The role of a diverse workforce within Social Enterprise


The challenge of third sector recruitment.
When one looks at different types of recruitment in different economic sectors, one needs to take into consideration - the motivation behind individuals choosing to work within that chosen sector. Working to earn a wage to be able to provide is an occupation. An individual will search for a job that best suits the skills they have acquired through experience and study. They will go through a recruitment process where they will compete against other similar individuals to attain a job. According to the ‘Labour market overview UK February’ Leaker. D (2022) – the estimate update of pay rolled employees in the UK is at a record of 29.5 million. 
When we look at the third sector and social enterprise, it’s worth noting the definition of Alexander, C., (2010) – “The simplest and most common definition of the third sector is that it is not part of the government, any profits are usually reinvested for social, environmental or cultural aims, and participation is largely voluntary.” When thinking of the question posed ‘The role of a diverse workforce within social enterprise’, we again need to look at, and compare the motivations behind working on a voluntary basis, compared to working to earn and survive. The pool of individuals applying to work in the third sector is considerably smaller, compared to the number of applicants for pay rolled jobs. According to the NCVO Almanac 2021, Martin, A. (2021, September 30) reported – there are 163,000 voluntary organisations in the UK that employ 950,000 people. This would indicate a ratio of 31:1 of people going to work on pay roll and people entering the third sector. Limited people entering the third sector means less skilled, less suited, less experience and a less knowledgeable people to pick from. Ultimately one could summarise that and say – less opportunity for a diverse workforce. Thus, ‘The role of a diverse workforce within social enterprise’ – picking the best of limited skills? Picking the best of limited knowledge? Picking people with their own personal agenda of volunteering / working in social enterprise?
     
Definitions
One only needs to search google for ‘the definition of Social Enterprise’ to be face with a plethora of varying answers, all dependent of where in the world one is from, what sector is it applicable to and on further reading what political agendas lie behind, them. They all consistently describe social enterprise as a business with ‘social objectives. When focusing on the UK, literatures note the beginning of Social Enterprise as early as the 1800’s where cooperatives functioned as a means to fund socioeconomic agendas Alter, K., (2007). It was actually a Welsh man who created the cooperative movement. Robert Owen had a successful background in the cotton trade, he provided his workers with a great working environment, including access to education for themselves and their children. He went on to create ‘villages of cooperation’ where workers in poverty would be given the opportunity to grow their own food, make their own clothes and become self-governing.    The Cooperatives “are based on the values of self-help, self-responsibility, democracy, equality, equity and solidarity. In the tradition of their founders, cooperative members believe in the ethical values of honesty, openness, social responsibility and caring for others. Noticeably, the cooperative definition and characteristics are those embraced by social entrepreneurship” Alter, K., (2007). 
The UK’s definition of Social Enterprise, as stated from ‘A Progress Report on Social Enterprise: A strategy for success’ is - a business with primarily social objectives whose surpluses are principally reinvested for that purpose in that business or in the community, rather than being driven by the need to maximise profit for shareholders and owners’ DTI, (2002).
   
Who are the people in an organisation
Business Case studies (2019) published their findings on ‘Roles of people in organisations’, of which one believes to be accurate and relevant in todays day and age. They identified seven different roles within an organisation, although not all of them are present in every organisation. One may find themselves carrying out multiple, if not all roles, to a degree in their business. The larger the business is in terms of its operation, popularity and demand the more likely one is to find the roles being delegated out to different individuals, as opposed to the smaller business and multiple roles being taken on by individuals. With different roles comes a range of different responsibilities, and different degrees of recruitment. The first role identified was the ‘Director’. The person undertaking this role would have typically created the business plan, make decisions on the organisation that requires their understanding, specialist expertise and contacts. the recruitment process for this role is rare as it is normally the founder of the organisation that takes up this role. Management below this such as – managing directors, Senior managers, middle managers, and junior managers all operate and manage those one position below them, ensuring that processes are being followed, visions are shared and communicated efficiently, and production levels are sound. They also report to those one level above them in the hierarchy, to ensure that targets, objectives, and expectations are being met. The recruitment process for these positions is based on application, experience, qualifications, and suitability to job brief. Finally, and arguably the most important role in an organisation is at the operative level. These individuals are the ones that get the jobs done. The ones that need to ensure their work is carried out with care and precision, and normally the ones that interact with customers on a daily basis. These are known as the face of the company, where recruitment is based on experience and willing. Levels of responsibility are lower to that of the managing roles, although their work is 
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