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THE PRIORY CENTRE 
11 Priory Road, High Wycombe, Bucks HP13 6SL 

 
The Priory Centre is an independent, registered charity, set up to promote,  

support and develop voluntary action and community self-help. 
 

General Manager    Andrew Long 
Deputy Manager   Mary Walter 
Administrator    Lindsey Jefferies 
Library, Priorities & Website  Stefan Archer 
Bookkeeper    Sabine Bolier-Carp 
Housekeeper    Cheryl Burke 
Evening Receptionists   Sally Hunt 

      Gill True 
       

The Priory Centre exists to provide: 
A meeting place for voluntary organisations and self-help groups. 

Use of office facilities and equipment. 
Support for existing groups and help with the development of new ones. 

Up-to-date information for individuals and groups about sources of funding. 
A base for Volunteer Centre - Wycombe District,  

Bromford Housing Association, Connection and LIFE. 
 

If you are disabled and cannot get to the Centre we would be happy to come to you. 

OPENING HOURS 
9.00am – 5.00pm 

Monday to Friday 
 

Telephone Number   01494 523440 
Fax Number    01494 523247 
E-mail     wyccvs@nascr.net 
Website     www.priorycentre.org.uk 

 
Answerphone when office is closed 

 
Please let us know of any changes of contact or address within your organisation and please circulate this 
newsletter among your committee members; additional copies available on request. 

 
Any items for inclusion in future newsletters, ideas or comments gratefully received. 

Copy Deadline for the next issue is 15th August 2008 
 

Notification of publications, events and services included in this newsletter on behalf of other organisations do not 
necessarily carry an endorsement by The Priory Centre. 

 

The Priory Centre makes every effort to ensure the accuracy of information contained in ‘Priorities’ .  
However, it cannot take responsibility for information reproduced from other sources. 
 

The opinions of our correspondents are not necessarily those of The Priory Centre. 
 
 
�



� � �

 
 
 

 
Our County’s move from traditional funding of voluntary sector services through 
grant aid to a commissioning-led approach has the admirable aim of ensuring that 
investment in the voluntary sector is targeted and leads to specific, measurable 
outcomes of benefit to Bucks residents. 
 
However, the current commissioning strategy has led to national organisations 
having the distinct advantage of greater resources and economies of scale in 
preparing and presenting tender applications.  As a result, local organisations 
have lost out in the competitive tender process and may have to close due to lack 
of funding. 
 
Whilst the national organisations may have the structure and support to offer 
quality services, volunteers and, in some cases, staff, may not be willing to 
transfer their efforts to the new contract winner. Valuable local knowledge, skills 
and loyalty, built up over many years, is lost.  It is hoped that volunteers will 
transfer their labours to another worthy cause but they may well become 
disillusioned and their expertise wasted. 
 
The commissioning process needs some weighting to reflect the considerable 
value of local volunteering if we wish to avoid disenchantment among the selfless 
individuals who give their time and labours to our local communities. 
 
Please let me know what you think, preferably in writing, so that I can make 
representation to the statutory agencies. 
 
Andrew 
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If you’d like to come please let us know on 01494 5 23440 

or email wyccvs@nascr.net  
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INCLUSIVE VOLUNTEERING PROGRAMME  
Time to get equal 

(from Third Sector) 
 

Scope’s inclusive volunteering programme (IVP) empowers and facilitates 
disabled people to volunteer.  We link with organisations keen to engage 
disabled people as volunteers, providing them with the tools, advice and 
ongoing support to improve the inclusiveness of their volunteering 
programmes. In addition, Scope’s IVP campaigns and champions the need 
for a more inclusive approach to volunteering across the sector. 
 
Barriers and Assumptions 
Disabled people are currently under-represented and still face barriers in 
volunteering. These barriers are not always visible or physical; often the 
biggest barriers are attitudes – for example, underestimating skills and 
making assumptions about interests.  Often the assumption is made that 
disabled people only want to volunteer in a disability-related organisation. 
 
