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[bookmark: _Toc118920862]Abstract
This research study was conducted to explore the issues around staff retention within the third sector, highlighting the Wallich the leading homeless non-profit organisation throughout the project. There is also input regarding turnover, as it can be the result from not retaining staff. The data was collected from a mixed method approach, one is evidence based from the Wallich, the author contacted Human Resources requesting documents that are guidelines that are followed for staff retention issues additionally the author created twenty questionnaires to be given out to a mixture of employees within the Wallich. The vital method was secondary data from a range of sources regarding the third sector. To ensure research covered staff retention in the third sector, the research had to include the affected areas of career advancement, communication, motivation, management strategies and workplace factors resulting in voluntary retention. The findings revealed that the research highlights the desire for flexibility and work/life balance and from the questionnaire discovered two main objectives as discussed below. The implications that could be found in future research is discovering new trends within millennials, but mainly with the inflation of rising costs, anytime from now research could different findings in trends of individuals, that previously desired the increased flexibility with work life balance, may in the future change opinions due to the increase in house bills, from factors that impact on monthly house costs such as administration (chargers, laptops, printer, ink, paper etc), heating and electric costs. 

[bookmark: _Toc118920863]Introduction
The non-profit sector is dealing with the problem of low retention throughout the UK, Williams, Nichols, Kirk, and Wilson (2011) stated that the employee retention rate is as low as 43% in some government-funded non-profit organizations and 55% in privately funded non-profit organizations. Low employee can impact many areas in an organisation, all staff, management, HR but most importantly the community in which it serves. Non-profit sector obtains the finances from government funding, charity fundraising events and various community giving’s. Staff retention in non-profit is held accountable for workplace performance due to this government and people expect evidence, whether, it is administration, success stories or first-hand experience. Employee turnover ultimately will not benefit any of the above factors. This research project will discover potential barriers, including the effects of employee turnover and the improvements that should be made for the benefit of future non-profits. 
[bookmark: _Toc118920864]Literature Review
According to the CIPD (2014) “employee retention relates to the extent to which an employer retains its employees and may be measured as the proportion of employees with a specified length of service (typically one year or more) expressed as a percentage of overall workforce number” and Employee turnover refers to “the proportion of employees who leave an organisation over a set period (often on an annual basis), expressed as a percentage of total workforce numbers”. To understand both is to appreciate that an employee leaving the team, May still be affecting aspects of the team unknowingly six months to one year down the line.
There is a formula that can be conducted to analyse the findings of staff turnover which is “Turnover rate = Number of terminations per year ÷ Average active employees’ same year * 100” (O’Connell and Kung, 2007). However, by concentrating on staff turnover, can lessen the importance of retaining employees. 
Leadership and management experts are presumed to be mainly employed in the corporate sector; however, non-profit organisation started to evolve early 20th century with increase of demand for classrooms, government funding agencies and charity foundations (Dym and Hutson, 2005). There is a strong argument that employees in the third sector have a greater satisfaction due to an intrinsic role than in a private or public sector (Benz 2005; Borzaga and Tortia 2006; Hansmann 1980; Rose-Ackerman 1996). If this is accurate, why is there a large gap between HR practices and resources and staff turnover in the third sector. There is a clear demand for improved staff retention strategies within the non-profit organisations (Akingbola, 2013; Ridder & McCandless, 2010; Ridder, Peining, & Baluch, 2012) . The non-profit sector has to keep up with the continuous pressures of over scheduled often emotional, underfunded programming, irregular financial cycles of funding, with the demand of reports demonstrating evidence for the work that employees have done to justify funding (Renz and Herman, 2010), what are the procedures aligned to retain staff. 
Human resources departments in organisations take staff retention very seriously in recent times, it is the focus and consumes a large proportion of time in the job role, it mainly is an incentive or strategy to reduce voluntary turnover. Voluntary turnover means, employees deciding to quit on their own terms which is often deemed as difficult (Griffith et al, 2000). A Professor from Germany and international speaker Armin Trost, has been a very successful and has even been called the best progressive leaders within human resources, one of the key studies that he stands for, is finding effective strategies that will reduce staff turnover as it is the biggest default in organisations (Trost, 2019).
Gomez-Meija et al (1997), defines turnover in two categories, voluntary which is the employee’s choice to leave and involuntary meaning the employer’s choice. Taylor (2002) recognised and expanded that there are four significant reasons for employee turnover. Pull, Push, organisational influence and unavoidable factors. Pull reason is tempted by another company/organisation opportunity for reasons such as increased salary or better holidays, rather than disliking the original organisation. Push, is the opposite to pull, Taylor (2002) views it as dissatisfaction in the organisation already employed in. Organisational influence is direct involvement with the decision, warnings, asking the employee to leave, whereas unavoidable factors are less work related and more personal reasons, health, retirement, location, family issues and so on.  
