a difference at work; work contributes to my general 
happiness; I feel trusted at work; I can see a future for me in my organisation; I am genuinely interested in the 
field I work in; I am usually willing to ‘go the extra mile’; I am proud to be part of the organisation; I feel 
appropriately rewarded; I am looking for more meaning at work; I am thinking o leaving in the near future; I 
can be myself at work; I like the people I work with; I respect the people I work with; my manager values the 
work I do; and I am part of a successful team.  
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Commitment to the organisation 
‘Commitment to the organisation’ refers to the extent to which individuals identify with and feeling 
devoted to their organisation. It includes feelings of pride for and an intention to stay working for 
the organisation.  
 

 
Figure 29 

 
Managers from the INGO sector were on the 67th percentile for their commitment to the 
organisation. This means that managers from this sector are more committed to their organisation 
than 67 per cent of the comparison group. This above average commitment may reflect the fact that 
people are often drawn to organisations in this sector because organisational values closely align 
with their personal values.  
 
Relationships at work 
‘Relationships at work’ refers to how much the individuals likes and respects colleagues and feels 
trusted by them. 
 

 
Figure 30 

 
Managers from the INGO sector were considerably less engaged by their relationships at work than 
managers in the comparison group (21st percentile). Perhaps the challenging nature of the work in 
the sector places strain on relationships between colleagues or maybe individuals bond less with 
colleagues because they work independently in remote locations. Another explanation could be that 
because organisations in this sector are often established by highly driven and passionate people, 
there could be personality clashes. This perspective is supported by a later finding that higher 
proportions of people see interpersonal relationships as a major stressor and report that personality 
clashes are a cause of conflict (see section 5.2 on conflicting views). 
 
The job/role itself 
‘The job role itself’ looks at the how much the individual is engaged by their work. It focuses on 
whether individuals enjoy what they do on a day-to-day basis.  
 

 
Figure 31 

 
Managers from the INGO sector had fairly typical levels of engagement with their day-to-day work. 
This result may indicate that whilst people ultimately find working in this sector rewarding, the work 
itself could be more engaging. Perhaps organisations in this sector could look at ways to make job 
roles more diverse interesting. However, a note of caution must be sounded with this interpretation 
because the result only represents the individuals who were asked to complete the survey. This may 
not represent the diversity of jobs in this sector.  
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Payback – 35th Percentile  
‘Payback’ looks at the extent to which the individual feels appropriately rewarded and valued by 
their employer. This could be financial remuneration, recognition or simply a sense of 
accomplishment. 
 

 
Figure 32 

 
The extent to which managers were engaged by the payback they received from their organisation 
was lower in the INGO sector than was the case in other sectors. This result is somewhat counter 
intuitive because one might expect people working in this sector to feel that their role contributes 
highly to their overall happiness. Perhaps a combination of lower remuneration in this sector, a lack 
of recognition for the challenges they undertake and stressful work may explain these somewhat low 
scores.  
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5.2 Well-being at work 
The importance of employee well-being has risen up the corporate agenda over recent years.  This 
is due to a number of factors, including legislation and government policy and the expectations and 
demands of employees themselves, but it is also due to increased recognition by employers that a 
physically and mentally healthy workforce is required to maximise organisational efficiency, 
productivity and success. 
 
Most employers are aware of the high costs of employee absence and that stress and other mental 
health conditions are among the main causes of absence (CIPD, 2006).  Increasingly, however, 
focusing on the well-being of employees is recognised as important not merely to avoid these 
negative costs but also because of increasing awareness of the links between well-being, engagement 
and performance.   Organisations ignore employee well-being at their peril. 
 
Well-being is generally good 
The findings on well-being present a positive picture, particularly given the stresses organisations 
have faced with respect to the economic climate and the consequent additional strain for many 
managers (see figure 33).  Furthermore, a higher proportion of people from the INGO sector 
reported good or very good levels of well-being at work than was the case for Management Agenda 
respondents (69% and 58% respectively).  
 