By working together with external organisations (known as ‘IVP supporters’) 
that are committed to engaging disabled volunteers, Scope’s Inclusive 
Volunteering Programme challenges this assumption. 
 
IVP supporters benefit in many ways from the 
programme.  They have access to Scope 
Inclusive Volunteering Training and an Inclusive 
Volunteering Companion containing templates, 
guidance and examples for volunteer managers 
looking to increase the inclusiveness of their 
programme.  Scope can also act in a 
guidance/consultancy role for IVP supporters 
providing advice from disabled volunteers on 
images, language, etc.  Scope also operates an 
Access to Volunteering Fund which may meet the 
cost of access requirements of a volunteer, where 
the cost is higher than an organisation can 
commit to at a time the person approaches them to volunteer. 
 
Get creative 
Covering the cost of access requirements is a frequent concern for 
organisations looking to engage disabled volunteers.  Some reasonable 
adjustments can seem expensive, but it’s vital to ask volunteers what’s 
needed before concluding it’s too expensive.  There are often creative ways 
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around obstacles.  Below are just a few, quick, cheap tips to think about 
when recruiting disabled volunteers. 
 

�  Use 12-14 point font size and a clear font type, i.e. Arial. 

�  Treat each disabled volunteer individually, and ask them what support, 
if any, is needed. 

�  Keep interviews short and simple.  Allow space/time for answers; do 
not rush the volunteer or finish their sentences. 

�  Publicise availability of support to complete paperwork and have forms 
in multiple formats – some volunteers find typing easier than 
handwriting. 

�  Use symbols/images to complement written information. 

�  A bell on the inside of doors ensures visually impaired volunteers know 
when someone enters the room and stops any surprises. 

�  No lift or ramp?  Can the volunteer be located on the ground floor?  It 
may mean sitting with another department but this could be positive – 
the volunteer meets colleagues and learns about the 
organisation.  If the ground floor’s not possible would 
they be happy to volunteer remotely, perhaps from 
home? 

�  Make heavy or pull-doors easier for people who might 
find opening them difficult by using door-stops. 

�  Keeping items off the floor will greatly improve physical 
access. 

�  Dog bowls make premises welcoming to volunteers with assistance 
dogs.  (Remember, you’ll need a different bowl for each dog). 

�  Wrapping elastic bands around pens can make it much easier to grip 
them. 

 
These are just a few ideas; the best solutions will usually come from the 
volunteers themselves. 
 
Get started 
Scope’s Inclusive Volunteering Programme operates across four regions 
including Greater London.   
 
Contact: Kathryn Skillings  email: kathryn.skillings@scope.org.uk  
Tel: 0207 619 7188 
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DEALING WITH DISPUTES – IS THERE A BETTER WAY? 
(from Voluntary Sector, Wendy Blake Ranken) 

 
 
The Dispute Resolution Regulations 
Few voluntary sector employers can have escaped the impact of the Employment 
Act 2002 (Dispute Resolution) Regulations, which came into force on 1st October, 
2004.  Under the regulations, all employers, regardless of their size, have to set in 
place minimum statutory procedures for dealing with dismissal, disciplinary action 
and grievances in the workplace. 
 
Then in March last year, less than three years after the regulations came into 
effect, the Gibbons Review recommended that they be repealed in full.  This was 
accepted by the government, which then published the Employment Bill.  Instead 
of the minimum statutory procedures, the Bill states that employers and 
employees alike have to comply with codes of practice for resolving disputes to be 
developed by the Advisory, Conciliation and Arbitration Service (Acas). The Bill is 
likely to be enacted in April, 2009. 
 
Why are the regulations to be repealed? 
The complexity of the rules and the harsh penalties for failing to follow even the 
most minor part of the statutory processes has led to an over-formalisation of 
workplace procedures – the exact opposite of what the government intended 
when it introduced the legislation. 
 
Take grievances, for example.  The regulations state than an employee cannot 
raise a complaint at an employment tribunal until they have raised it formally as a 
grievance first. 
 