[bookmark: _Toc118920865]Perceptions of Turnover
The results of staff turnover are not always believed to be negative, sometimes even leading to positive outcomes; however they still have the potential to pose serious problems to most companies (Morris & Hodgins, 2000). Some management department strategy is ‘out with the old’ and welcome ‘fresh blood’ in organisations, all private, public and even in the third sector, for instants in the private sector this could occur in sales, new motivated employees that can be moulded to the type of department and more advanced with technology, this could also highlight poor management for prioritising numbers over people. In this scenario, good management would upskill staff. 
An example in non-profit organisations, could be in scenarios like in Women’s Aid, they began a perpetrator programme called ‘Choices’ for mainly men that had abused women in the past, an opportunity to have training for understanding the trauma caused, challenge behaviours and encourage positive change.
 In order to be successful Women’s Aid employed new staff members. Rather than upskilling or giving internal staff prioritisation, women’s aid decided to employee all new staff. The reasoning was for the new employees to have completely new training, previously all training is the understanding from the one perspective, how to support female victims. Whereas, the new programme was supporting male perpetrators, this needed a fresh start and new mind-set. This was deemed an unpopular decision by current staff members, especially when recruitment members are supposed to resemble the quote of Women’s Aid, which is “Womens aid until children and women are safe” as well as the organisations main value being courageous (www.womensaid.co.uk, 2022), this new programme could be perceived as contradictory. However perceived by employees, this reason for new recruitment is clearly evident that having new staff members and a new programme was the right procedure. 
According to Goleman (2004), staff turnover is a negative route, by using the descriptive model, the knowledge that could be missed from employees would be extremely beneficial. Academic sources recommended that courses and training for management such as ILM 3/4/5, leadership and management in the workplace BA, diplomas in management skills (Maund, 2021) could reduce staff turnover by being managers having equipped with leadership skills, emotional intelligence and mentoring/ coaching techniques then employees that have been there a long duration is worth committing time into them (Jacobsen, 2018). 
The implication of having all new staff is financially costly and not enable staff to upskill can tarnish an individual’s goals, development plan and eventually resign (Onyia, 2021). Having said that ultimately the perception of turnover is overall deemed costing financially and time wise, however, having the right new employees can encourage upbeat morale, new knowledge, empathy and so forth. In the extreme case of the women’s aid example above, to have a non-judgement and fresh outlook on the programme maybe turn over would be the most efficient option but overall upskilling staff members especially in third sector organisations is beneficial for community knowledge, policies and procedures, funding, tenders, internal morale and relationships as well as maintaining a respected reputation from service users.  
[bookmark: _Toc118920866]Cost of Turnover
The cost of turnover does not differ a great deal from public, private or third sector, but unfortunately the non-profit sector does not always have the budget from the funding to cover unnecessary costs and turnover can be damaging if not dealt with.  Society for Human Resource Management stated, “based on the UK average salary of £29,600 estimate an average staff turnover costs between £14,800 and £22,200 per employee” (CIPD, 2021). 
Kelly (2001) has stated that employee turnover is a huge disadvantage but does not view it as a loss to the revenue, even though it is evident in cost benefit analysis, but more of a cost of knowledge and experience. The knowledge and experience cannot be measured or taught in an induction week, the YMCA and Wallich directors consider knowledge and experience as a future managerial quality and tries to seize turnover at all costs, having background in youth/homelessness, and working through the departments is a strength that is desired it is not only beneficial for futuristic goals but motivational for new staff or service users. 
 In contrast to this Ivrancewich (1994), has found that the impact of the financial loss of an individual employee leaving can be very cost effective and even damaging to an organisation, especially a small non-profit organisation. Accord to Mitchell et al (2001), the circumstance of leaving whether voluntary or involuntary (Gomez-Meija et al, 1997) or push, pull, organisational influence or unavoidable factors (Taylor, 2002), does not effect the detriment on cost of an employee leaving, those theories are beneficial for learning how to retain. 
The costs begin from the moment a resignation letter is handed in, the administration finding an employee or employees within the team already to cover work load, contacting HR, finding a replacement, exit interview and administration, financial requirements for remaining holidays, potential agency staff, training costs, advertising for vacancy, interviewing, DBS enhanced check for often working with vulnerable people in the non-profit organisations, medical check,  shadowing staff, uniform, IT equipment new phone/laptop, ID badge, administration set-up, all of these cost factors can be detrimental as well as the time input.  
However, Taylor (2002) adds that it does depend on the skills and expertise the new employee has as well as considering the type of role it is, this could make the transitions less financially costly. For example, employing a person that has done a similar role before and that is familiar with the software and support work, would be initially less cost efficient than a non- experienced person. 
