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Social Enterprise

This paper will aim to explore the challenges experienced by third sector organisations with emphasis on the recruitment of a skilled and diverse workforce. 
Social enterprises are businesses set up to tackle social and environmental issues; there are approximately 70,000 in the United Kingdom (UK).(Social enterprise.org.uk).
Steinberg R. (1997) agrees and states that there are many other challenges for social enterprises and suggests that the social enterprise must not only try and manage their organisations with their key assets whilst maintaining their social mission. They must also juggle recruiting staff, dealing with volunteers and enlarged governance structures. 
Legacies V.P. (2019) suggest that the workforce are the main asset for any business, they are the ‘face’ of the business. 

A Social enterprise can be defined as an organisation, which operates independently of the state, and is not solely driven to make a profit for the business, instead they are driven to use any surplus gains for social or environmental benefit, for the good of the community (Department Of Trade And Industry, 2002).
McGowan and Westley (2015) concur and suggests that a social enterprise ‘is a company that’s core mission is to benefit and improve society’ and they stress that ‘it is still a business looking to run independently and make a profit’.

Social Enterprise UK (2019) define a social enterprise as a ‘business that has a clear social or environmental mission’. The business would have to trade independently and earn more than half of the income from trading. 
The business is controlled in the interests of the mission and half the profits are given to the social mission and the business is run with transparency on how it operates (Chen, 2020).

A Social enterprise can be set up by first exploring what problem needs to be addressed. It can be any problem, social or environmental but must be one that can be committed to in the future (Martin and Osberg, 2015).
The business goals must then be ascertained and around this, using all expertise available, a business model can be built. The staff must then be employed and any partnerships or funding used for the set up of the business (Courtney et al. 2014).

Social Enterprise UK (2019) states keeping with the ethos of its mission, the social enterprise will try to employ people from disadvantaged backgrounds. This can be an individual with a disability, or living in poverty or perhaps with learning difficulties. It will welcome applicants who may otherwise be disadvantaged on the employment market, and offer them the same chance as any other applicant. The aim of this would be to nurture these individuals and to offer training to help them help themselves.
 
Kerr et al agrees and suggests the problems with recruitment are the individuals that are interested in this employment are representatives of a typical group of people. This can be one of three scenarios, the non profit veteran who would like to move from a charity work to the social enterprise, the corporate veteran who sees this as an opportunity to try a new venture and the third type of person is the university graduate who is drawn to the possible generation of profit and making a difference socially or environmentally (Kerr et al. 2018).
This would make us believe that a mixture of the three would be the solution, however research suggests that the answer could be to nurture a learning culture. Encourage people to bring their own talents and be willing to teach and learn new ones themselves (Batstone, 2012).

Social Enterprise UK (2019) continues and states it would have to be set up in the same principle as a commercial business would in that it needs to be structured in a legal way. 
There are different legal structures for a social enterprise. ‘A legal form that can be used by a social enterprise is a Community interest company (CIC). This is a type of limited company that exists to benefit the community rather than the shareholders. It ensures that business assets cannot be sold privately and that it cannot deviate from its social mission’ (Government Digital Service, 2012). 
An annual Community Interest report would be submitted to the CIC regulator stating how the objectives of the social enterprise has been met and how much profit or surplus has been given to that social mission (Government Digital Service, 2012).

There would be a legal structure to this where it would have members at the entry level; the role of these members would be to vote in a representative as director or trustee. There would only be one director required by law but two or three could be voted in as directors (seeahead.co.uk)
Directors would be paid and remain in control of the company while ensuring all profits are given to the community cause each year. CIC must declare its social mission to Companies House.

Another way a social enterprise can be set up is as a limited company or a sole trader,  a charity or an organisation run by its customers for their benefit (McGowan and Westley, 2015).
 
It is ironic when looking at the differences between the social and commercial enterprises in that ‘a problem for the commercial business is an opportunity for the social enterprise’ (Austin, et al. 2003).

The Social enterprise is very similar to a commercial enterprise in that it has to be set up in the same way. The market has to be researched before planning a business, the idea needs to be tested, the staff need to be recruited, cash flow must be monitored and a good business plan put forward (Entrepreneur United States, 2019).