So an employee with a grievance may be more likely than in the past to raise the 
grievance formally, when it could have been resolved informally.  For their part, 
employers are tending to treat all complaints as formal grievances because the 
regulations penalise employers who do not follow the statutory grievance 
procedure. 
 
This formalisation of procedures at an early stage has led to some undesirable 
consequences.  Picture the following scenario: 
 
Bob is unhappy about his colleague, Precious.  He feels that Precious is over-
critical of what he does.  Precious finds Bob ‘touchy’ and hostile to her.  Over time, 
the relationship between Bob and Precious starts to break down to the extent that 
the two hardly speak to each other. 
 
Bob decides to drop an email to his manager, Angela, complaining about Precious 
and asking what can be done.  Angela receives the email, decides she had better 



� � �

treat it as a formal grievance and sends Bob a copy of the organisation’s 
grievance procedure. 
 
An investigation follows, which seeks to find the ‘causes’ of the conflict and the 
‘rights’ and ‘wrongs’. Bob states his case and Precious makes counter-allegations. 
 
There is a formal grievance hearing and a decision is made about Bob’s 
grievance. 
 
Whether Bob’s grievance is upheld in full, upheld in part or not upheld, let’s 
consider now what has happened. 
 
The grievance procedure has made a determination as to how Bob and Precious 
have related to each other in the past – and who is right and wrong.  However, it 
has focused much less on helping the two individuals to consider how they should 
work together in the future.  They still have the differences between them that they 
had in the first place! 
 
In addition, the grievance procedure may have actually encouraged Bob and 
Precious to develop their cases against each other because, of course, both 
wanted the dispute to be found in their favour.  This is likely to further entrench 
their respective positions, rather than help them to see each other’s point of view. 
 
Workplace mediation – an alternative approach to di spute resolution 
The Gibbons Review has advocated greater use of workplace mediation to 
resolve disputes.  At the same time, many voluntary sector organisations, 
concerned about the adversarial and potentially destructive nature of the 
grievance procedure for interpersonal conflicts, are increasingly looking at 
alternative ways of resolving disputes. 
 
Workplace mediation is where a third party helps the two sides in dispute to find a 
solution that suits both.  It is, therefore, a win-win approach, rather than a win-lose 
approach.  It is about getting past blame and fault and about discovering an 
effective resolution through discussion.  Mediation can help achieve a result that 
allows parties to move on, look to the future and, wherever possible, rebuild 
and strengthen relationships. 
 
Line Managers as mediators 
In cases of more serious disputes, a separate, impartial mediator may be needed; 
there is also a much more local approach that can be adopted first to nip conflict 
in the bud – manager mediation.  Going back to the Bob/Precious dispute, let’s 
assume that Angela takes a different approach… 
 
Angela receives the email, takes a deep breath and asks Bob to meet her.  She 
decides to try out training she has recently had in conflict resolution.  While 
explaining to Bob that he has the right to follow the grievance procedure if he 
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wishes, she suggests she mediate between the two of them to try and help sort 
the matter out.  She explains that if mediation does not work, Bob can still follow 
the grievance procedure. 
 
She asks Bob to tell her more about the situation.  As the two of them talk, Angela 
is careful not to judge, but to summarise at key points, gently ‘reframing’ some of 
Bob’s statements into more positive language where appropriate.  Bob is able to 
acknowledge that what he wants is to get some kind of workable relationship back 
between himself and Precious.  He agrees that Angela should meet Precious to 
explore a way forward. 
 
Angela meets Precious.  She starts by explaining that Bob has raised concerns 
about how the two of them are working together.  Precious becomes angry and 
defensive.  Angela feels that she would prefer to run away.  But she continues to 
speak calmly and in a non-judgemental manner, asking Precious to tell her about 
how the relationship is working from her point of view.  By the end of the meeting, 
Precious says she is willing to try a three-way mediation meeting. 
 