Having said that does not necessarily mean it is long term effective, potentially employing a passionate, driven person with no experience may remain in the organisation longer and the finances will return over time, whereas, the experienced person may leave after a few months meaning was actually costing the organisation.  
Overall the cost of turnover is only worth it if the new recruit maintains sufficient and can obtain the duties expected regardless of experience, the cost of turnover can be both detrimental and beneficial depending on the individual case. 
[bookmark: _Toc118920867]The cost of losing knowledge 
DeLong (2004, p.21) states “lost knowledge means the decreased capacity for effective action or decision making in specific organisational context”. Especially in the third sector, the impact of an organisations values and mission statement is vital to be reflected within an employee, this is built over time. Non-profit organisations are to benefit others and not for financial gain, most of the employments or volunteers in these roles have built relationships with vulnerable people, children or animals in order to support, that knowledge often is not transformable within an induction week it is cost effective. 
Managers that do not obtain a high level of emotional intelligence or well-developed coaching/mentoring programmes along with positive leadership styles do not always encourage knowledge sharing throughout the employment, meaning when the employee leaves so do the knowledge (Lesser and Pusak, 2001). This is reiterated by Arnone (2006), the impact of losing long term employees can determine talent gaps within organisations. 
This cost of knowledge is viewed highly in the Wallich, this is reflected in the meetings weekly, the team members are supposed to address any positive or negative issues. In every area there is one voted in representative that will take direct requests or queries to the CEO of the Wallich to Dr Lindsay Cordery-Bruce and then the outcomes filter back. Retaining these key employees has a big effect on the structure of the Wallich. Another example of the Wallich being consistently and actively caring about the expertise in staff and service users, the organisation tries to employ at least one ex-service user a year, the knowledge of having been homeless and then the steps to recovery is extremely advantageous for service users. There is also a shadow board that there are around twenty current service users to represent each area project and give ideas on improvements that could be made to encourage positive recoveries from being homeless, substance abuse, neglect and all other forms of abuse. 
Overall the cost of knowledge is the most important factor when considering staff retention, only if the person has over time acquired a significant amount of knowledge, if the person has used the employment as a pass time for bigger and better or just different, then this loss of employee is not a loss but more of a gain for the organisation.
[bookmark: _Toc118920868]Impact of Turnover on colleagues
The other fear of losing a key employee is not only financial and knowledge but increase the chance of contagion turnover (Dipboye, 2018). The domino effect of other staff members, psychologically can highlight areas that are already there such as underchallenged or undervalued (Bakker and Schaufeli, 2000), emotionally detached from the role (Barsade, 2002), and over worked feeling exhausted (Brett and Stroh, 2003). 
Often when an employee hands in the resignation the emotions are slightly heightened in excitement for the new role, often optimistic even if there is sadness for fellow colleagues or service users, this is an example of the ‘Affective Events Theory’ (Weiss and Cropanzano, 1996), from this theory can describe the impact on others, influencing the other employees by having that same happiness desire. 
For instants, if two colleagues had become good friends through the employment and one of them was offered a job in a different organisation, handed the two weeks’ notice in, for the remaining two weeks would continuous talk about the excitement, the benefits and perks of the new place, by the last day the employee remaining in the organisation could be feeling emotional a sense of loss, less motivated, looking at all the negatives in the job, disengage and even begin to look for jobs elsewhere. 
On the flip side, sometimes can be a joyous event as other staff members are aware of a job role opening up and have a positive effect on staff morale. When an employee leaves the Wallich there is often a set amount of days in which a long term employee can return, acknowledging the importance of long term staff members on colleagues and service users. 
[bookmark: _Toc118920869]Emotional intelligence and staff retention 
Emotional intelligence has been arising popularly in HR systems within the third sector, the presumption would be that employees within the third sector would respond more effectively to an emotionally intelligent manger due to the role of benefiting others, the salaries are not as competitive as the public and private sector (Armstrong and Taylor, 2014). 
Emotional intelligence in retaining staff is like a slow drip feed, it is not an application that is needed in bulk for employees, for example, a leader with good emotional intelligence, has self-awareness recognises the impact of the body language, tone, persona has on the people around. This is a continuous skill that must be applied daily, reflections could be ‘am I being in the parent ego state and rectifying it’ or ‘am I crossing professional boundaries’ (Goleman, 2004). 
The more advanced a leader is at emotional intelligence, the more equipped and prepared for retaining staff, for example there is surface level emotional intelligence and there is advanced, advanced would be in the Wallich, recognising individuals as well as social awareness, ‘am I triggering Julie by standing over her whilst talking to her, or am I triggering her from her previous workplace experience, maybe I should pull out a chair and communicate at the same level as her’, the personal relationship management of social awareness creates a person centred management that can increase individual reasoning for retaining in a third sector organisation especially when third sector organisations are known for employing particular service users over time. In the Wallich an example would be having the social awareness and non-judgement approach when talking about homeless people, without stereotyping or assumptions. 