Whilst the findings on well-being are very positive it is important that organisations are not 
complacent.  There still remain six per cent of respondents that do not consider their well-being 
adequate. By addressing the concerns of these individuals, organisations could make work more 
productive for the organisation.  
 

 
Figure 33 

 
Most managers experience stress 
It is interesting to note that whilst for both Management Agenda respondents and respondents from 
the INGO sector stress is a common experience (82% in the INGO, and 73% of Management 
Agenda respondents - see figure 34 and 35), both also have high levels of well-being. This indicates 
that the stress being reported is not necessarily detrimental to well-being. Perhaps some stress may 
be a spur to get the job done or maybe people accept a certain level of stress as part of the job 
without it having a negative effect on their well-being. 
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In the INGO sector stress and well-being have an even weaker link; with higher stress levels and 
higher levels of well-being. Perhaps people who work in this sector are very resilient and/or deal 
well with high levels of stress. 
 

   
Figure 34     Figure 35 

 
Concerns about stress and exhaustion 
In order to investigate the apparent conflict between high stress and positive well-being, we asked 
managers who felt stress at work whether they were concerned about its impact on their well-
being. 47 per cent of Management Agenda respondents and 42 per cent of managers from the INGO 
sector said they were. Half were also concerned about the impact of tiredness or exhaustion 
(Management Agenda: 53%; INGO: 49%) and a third were concerned about general happiness 
(Management Agenda: 37%; INGO: 31%). These results support the idea that simply experiencing 
stress is not necessarily detrimental to well-being but is a contributing factor when there are other 
factors. To really look after their employees’ well-being INGOs should look out for signs of high 
stress combined with other factors such as tiredness and exhaustion and poor working conditions. 
 
Bullying still not uncommon 
Bullying UK reports that workplace bullying is 
a vast problem.  It results in stress and days 
taken off work.  Its consequences can be 
severe, resulting in mental health issues, 
marital breakdown and a total loss of self 
worth (Carnell, 2009).   
 
Encouragingly, the proportion of people who 
had seen evidence of bullying in their 
organisation was lower in the INGO sector 
that for Management Agenda respondents. 
What’s more, nobody from this sector said 
they had seen bullying to a great extent. 
However, organisations in this sector cannot 
afford to lose focus because a sixth of people 
still see bullying as something of an issue.   

Figure 36
 
Conflicting views 
For the first time this year we also included a question on the extent of conflict within organisations.  
Whilst half (54%) of managers in the INGO sector reported it was uncommon and a further 13 per 
cent said almost non-existent, a third of managers (33%) reported conflict was common in their 
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organisations. This result is somewhat more positive than for respondents to The Management 
Agenda, (where 7% said conflict was non-existent, 50% said it was uncommon, 39% said common 
and 8% said it was rife).   
 
By far the most common causes of conflict for managers in this sector were differing agendas and 
personality clashes (see figure 37). These causes of conflict are in line with the low score on the 
engagement indicator ‘relationships at work’. It seems that strong personalities may lead to a less 
than warm atmosphere between colleagues. These issues may arise because organisations in this 
sector often have passionate employees who have very strong views about how the organisation 
should develop. INGOs may benefit from having really clear agendas and activities to improve 
teamwork. 
  

 
Figure 37 

 
Main causes of stress 
Respondents were asked what the major causes of stress were in their working life. The major 
stressors in this sector were workload, the volume of emails, organisational politics, pressure to 
perform and the pace or extent of change.  
 
In comparison to The Management Agenda respondents, the significant stressors for the INGO 
sector were workload (74% compared to 59%), pace or extent of change (30% compared to 22%) 
and interpersonal relationships (21% compared to 16%).  Initial discussion of these results suggests 
that workload stress is high because of the number of hours people work; change is an issue because 
talented people are promoted too quickly and beyond their level of experience; and interpersonal 
relationships are an issue because people’s strongly held beliefs or philosophies often compete.  
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Figure 38 
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5.3 Managers’ views on learning and development 
 
Section 3.6 looked at how supportive organisations are of employee development generally and the 
extent and success of talent management schemes. Here we look at learning and development from 
managers’ perspective, in particular their participation in different learning interventions, the value to 
them of different development options and those on offer in organisations.   
 
