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THE IMPORTANCE OF STAFF RELATIONS IN NGOS 
 

Staff relations 

 

This is the concept of creating and maintaining good relationships between the staff in an 

organisations; it is primarily considered to be between managers and staff but good relations 

must also be present amongst staff teams that have to work closely together. When you have 

good staff relations the organisation will be more productive and effective in its work; the 

staff will be motivated and they will have high morale. 

 

 

1. Governance 

 

Governance is about power, relationships and accountability: who has influence, whose voice 

is heard, who makes decisions, and how decision-makers are held to account. As such „good 

governance‟ is an issue for all individuals, agencies and organisations (state, private sector 

and civil society) that hold power in making decisions affecting access to rights. Those in 

such positions are described as duty-bearers who have a duty or obligation to fulfil the rights 

of rights-holders.  

 

What does this mean for NGOs/CSOs/CIGs working in the development sector? 

 

It is important for NGOs to practice good governance for several reasons 

 

◦ So they can be most effective to meet the needs of their beneficiaries  - the 

people for whom the organisation was originally set up to benefit 

 

◦ So that the money/time/effort invested into the organisation by donors and 

other stakeholders is used efficiently and accountably 

 

◦ So that the staffs within the organisation are treated well and are happy and 

therefore committed to the organisation which will allow it to grow and prosper. 

 

It involves 3 important elements: 

 

1. Accountability is fundamentally a relationship of power: citizens are able to make 

demands on powerful institutions and ensure that those demands are met. It is about 

democracy, rights and citizenship. 

 

Accountability is when an organisation (or individual) is accountable for its actions, practices 

& their policies are open to inspections by those whom they affect (staff/beneficiaries), and 

when there are clear consequences for actions that are illegal, harmful, unethical, or  
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incompetent. It assures stakeholders that the entity is telling the truth about what it‟s doing 

and that its actions, practices and policies are legal ethical and reasonably effective.  

 

2. Transparency: Clear and honest communication between all stakeholders and direct 

accessibility of information (e.g. projects reports, finances, policies) for anyone 

concerned. 

 

It means giving full, free and public disclosure of decisions, policies, rules etc. This requires 

effective efforts to build public understanding of responsibilities of public authorities and the 

process of governance. Information must be freely available and directly accessible to those 

who will be affected by such decisions and implementation. Sufficient, quality information 

must be provided in understandable and popular forms.  

 

3. Participation: By enabling people to exercise their rights and responsibilities and to 

access the basic services to which they are entitled, they need to be able to actively 

participate in mainstream decision-making processes from which they are often 

excluded i.e. they need to have a „voice‟. 

 

Board of Directors 

 

The board is the governing body of a voluntary or community organisation. The people that 

make up the board should have a good range of different skills, knowledge and experience, 

which when combined can be used to steer the organisation effectively. They are who the 

senior management/director/co-ordinator will be accountable and act as an outside check and 

balance for the organisation. 

 

They will be led by an elected Chair who provides the leadership of the board; and works 

closely with the Director of the organisation; conducts the meetings and ensuring that board 

decisions are acted upon. 

 

 

2. Delegation 

 

The board and directors of NGOs cannot run the organisation alone; it must delegate some 

authority and responsibility to the organisation‟s staff and volunteers; however often 

management finds difficulty trusting them and feels like if it doesn‟t have control over 

everything something might go wrong. With a proper delegation process; the person who 

delegates the task is still responsible for seeing the task carried through. Delegation is about 

sharing the burden, not giving up ownership. This does involve an element of trust and if the 

organisation recruits qualified and competent staff the management must delegate to ease 

their workload and make the organisation work more effectively. 
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The steps of successful delegation 

 

1 Define the task 

Confirm in your own mind that the task is suitable to be delegated. Does it meet the criteria 

for delegating? 

 

2 Select the individual or team 

What are your reasons for delegating to this person or team? What are they going to get out 

of it? What are you going to get out of it? 

 

3 Assess ability and training needs 

Is the other person or team of people capable of doing the task? Do they understand what 

needs to be done.  If not, you can't delegate. 

 

4 Explain the reasons 

You must explain why the job or responsibility is being delegated. And why to that person or 

people? What is its importance and relevance? Where does it fit in the overall scheme of 

things? 

 

5 State required results 

What must be achieved? Clarify understanding by getting feedback from the other person. 

How will the task be measured? Make sure they know how you intend to decide that the job 

is being successfully done. 

 

6 Consider resources required 

Discuss and agree what is required to get the job done. Consider people, location, premises, 

equipment, money, materials, other related activities and services. 

 

7 Agree deadlines 

When must the job be finished? Or if an ongoing duty, when are the review dates? When are 

the reports due? And if the task is complex and has parts or stages, what are the priorities? 

At this point you may need to confirm understanding with the other person of the previous 

points, getting ideas and interpretation. As well as showing you that the job can be done, this 

helps to reinforce commitment. 

Methods of checking and controlling must be agreed with the other person. Failing to agree 

this in advance will cause this monitoring to seem like interference or lack of trust. 