Vratskikh et al, (2016), formulated a survey for three hundred and fifty-four employees from the University of Jordan, all completing a self-report questionnaire. The results demonstrated that the emotional intelligence is positively connected with job performance and job satisfaction. The findings also showed that employees that are satisfied with his/her employment can all have the ‘affective event theory’ knock on effect to colleagues.  
More than that emotional intelligence effects the organisational commitment, which is an individual’s psychological connection to the organisation. The variables that are impacted by the organisational commitment is turnover, workplace behaviour, job performance and more in-depth aspects like, well-being, mental health in the role, empowerment in a role, insecurities and anxiety in a role (Armstrong and Taylor, 2014). 
The positive effects of having an emotional intelligent leader, the recognition of what is important for an individual through day to day but also effective supervisions and appraisals, to really improve on reflection, growth, mental well-being, job satisfaction and ultimately staff retention. 
[bookmark: _Toc118920870]Leadership styles and staff retention 
“Employee attitudes are influenced not so much by the way these policies are intended to operate as by the way they are actually implemented by line managers” (Kinnie et al., 2005:10).
[bookmark: _Hlk117258199]“Employees leave managers, not organisations” (Price, 2001). The leadership style is vital, due to the main role of a leader/manager is to create an environment that employees are committed and remain (Price, 2001). Gwavua (2011), believes that if the wrong leadership is applied it is evident in the staff workplace performance. In the third sector there are strong values and mission statements that need to be met but with this comes the same values to treat employees, which goes back the Maslow’s pyramid of needs (Madsen, 1981), which works well with the leadership styles of ‘Laisses faire’ (Kolenda, 2021) and ‘Hersey and Blanchard situational leadership styles (Blanchard, et al, 1982) . Kouzes and Posner (2012) find that the top four characteristics sought in leaders have been consistent since 1987: honest, forward-looking, competent and inspiring. 
Destroying leadership can be Mark Goldring, ex chief executor of Oxfam in 2010, did not follow any of these leadership styles and tarnished the charities reputation for misconduct. Nigel Kippax, head of consulting and training at the National Council for Voluntary Organisations, states that there is a resemblance for negative leadership in charities and non-profits which is egos “you see it in personalities whose idea of leadership is to rescue the situation – it’s quite a macho thing,” he suggests. “People leading in that style often wait for a problem to become a crisis before they act” this also demonstrates low emotional intelligence, lack of social awareness and little reflection.
In the Wallich, the manager has stated and advocated for laisses faire style within the organisation, it is based on trust and with comes flexibility, providing the service users’ needs are met, staff can have breaks throughout the day when needed, allow for ten minute well-being walk, not micromanaged. Management in the Wallich promote independence in the staff and the main aims for service users. Laissez faire creates a strong bond by using these tactics.
[bookmark: _Toc118920871]Motivation and staff retention 
Maslow’s hierarchy of needs discovered that people are motivated by five essential needs. Employment in the non-profit sector can achieve these factors, in regards to work place hierarchy of needs can be. Psychological a place to work and regular salary, safety needs is having contracts in place including pension schemes, social needs in a workplace can vary in the employee’s personality differentiating between team bonding, working in large departments, small departments or engaging through online applications etc. Continuing onto self-esteem includes appraisals or recognition even rewards and lastly self-actualisation using the confidence built up through the other stages would be to become a mentor or receive a form of promotion and feeling self-pride. 
How does a leader keep staff motivated to enable the process of the Maslow’s hierarchy of needs? Kouzes and Posner (2012) find that the top four characteristics sought in leaders have been consistent since 1987: honest, forward-looking, competent and inspiring. In the non-profit, the salary is not as competitive; there is no commission, it is important to discover individual and group motivation to obtain maximum retention in non-profit sectors.
The motivation for individuals can vary vastly, how this role can adapt to maximise workplace performance for the employer and service users. A general example could be a single parent as an employee, giving the option to attend school pick up’s and drop offs, for this to work within the Wallich, the support worker would arrange appointments in order to allow enough time for work and the school run, this could be huge incentive as it reduces daily stress for the employee of trying to arrange and rely on different family members and friends. For an individual this could potentially be the winning factor of choosing that organisation to work for. 
However, if a leader with poor leadership skills and was unaware of the situation, began started overloading the support with clients, the support worker would have added stress unaware by the manager. Creating well-being issues, punctuality problems, and lack of motivation and eventually leaving.  