In the three-way meeting Angela uses the following structure: 
 

�  Introduction and ground rules (for example, respectful behaviour and 
confidentiality) 

�  Hearing what has happened, from each individual in turn 
�  Defining the key issues of concern 
�  Seeking specific ideas and agreements as to how Precious and Bob might 

work differently in the future 
�  Drawing up a brief document to record what has been agreed 

 
The meeting, especially at the beginning, is not easy, but, with Angela’s skilful 
management of the process, the two individuals are gradually able to find more 
common ground than they had initially imagined possible.  They find out more 
about each other’s needs and motivations and past misunderstandings are 
discussed.  Towards the end of the meeting they are able to agree how they will 
work together in the future. 
 
The whole process has taken an afternoon of concentrated time but Angela now 
feels that Precious and Bob are on a firmer footing. 
 
Further Information contact:  Mediation Bucks  01494 520821 
email: office@mediationbucks.org.uk  
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IT’S VITAL TO GET TIME ON YOUR SIDE 
(From Third Sector, Elaine Willis) 

 
 
Do you feel controlled by lack of time?  Are you always trying to push back 
deadlines? 

 
A critical part of wellbeing and effectiveness for 
managers is to manage time well.  Using time 
well does not mean being busy but being 
productive.  Twenty per cent of our focused 
efforts produce 80 per cent of our results each 
day. 
 
There are professional and personal reasons to 
manage time well.  Time is a costly commodity.  
Poor use of time can create a lot of stress and 
time well used can motivate and excite.  When 
working with colleagues who do not control their 
time well, others get frustrated and feel put-upon.  
But those in good control of their time are 
generally a joy to work with. 

 
Do you know how to use time?   Activity logs kept over a month will help you to 
see what your time gets spent on and reviewing these will help you to organise 
things better. 
 
Every day, think about what goals you want to achieve.  These will probably be a 
mix of reactive (dealing with emails, attending meetings, responding to enquiries 
or requests for management support) and proactive (planning ahead, developing 
new initiatives, designing new service additions).  A day full of reaction is not a 
productive day.  
 
To-do lists can be a great help but big tasks should be broken down into smaller 
component parts.  For example ‘write a business plan’ is not suitable for a list but 
drafting a section of it might be.  Check whether you can delegate anything on the 
list and identify whether activities are of a high, medium or low priority.  In this way 
the activities become more manageable. 
 
Scheduling your activities well is also important.  Being accessible to everyone all 
the time, just in case they need you, is not a good use of time.  Set aside part of 
your day for access.  Emails do not need to be read or replied to the instant they 
arrive.  Control the flow.  Don’t let emailing be a great drain on your time.  
Movement between venues steals time so try to schedule meetings together on 
one site or do some desk work at the venue instead of being perpetually on the 
move. 
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THE COMPACT AT THE CROSSROADS 
(From Third Sector by John Plummer) 

 
Ever since the Compact was launched 10 years ago some people have argued 
that it would never be effective until it was reinforced with statutory powers.  The 
cry has become a clamour in recent months, amid a growing sense that the 
Government introduced the agreement but has too often failed to abide by it. 
 
The Office of the Third Sector has pledged to reconsider the Compact’s voluntary 
status as part of its review of the Commission for the Compact next year.  But 
would statutory powers make a difference and how would they work? 
 
Sir Bert Massie sat firmly on the fence when he was appointed as Commissioner 
for the Compact in March ‘I haven’t made up my mind on it yet’ he said.  But his 
neutral position represents a step away from his predecessor, John Stoker, who 
was sceptical about statutory powers. 
 
 
Chief Executives body Acevo has led the call for change. “I’m surprised we 
haven’t had more support on this from the sector in the past, but we are getting it 
now,” says Stephen Bubb, Chief Executive of the organisation.  “Frankly, there is 
such cynicism among chief executives about the Compact that statutory powers 
are the only way of getting their commitment back.” 
 
The Conservative Party has also been striking an increasingly belligerent note.  Its 
green paper on the voluntary sector, due out this autumn, is expected to call for 
new powers. “The Compact appears to be in a state of collapse,” says shadow 
Charities Minister, Greg Clark. “The time has come for it to be overhauled and 
made to bite.” 
 