 

8 Support and communicate 

Think about who else needs to know what's going on, and inform them. Involve the other 

person in considering this so they can see beyond the issue at hand. Do not leave the person 
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to inform your own peers of their new responsibility. Warn the person about any awkward 

matters of politics or protocol. Inform your own boss if the task is important, and of sufficient 

profile. 

 

9 Feedback on results 

It is essential to let the person know how they are doing, and whether they have achieved 

their aims. If not, you must review with them why things did not go to plan, and deal with the 

problems. You must absorb the consequences of failure, and pass on the credit for success. 

 

 

 

3. Communication  

Good communication is vital for any organisation that wants to be effective and conflict free. 

When you employ someone it is important that you can communicate to them your 

expectations of what you want them to do and they can understand their role and 

responsibilities in the organisation. A clear and well defined job description which is 

reviewed regularly is an important aspect which can support this. 

 

‘I know you believe you understood what you think I said, 

but I’m not sure 

you realise that what you heard is not what I meant to say...’ 

 

Has this ever happened to you? You have a conversation with someone about something; you 

think you‟ve agreed and yet you soon realise that you‟ve not been understood and things go 

wrong; this can be annoying in daily life with your friends and family but it can be very 

damaging and frustrating in the work place.  

 

The two rules that we always have to remember are true: 

 

 You are  always communicating in your words, tone of voice, actions, dress, your 

presence and even your absence 

 

 You cannot not communicate 

 

Why do we communicate within a staff team? 

 

◦ to share information 

◦ to tell people of decisions that have been taken 

◦ to inform them of change that will happen 

◦ motivate staff 

◦ to reduce conflict 

◦ there are many many reasons. 
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Types of communication?  

Think about the situation and what type of communication will be best – if it is a verbal 

meeting do you have to make a written record of what is said to aid memory/prevent 

confusion? Know your audience and choose your method accordingly – we can use different 

methods to send the same message  

 

◦ verbal – face to face, telephone, one-to-one, group meetings 

◦ non-verbal – email/letters/text messages 

 

Communication is also about effective active listening – ask questions to clarify, repeat back 

to make sure you have understood, keep focused on the person and concentrate  -try not to let 

your mind wander or start thinking about something else, show respect. 

Be aware of communicating too much – try and keep the message simple and not over 

complicated. 

 

 

4. Motivation and Recognition 

 

We all have different reasons why we like our work – motivation is the reason why we do 

something and we are all motivated by something different.  

◦ I go to work to see my colleagues and friends 

◦ I go to work because i have a task that i want to accomplish 

◦ I go to work because i enjoy seeing a change in something 

◦ I enjoy helping people 

◦  

There are 3 main types of motivation and we will all have one that is strongest in us 

1. Achievement – these people are task orientated – they prefer to focus on particular 

activities and work that brings clear results; they like to be challenged and they like to 

complete one thing before moving onto another. They like to get feedback and praise 

for what they do. 

 

2. Influential – These people like to have some power over others and influence them 

either through teaching or encouragement. These people enjoy their work and place 

high value in discipline; they like people to recognise their status/position often 

preferring to work alone and be their own boss. They might not like to take orders and 

often seek to have their ideas dominate. 

 

3. Affiliation – These are people persons; they like to work in a team, and place high 

importance on creating and maintaining relationships. They seek acceptance and are 

often sensitive to the feelings of others. They can often worry too much about what 
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people think of them and therefore might not find it easy to take difficult decisions in 

the work place. 

 

 

If we know what motivates our staff then we will know how to better relate to them; and it 

will lead to a more conducive working environment because it will help you know which best 

way to appreciate and recognise their work. 

 

 

Recognition 

 

Recognition and motivation go hand in hand. Giving someone recognition for good 

work/commitment is a very simple yet very important thing we can do to encourage and 

motivate those around us. 

- The achievement person will like people to notice that they have accomplished a task 

or met a challenge either in public or in private. 

 

- The influential person will prefer public recognition in front of the whole staff team. 

This would be based on the changes they have been influential in making. 

 

- The affiliation person likes team recognition about how they work well with others, 

how they meet the needs of others and are adaptable and flexible. They may prefer 

private recognition. 

 

There are two ways of giving recognition; formal and informal.  

 

Formal Recognition is usually public and goes on record.  For example, it can be an award, 

a special mention at a meeting, a note in the personnel file.  

 

Informal recognition is the low key, day to day appreciation of someone‟s work.  For 

example; a simple thank you, a personal note for a job well done; a compliment. 

 

6 tips for keeping your staff motivated: 

1. Identify and use skills and experience. 

2.  Recognise achievements and celebrate them. 

3.  Involve people in discussions and future plans. 

4. Provide training and support when appropriate. 

5. Create a sense of belonging. 

6. Make your organisation a rewarding and fun place to be. 

 

Praise in Public, Dam in Private 
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5. Decision Making 

 

Why do organisations have employees? 