There are many other motivations that are unique to a person, an example could be an IT person within the Wallich is a semi professional footballer and likes to attend as many games as possible that is the employers values and what motivates to be completely authentic, an option here could be allowing that person to work from home on the days of game in order to attend games, having these person centred relationships reflects good leadership and is a motivation for employees to succeed, which is detrimental in the non-profit sectors to influence service users to feel motivated too. 
[bookmark: _Toc118920872]Communication
"Small number of people with complementary skills, who are committed to a common purpose, performance goals and approach, for which they hold themselves mutually accountable" (Katzenbach and Smith, 1993). 

Communication is the key of leadership (Mcleod, 2020). Lewis and Seibold (1998) discovered that communication is the implementation of change and adaption. There are forms of communication, which may suit different employees, this maybe a potential stratergy to obtain retention with personal centred management through having preferred communication tools and techniques for individuals. There a different ways a manager or people within a team can communicate, verbal, online applications including emailing or social media, phone calls, text messaging. The communication pie chart findings are 55% is body, movements and limbs, 38% tone of voice and 7% words. This research is significant if leading with a team, knowing that the words are not what people perceive it is the body language and tone of voice. This is especially important in staff retention, if the employee is remote and preferred way of communication is through emailing, the 100% of the pie chart then becomes words, it is vital that the message is constructed in the way that it is supposed to be.

For instants, in the Wallich there is ‘buddy’ system; two colleagues have to email each other to say they are home safe at the end of every day and if nothing is emailed by 4:30 it is the other person’s responsibility to contact to check all is ok. If it was 5pm and nobody had emailed, then person A said ‘I am home safe’, then person B would think nothing of it, but if it was verbal communication, person B would of heard the sarcastic tone and not realised that person A is annoyed that nobody check her well-being.  The Johari Window model improves individual’s communication skills and experiences that would be beneficial for the example above (Luft, 1984) effecting staff retention can be positive or negative, depending if used effectively or not. 

To encourage positive engagement through communication specifically in the non-profit sectors for retention, meet regularly with employee’s regardless if remote working to reinforce the perceived organisational support (Allen, 1995). Provide regular performance management feedback to reiterate the positives, negatives and take interest in development goals and aims or skills, build on the person centred approach installing deeper commitment and motivation (Hutchison, 1997). Committing to enhancing those skills and book training for employees, creates an active listening, from discussing the targets to helping achieve the targets, will benefit the relationship by building trust and creating a career path rather than a job. Lastly Vos and Meganck (2007) recommends periodic stay interviews. To discover why has the person stayed, what is working and what could be improved, opening lines of communication and making an employee feel valuable, after probation and after being in the organisation a while. This is especially important for non-profits as it is a holistic line of work, and it needs to be reflected within the team as well as out in the communities. 

[bookmark: _Toc118920873]Coaching and mentoring staff retention 
Over 86% of company’s state that a coaching investment was recouped and benefited back into the business according to the recent study reviewed by Institute of Coaching and over 70% benefited from improved work performance, relationships, and more effective communication skills (EMCC Global Individual Accreditation (EIA) – EMCC Global, 2022). 
There is a commonly known model used in coaching and mentoring the GROW approach, stands for goal, reality, option and will (Whitmore, 2015). This model is required to be simple yet set challenges and make changes, enhancing retaining staff by being productive and encouraging skill set to overcome challenges and having been assigned a coach or mentor engagement, feeling valued and a part of a team (Laird, Naquin and Holton, 2003).
Assigning a coach or mentor can be really encouraging, for example, in the Wallich as a tenancy support worker for people that have just been homeless and having a wide range of case studies, a mentor could assist with having knowledge on benefit forms, time frames and legislations, or if there is a service user has a specific addiction, then instead of sending emails to the line manager every day, the mentor would be a perfect option to have support off someone that is doing or has done the role has the knowledge.
The negatives are if the mentor is in the wrong ego state for example rather than being in the adult state turns into the parent ego. Lacks communication skills, then the relationship would not be used to its full potential leading to worse scenarios. 
However the conclusion for mentor ship/coaching, that if there is adequate communication a mentor/coach would be beneficial, to stop asking the manager and to have support from someone that has dealt with the same issues and procedures. 
[bookmark: _Toc118920874]Work life balance
Rajanish Ratna (2008) found that work life balance is not only beneficial for the employee, but for the families and community. Having work life balance, by even having one hour flexi time could make all the difference, by improving factors such as having suitable time to help/spend time with family members, improving health and well-being, having more spare time for socialising or self-care. 
Especially in remote locations with a smaller talent pool, the key strategy must be flexibility. 
[bookmark: _Toc118920875]Remote working
“A world without an office” (Fried and Hanson, 2013), is this possible in the non-profit sector. Sales.org formulated a study on non-profit trends, the recent results where recording regarding likelihood of remaining virtual since the pandemic, 76% of non-profit organisations, have remained either fully or some of the time from home working in the US (Freeman, 2022).