The difference however is that the commercial enterprise is set up to gain profit for their company. The social enterprise on the other hand is set up to solve a social or environmental problem, this often results in the enterprise making a profit but it is used for the good of the mission it supports (Social Enterprise UK, 2019).

Measuring performance in a commercial venture is relatively straightforward in the resulting profits. However in a social enterprise results can be immeasurable due to the nature of the business. This can make it difficult to encourage partnerships (Park, Hwang and Kim, 2018).

Barone (2019) states the social enterprise would benefit from reduced interest on loans where a commercial business would have to pay the standard rates. In the same way advertisements are charged at a heavily reduced rate for the social enterprise whereas the commercial enterprise would not be privy to such reductions. 

‘Social enterprises can save the world – if they can find the staff’ (Patton, 2009).

The recruitment process is an important one for all businesses however for a social enterprise it can be more difficult. This is primarily down to the need to balance their mission with helping the most disadvantaged people in our society and employ a skilled and diverse workforce to serve that business (Stahl, 2020).

There is an awareness of achieving a workforce of mixed skill set in terms of experience and modern technological ability. The candidates would have to fully support the organisations ethos and be willing to work towards a common goal (Baumgartner, 2020).

The recruitment process would begin with the design of a job description, this would need to be clear and include the duties and responsibilities expected from the candidate. The skills and expertise needed to fulfil the role would then be noted, followed by the important information such as flexibility, experience and the rate of pay (Department for Education, 2021).

Department for Education (2021) continues and states advertising the job would be the next stage; it needs to again be a clear and to the point selling the job and the vision. This is where the business would ask the applicant to complete an application form.
Croner (2019) suggests that ‘the recruitment process should involve two interviews where applicants can be suitably vetted’. They further suggests using two referees and a probationary period of work. That way staff can be vetted and this time lapse would ensure suitability for the role.

Zurbrügg and Miner (2016) states that there are many benefits of having a diverse workforce; this workforce could be from different sexual orientation, gender, ethnicity, religious/ political beliefs. They could be of mixed ages or physical abilities and overall a pool of different experience that could be united to create a powerful workforce. 

Indeed.com (2021) suggests that one of the advantages of having diverse employees are that it encourages varied perspectives which in turn could result in new marketing ideas to reach potential new customers. It would welcome communication and the sharing of ideas. People from different backgrounds and cultures can provide robust information on trends.
Deering, S (2017) states a multicultural workforce can forge supportive teamwork and also generate a trust between supervisors and staff. Both these points can encourage better production from the business. Employees can enjoy job satisfaction from this and this in turn increases the long-term retention of employees. A diverse workforce can be innovative in the planning of important business processes (Florentine, 2019).
 
The International Labour Office (2011) states a skilled workforce is extremely important in that it can increase productivity. The more skilled an employee is the less time they will take completing the job; this in turn will make them more open minded and creative and be able to suggest solutions for work practices that may need overhauling.
Skilled workers, even though their skill commands a higher rate of pay will in general save money for the business as the margins of errors are a lot less and the productivity would increase.
The wellness of the workforce is essential and the skilled worker would tend to get less stressed by the work as they are proficient in what they are doing resulting in better well-being and less stress (Ortiz, 2017).

Ortiz (2017) further suggests that a skilled workforce can be attained in two ways, skilled workers can be employed to do the work or current staff can be trained to become skilled in doing the work.
There are advantages and disadvantages to this, skilled workers are more expensive but are able to do the job immediately.
The trainee can be taught in a way that is in the company policy and it can result in a pool of trained skilled staff should the need for cover arise due to sickness or holidays. The disadvantage to this is that it takes time to train staff to the standard of a skilled worker.

This paper set out to explore the challenges faced by 3rd sector organisations in the recruitment of an appropriately skilled and diverse workforce. It has shown that the set up of the social enterprise is extremely important, from the original mission to the recruiting of its main asset, the workforce. 
[bookmark: _GoBack]A protocol for recruitment has to be followed and that would ensure transparency and a business with a good honest ethos. The workforce should be skilled and diverse; they go hand in hand, as each member learns from the other. This foundation can then grow to a thriving business, which attracts even better skilled workers, who in turn can train and encourage more disadvantaged people to realise their full potential in work.
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