Because we need them to carry out the work of the organisation; they are the people that are 

trained/experts/specialised in their field and the ones who execute on the ground the activities 

that have been planned in the office. 

 

Why would you include staff in decision making? 

Staffs have been employed for a reason; because the organisation believes they are trained 

and competent enough to do their job. If the organisation has to make a decision about 

programming/projects then the staff s are the ones who have the most valuable input – they 

are the ones in the field and they are the experts in their area of work. For example you 

employ a nurse, like at CRAT, and a decision needs to be taken about what medication needs 

to be bought; the money for the medication is at the level of the senior management but 

knowledge of what medication is needed is with the nurse; this is a clear example of a 

decision that the nurse a lower level staff member is best placed to make. It may sound very 

simple and obvious but it is not always happening? 

 

We are not saying that staff need to be involved in every single decision that is made in an 

organisation; they may not have the interest/knowledge or authority to do so. But 

participating in those decisions that affect them and the work they do is essential for allowing 

the best decision to be made and for encouraging the staff and engaging them and committing 

them to their work. 

 

◦ Meetings 

◦ Questionnaires/surveys 

◦ Discussions 

 

Managers have to make sure that the level of staff influence is made clear; for example if the 

final decision lays with the director this must be made known to the staff otherwise staff will 

become disillusioned and de-motivated when their suggestions/contributions are not taken on 

board. However; if the decision really lies in the hands of the staff the management and staff 

must make it clear that this is followed through on and not just for show. 

 

 

6. Staff Retention  

7.  

If your organisation is investing in training staff you need to make sure that they stay with 

you for enough time for that investment to be worth your while. If you recruit and train 

someone up who leaves after 6 months-1year there is no long-lasting benefit to the 

organisation or your beneficiaries. 
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Definition 

Staff retention can be defined as the process and tactics employed to retain the services of key 

employees who can ensure the progress of your organisation. It is also about finding the best 

employee for the job and finding ways of keeping these employees within the organisation. It 

involves a range of ideas and human resources practices that should all be seen as interlinked.  

 

Reasons why employees leave 

Employees leave their employers for a variety of reasons. Some staff turnover is unavoidable 

and beyond the control of the organisation. On the other hand, some staff turnover is 

avoidable and can be managed, which is why staff retention management becomes both 

possible and important. These avoidable reasons for staff turnover include: 

 

Financial considerations 

Staff leave because they are offered better salaries or service benefits elsewhere. 

 

Work environment 

A poor work environment leads to employees being unhappy at work and makes other job 

options attractive to them. Some examples of a non conducive work environment are: 

 Low morale, 

 Little motivation of employees, 

 Lack of strategic direction, 

 Lack of leadership and communication, 

 Poor work challenge, and 

 Lack of empowerment of employees. 

 

Career development 

Employees want to grow in their work and will continually search for opportunities for 

professional growth. 

 

Resistance to change 

All organisations go through changes – some minor and others major. When this happens, 

some employees may not agree with the changes and may leave. The most common reasons 

for this are: 

 Fear of the unknown, 

 Reluctance to change habits, 

 Self interest, 

 Economic insecurity, 

 Failure to recognize why change is necessary, and 

 General mistrust. 

 

Leadership and management style 
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Talented employees will leave an organisation if they believe the management style is stifling 

growth and not empowering, or where managers are not people-focused. Some managers may 

also make it difficult for their employees to progress professionally, usually by not giving 

them accurate performance assessments, challenging assignments and failing to identify 

development opportunities for them. 

 

Lack of effective communication 

It is common for employees to find something that they dislike about their job, the work 

environment or their managers. Where no effective grievance procedure is in place or is not 

followed, employees have no way of having their concerns heard and addressed. In the end, 

the only option left to them is to resign.  

 

Analyzing staff mobility and turnover trends 

The Organisation must determine why employees leave or stay. Some methods of achieving 

this are: 

 

Assessing staff morale 

Knowing how employees feel about the organisation, their managers and the nature of their 

work is essential. Through the use of a “climate survey”, problematic areas could be pointed 

out where things need to be improved. Such a survey should be conducted annually, with the 

information gathered properly analyzed and addressed. 

 

Conduct exit interviews 

Knowing why employees leave will help to identify and deal with any problems within your 

organisation.  The appropriate supervisor/manager should conduct the exit interview and the 

results analysed for feedback. Once a series of exit interviews have been accumulated, an 

analysis of the whole should also be conducted to identify any trends or key problem areas. 

 

Benchmark with other employers 

Employees also leave because they are attracted by competitive remuneration, better career 

growth opportunities and better incentives offered by other employers. The organisation will 

therefore benchmark with other employers to find out the gaps that exist between what it 

offers and what other employers offer. This will allow the organisation to improve where it 

can and prevent staff leaving.  

 

Retention process  

The loss of some employees can be very damaging and so it is these that need to be 

prioritized. To know which employees need to be prioritized, the organisation must classify 

skills that are important to hold onto. This is not meant to discriminate against some 

categories of employees, but rather to allow for a focused approach towards retaining staff 

and skills. 

 