There are advantages from working from home, helps climate change (Olson, 2010) regarding cutting commuting into the office, saves time creating an increase in work/life balance, working more efficient with fewer distractions. Customise the environment to individual preference, for example having comfortable pillows or windows open, lights on, sensory items around.  
In contrast to the positives, administration maybe harder, scanning and printing. Climate change may still be effected by rise in heating/electric costs rather than in one building (Olsen, 2010). Service users may feel detached and not comfortable to contact as freely. Distance between colleagues, no morale and relationships, feel isolated within an organisation. Potentially, an increase in efficiency within the office with fewer distractions in the office than working from home, for example family members around or chores needs doing. 
There are pros and cons in both arguments, however, in regards to staff retention, in order for there to be maximum workplace performance in non-profits, there needs to be flexibility for monitoring, advice and updates regarding service users, funding, new challenges, communities, creativity and relationship building to create strong tenders for continued support through funding. For instants the Wallich has a software called ‘inform’ that monitors the supported hours an employee has to obtain a week, this works by inputting travel time to the service users appointment, duration of the appointment and administration time, this gives employees the maximum flexibility to organise the day as needed, allowing administration to be done at home or the office, whilst this freedom is available, in the contract it states everyone working should attend the office meeting every Wednesday morning, this allows relationship build every employee has a coffee before-hand, the same update goes out to everybody, allowing all employees to be on the same page and afterwards support workers often stay in the office for a few hours to complete work. For the Wallich this gives the balance of having trust and yet is still being monitored with having continuous discussions and relationship bonding with colleagues. 
[bookmark: _Toc118920876]Millennial Employees
“The highest maintenance workforce in history of the world, and likely to be the highest performing” (Tulgan, 2016)
Are millennials reshaping the workplace? Millennials is defined by the year group born in, 1980-2000, seventy five million millennials are in today’s workforce, millennials check smart phones minimum of forty five times a day, 74% want a flexible rota and 36% want to wear jeans, 64% of millennials would rather earn £40,000 a year with a happy employment than earn £100,000 a year and be unhappy (HRtoday, 2020). 92% of millennials view business success as more than financial and 84% of millennials say that making a positive difference in the world is more important than professional recognition (Ubl et al., 2017). 
Employees as a generalisation, is more experienced with IT, social media is the largest difference generationally, culturally accepting and tend to want/expect to go up the ladder (Brown, et al, 2009). There have been studies within the CIPD with the findings of that millennials are more likely to volunteer in charity sectors (CIPD, 2020). Important issues for the current generation in the workplace are cover interpersonal skills, encouraging, appraisals that cover Goleman’s reflective cycle, the in-depth learning of one and another (Lin, 2014). The millennial employer does expect reasons for why workplace performance is good or bad and will question it often (Tulgan, 2016).
How can staff from the millennial generation be retained in an organisation? Millennials need interaction from assertive strong management, millennials respects boundaries and structure, with focus and clear expectations but most importantly to retain a staff member from this generation is to create a plan for development, using direction, guidance, support, through coaching/mentoring and team leaders. One of the key aspects that is reoccurring from this research is once again flexibility (Flippin, 2017).  
The downside of having these positive qualities in a generation can also have some negatives, having fifty employees are having the same desire of needing somewhat reassurance, having too many expectations and even being called entitled generation through news outlets such as YahooFinace (2022) stated in October ‘working with generation Z, is like working with people from another country” and Martin Lewis on This Morning said that “millennials could do with an electric cut now and again to give them a shake”. 
Whereas, the generations before had the reputation of hard grafting, regular long hours and no questions asked. In contrast this generation has strong need for flexibility with lifestyle balance, the leadership must adapt through the team. For example, if the leadership was to say ‘No flexibility it is 8am-6pm’ from experience with a previous team, this lack of negotiation non-profit sector such as the Wallich, goes against the values of authenticity (being your true-self) or courage for not speaking up to management and ultimately not only fail in retaining employees but retaining motivated and enthusiastic employees. 
“A millennial thought process is reviewing a large organisation and not thinking, will I fit in there? But more, where will the organisation fit with my life?” (Tulgan, 2016).
In reflection to all the studies there is overall support for millennials in the work place and many well-known leaders, try to retain those employers as there is a determination for promotion, change and success that is needed in non-profits, to think out of the box, create change for the people/animals/subject it is the organisations drives for. Even re-shaping management by the generational needs from that generation that is most of the employees in the workplace ranging 22-38 years old (Tulgan, 2016). 
Millennials desire to be engaged in culture and cause. If the culture in an organisation, does not match that will affect staff retention. People want diversity and equality, are the policies being mirrored, the non-profit has to be clear otherwise this will affect the culture and retention. 