Participation in learning interventions 
Managers from the INGO sector had participated in a wide variety of learning and development 
interventions in their current organisation.  Leadership development programmes and other training 
programmes was the most common, with nearly half of (53%) of managers taking part in these.  Two 
fifths of respondents (38%) had taken advantage of opportunities to take on more responsibility; a 
quarter had participated in coaching (25%) and mentoring (23%); a fifth had completed an academic 
qualifications (20%) and/or were part of action learning sets (18%); a sixth of respondents (17%) had 
participated in distance or e-learning; and five per cent of people had been on secondment (see 
figure 39).  
 
There were a number of types of learning and development that INGO managers would like to see 
increased. 80 per cent of managers wanted leadership development and it was only offered to 71 per 
cent of respondents. Similar views were expressed about coaching, mentoring and academic 
qualifications (see figure 39). 
 
INGO sector managers had participated in less learning and development than managers responding 
The Management Agenda. This was despite the fact that similar or a greater levels of opportunity 
was available and was considered valuable (see figure 39 and 40). To increase uptake, INGOs may 
wish to investigate whether there are barriers to participating in learning and development.  
 

   
     Figure 39      Figure 40  
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Appendix 1: Demographics and Organisational 

background 
 
Reliability of results for the INGO sector 
Results for the INGO sector represent the views of 74 managers drawn from at least 29 
organisations. The vast majority of these individuals work in international development and 
humanitarian assistance. Half of these individuals (48%) worked in HR, 62 per cent were female, 92 
per cent were aged 31-60, half (52%) were other directors/senior managers, 32 per cent were 
middle managers and 42 per cent were from organisations that employed up to 50 people. These 
demographics should be considered when assessing whether these findings reliably reflect the views 
of your organisations’ employees.  
 
Respondent organisations  
We received responses from individuals in range of organisations in the INGO sector (see below). 
Whilst people from these organisations responded, we must be careful to treat the responses as the 
views of individuals and not as the views of their organisation.  
 

• ACORD 
• Amnesty 
• Article19 
• Build Africa 
• Cafod 
• Care international 
• Christian mission society 
• Conciliation resources 
• Cord 
• Cranfield trust 
• Disasters and emergency 

committee 
• Everychild 

• Farm Africa 
• Hands around the world 
• Help age 
• Islamic relief 
• Latin Link 
• Marie Stopes 
• MDMUK 
• Medicines Sans Frontiere 
• Mentoring at grass roots 

initiative 
• Methodist church 
• Oxfam 
• People in Aid 

• Plan International 
• Red R 
• Respond 
• Save the Children 
• Sightsavers 
• Tearfund 
• The leprosy mission 
• The ROI academy 
• Viva  
• Warchild 
• Wateraid 
• Women Kind 

 
 
Validity of comparisons 
The INGO sector and the Management Agenda respondents are broadly comparable. They were a 
similar age range, broadly even distribution of gender, covered similar role levels, had a similar 
number of direct reports and the majority were UK based (The Management Agenda 93%; The 
INGO sector 89%). However, one factor that should be considered when making comparisons is 
that there was a higher proportion of small organisations from the INGO sector. This should be 
taken into consideration when assessing the validity of any comparison. 
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Country 
The location of individual respondents from the Management Agenda and the responses from the 
INGO sector are broadly similar. The vast majority of managers responding to from both groups 
were based in the UK. ‘Other’ Management Agenda respondents were based in Ireland, other 
European countries, Asia, Africa, Australia and North and South America. ‘Other’ INGO 
respondents were based in based in Afghanistan, Australia, Bangladesh, Ethiopia, Ireland, Jerusalem, 
Palestine and Sudan.  
 
Types of organisation  

 Frequency Percent 
Other (please specify) 7 10 
International development / humanitarian assistance 57 81 
Human rights 3 4 
Health 2 3 
Environmental 1 1 
 
Other: 

• Children in conflict areas 
• Christian mission 
• Christian missionary organisation 
• Grant-making foundation 
• Management support for other non profits 
• Peace building 
• Professional body 
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