[bookmark: _Toc118920877]Post pandemic 
Charity Commission research found 90% of charities reported a negative impact upon their service due to coronavirus, impacting deliveries, finances, staff, funding, mental health, service users not engaging and employee morale (Commission, 2021). 
During 2020, began an international pandemic called coronavirus, to try and slow down the infection the UK Government began putting lockdowns in place, people where to remain in the house unless necessary. This is when the non-profit sector began to have positive recognition within communities, by being referred to as ‘key workers’ (Commission, 2021). 
[bookmark: _Toc118920878]The Wallich’s values and mission statement
The Wallich is a homeless non-profit organisation, within the service there a employees, volunteers and ex service users that have been given an opportunity to befriend others and eventually be paid employees after twelve months in the scheme. The Wallich believe that the values are the core of everything that is done in the Wallich, from every person that represents the Wallich the beliefs and values should be aligned, they are courageous, determined, authentic, compassionate and community. 
The mission statement is getting people off the street, keeping people off the street and creating opportunities for people (www.thewallich.com, 2022), according to Dym and Hutson (2005), the key successful retention in employees is to establish the values and missionary statement throughout the employment, from the initial interview stage and continuing through daily tasks. The Wallich will not accept funding or have people represent the organisation unless it is benefiting people the right way, creating the type of culture wanted and need for action.
The Wallich are a great example of leading with the core values in order to be competent in achieving the missionary statement, unfortunately this is not the case in some place, ‘The Vegetarian Society (2021)’ is a vegetarian non-profit organisation is up and rising in popularity, its values are respect for life and transparency, however, more than one employee was eating meat. Now this is not a criminal or unlawful set of activities, but an unmoral act for the community that support and help provide service for this organisation it is not using the ideological strategy. 
The perception and representation for non-profits is truly vital, because of the evidence that needs to be provided for the funding required. This why it is critical, the increased intentional focus on human resources area the increased success in the organisation will have (O’neil, 2004). Thus, impacts staff retention strategies, talent and management development in staff, exit interviews and so on.
[bookmark: _Toc118920879]Benefits of working for a non-profit
Cancer research, YMCA, Mind, Women’s’ aid, the Wallich and most of the non-profit organisations provides, private pension scheme, twenty five annual leave, gym membership discounts, cycle to work schemes, supporting through cancer, flexible working, counselling session and a Christmas shopping day in December. There is no competitive salary as in personal benefits or compensation, non-profit is aware of the well-being of others and try to be flexible with other aspects. The Wallich in many of the projects give employees the options of days and hours that suits the individual and will try to work towards it as closely as possible. 
[bookmark: _Toc118920880]Negatives working for a non-profit
Non-profit organisations are emotionally exhausting on one person’s mental health, can even cause vicarious trauma this is when a person can hear another person’s trauma and unconsciously carry it around with them, until side affects slowly appear. 
Salary is not competitive, and funding is always the focus for management, for the good of all. Unfortunately, funding comes with heaps of pressure, in order to keep everybody’s job and provide a service to its community. 
[bookmark: _Toc118920881]Methodology 
The ethical guidelines where considered, consent was requested from the service manager to ask twenty colleagues to fill in the questionnaires, Cath Wilson accepted and the information was correlated. 
The methodology conducted for this research project is using primary data and secondary data. The primary data will be a questionnaire aimed for staff in the Wallich, the aim and purpose of this questionnaire is to discover if employees are satisfied and if there is a correlation between the amount of time working there and what employees circle for question 5 (what describes your management). This is an addition to the main methodology of using secondary data, which is data already been researched and constructed being another source, this research project has focused on books, journal articles and news outlets. 
The positives from the questionnaires is that it add the personal factor from the largest homeless non-profit organisation in Wales, with over seventy five projects across Wales, it could be considered easier for employees to slip through the net for unsatisfied or unnoticed and ending up leaving the organisation or the opposite and having excellent management teams through working within a large organisation having access to all of the facilities.  
The questionnaires were given to ten random members of staff. Data protection form was completed before hand, disclosing any personal information would not be passed on, the questionnaires would be kept in a safe and secure place for three years in case of evidence needed and in November 2025 the questionnaires would be shredded. 
The main form of research is secondary data, the reason for this was to dedicate time researching and using other sources of findings that are accurate and relevant for this project. The third sector is vital for Wales in the respect of people need these services, it creates a lifeline for many people and is also a community within the third sector organisations, meaning there is assumed to be a vast amount of data in order to improve staff retention within these organisations. 
Both research techniques are qualitative data, the questionnaire could be either quantitative or qualitative, however, the questionnaires for this project are specifically qualitative to finding employees feelings or descriptions and explanations of the experience working there. The secondary data also is qualitative, researching journals, books and news outlets, for information that can improve staff retention in the third sector and looking for the gap in research that could potentially benefit management and leadership roles within non-profit organisations.  
[bookmark: _Toc118920882]Questionnaire findings from the organisation the Wallich 
The findings from the questionnaires, out of twenty questionnaires 18 where ‘very satisfied’, 2 where ‘ok’ all of the twenty rand employees had been in the organisation over a year and question 2, ‘have you ever thought about changing the role within the organisation?’ 11 said yes, this is a great opportunity for management to have a stay retention meeting with employees, to discuss development plans, upskilling and even shadowing over employees in different projects. 
The other key findings from the questionnaires, ‘what are the negatives from working in the Wallich’, 14 out of 20, wrote a comment issuing pay, this is a significant problem for staff retention in the non-profit sector as a whole, the way this could be challenged is discover other ways that could potentially give additional money to staff but not necessarily up the salary, for example remote working fund, additional money for administration costs at home, increase mileage for visiting communities or service users. Another option is to create a long-time service increase to wages, enabling incentives for staff to remain. 
Overall the findings where positive, in order to have a substantial amount of feedback the questionnaires would need to be given out to the vast majority or all of the employees within the Wallich. The two main objectives from the questionnaires where that staff would like to be transferred to different departments within the organisation and an increase in salary. 
[bookmark: _Toc118920883]Improvement strategies for staff retention from the research findings
Strategic Human Resource Development or talent management must focus and spend the money on retaining staff, instead of focus on training people, people leave and retaining employees. The 2016 survey of nonprofitHR.com found the hardest sectors to retain are people working in the health social care, including mostly non-profit organisations (www.nonprofitHR.com, 2016). They are followed closely by the fundraising and development roles, seen as price champions within non-profits and can go from job to job due to the successes and they are second hardest jobs to retain (www.nonprofit.com, 2016). 
The impact of a job loss is a major life disruption. At this moment, in an error after the pandemic and rising living cost is creating an anxiety amongst people, this is a serious area to cover in non-profit organisations, there is a worry that there is going to be a funding shortage, meaning potential job losses, this constant worry is having an effect on peoples well-being, mental and physical health. The main skill in employee separation is compassion, the individual is affected but also to the employees that are remaining, the management has to convey positive messages and recognise changes in behaviours that may occur. 
The initial step is to attraction, attracting the right type of candidate to hire, getting the right people that have the same or similar culture, by having a detailed in the job vacancy, including job title, values, detailed description of daily tasks.
The first step in creating a staff retention plan, know your numbers, how many people are in the organisation, in which department, how many employees are in a team/ department or individual roles. Review ratios, how many staff members to team leaders, how many team leaders to one manager, what trends are developing monthly and annually.  
The second step is understanding why the people that have left? Is there a correlation? This can be found in exit interviews, is there a theme? It is vital that leaders and managers take the lead in the non-profit sectors really review and take the time to find out, is there anyway to meet the needs of an employee, is it for development purposes, is it personal, maybe a clash in personalities in the time, the culture does not match. To take the time to review an employee’s reason for leaving may not change the outcome however, it can have a positive leaving experience, reducing the aftermath of an employee leaving on social media, word and mouth and even unknowingly influencing other team members. 
The last step in making a retention strategy plan is asking long term employees why to have they stayed, retaining interviews, a casual conversation, asking questions such as what can be improved, what areas are positive and negative. In a summary, recruit well hire well and manage well. 
Points that could incentives for employees in non-profit sectors may include, flexibility in work patterns, childcare packages, cycle to work schemes, well-being practices including counselling sessions, discount on gym memberships, meditation courses, reward achievement/personal development, offering to join be included in committees or management board meetings. Communication is vital in all of these practices, having a professional relationship with an person centred approach is actively listening and maximising the work place experience for employees.
[bookmark: _Toc118920884]Conclusion
After embracing all things staff retention, it has been a wide awakening in the factors that need to be considered on a daily basis regarding retaining staff, the non-profit sector is hugely different to private in public, the values and mission statement is the path for all organisations and has to be at the forefront even when tendering for funding. There is a gap in the market for staff retention in the non-profit sector, the highlighted topic that occurred regularly is the desire from all ages but especially the millennials is to have workplace flexibility, aspects such as health and well-being, workplace balance. In order to create a reasonable work-home balance in the non-profit organisation, is to offer suitable hours and days that are most suited to the individual, find people’s motivations and create a plan from the beginning. This research found that there are three categories in obtaining as much information as possible; they are attracting the right person, actively listening in exit interviews to recognise subject topics that are positive and negative and lastly retention meetings with employees, that requests opinions and information regarding individual experiences, what works and what doesn’t, not only is this knowledge priceless but also encourages empowerment and inclusion within the employees.
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