Some people in the voluntary sector disagree, however.  Saskia Daggett, 
Compact Manager for Compact Voice, which represents the voluntary sector on 
Compact issues, says the current document, along with initiatives such as the 
parliamentary ombudsman and public law procedures, provides sufficient 
mechanisms to challenge poor government practice. 
 
“What we have now is a neutral agreement based on the principles of good 
partnership and good practice,” she says, “If you give the Compact a legal status, 
you lose all that.  It becomes yet another part of the regulatory system.” 
 
But she appears to be swimming against the tide.  In March, Stuart Etherington, 
Chief Executive of umbrella body, the NCVO, said statutory powers were 
inevitable and predicted that they would come into force within two years.  His 
organisation appears to be accepting change reluctantly. “The NCVO would prefer 
to operate in a world where the sector works in partnership with the Government,” 
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says Ann Blackmore, Head of Policy.  “It’s a mutual understanding and 
agreement.” 
 
Ben Wittenberg, Director of Policy and Research at the Directory of Social 
Change, says it is “dangerous and simplistic” to think statutory powers will 
improve matters. “The biggest reason the Compact hasn’t taken off is that it’s the 
wrong tool for what needs to happen,” he says.  It will only work, he claims, as 
part of a range of measures designed to improve cross-sector relations. 
 
Richard Corden, interim Chief Executive at the Commission for the Compact, says 
there are two options for statutory powers: either the Compact itself gets legal 
backing, which would require legislation or the Commission is given legal powers 
to investigate bad practice.  This is where things get tricky; such powers would not 
necessarily include enforcement or regulation, which some fear would be too 
heavy-handed. 
 
One option would be to give the Commissioner for the Compact similar powers to 
those conferred on the Children’s Commissioner for England, who has no 
enforcement powers but can investigate and report to the Government, which is 
obliged to respond.  This would put the Compact higher up in Ministers’ in-trays; 
but they would not have to act on the Commissioner’s advice. 
 
The Commission for the Compact plans to publish a lay person’s guide to the 
Compact this year, which will attempt to clarify the document’s current legal status 
– not easy, considering it has rarely been tested in law.  It is written in the national 
Compact that it is “not legally binding” but when a service user of Age Concern 
South Lakeside brought a judicial review against Cumbria County Council last 
year for breaching the Compact, a High Court judge said the document was 
 “more than a wish list; it is a commitment of intent.”   
 
An Office of the Third Sector spokesman says statutory powers remain an option. 
He adds: “It would be premature to look at introducing legislation before properly 
considering what the problems are and how those can best be solved.” 
 
 

 
TENDERING AS A CONSORTIUM  
A practical interactive day on how to win tenders 

 
Thursday, 31 st July 

Green Park, Aston Clinton 10 a.m. – 3.30 p.m.  
If you’d like to take advantage of this important course, which is free to the 

voluntary sector, please contact Voluntary Action  on 01895 837545 for further 
information and/or 01494 523440 for an application form 
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GOVERNMENT’S WAY WITH WORDS  
IMPACTS THE LIFE-CHANCES OF ALL 

(Charles Moore) 
 

The other day I was sitting in a very long meeting of the board of a charity.  We 
were trying to wrestle with Government requirements to show what our ‘policy’ 
was on various matters. 
 

A ‘policy’, you must understand, is not a simple thing any more.  It is not just a 
statement like: “We aim to provide residential care for the elderly” or “We try to 
cure children with spinal injuries” (or whatever).  Nor is it just a statement of 
specific rules such as “No alcohol may be consumed on the premises” or “Pupils 
need not wear school uniform in the sixth form”. 
 

No, a policy has to be a lengthy document on anything that the Government thinks 
important. It must set out aims, procedures, targets, monitoring, assessment, 
evaluation and so on.  Depending slightly on what sort of organisation you are, 
you must have policies on health and safety, access, disability, recruitment, 
transparency, energy efficiency, environmental health, etc. etc. 
 

To get money, pass inspections, avoid litigation, be accepted as a charity – 
virtually to exist at all – you must keep your “policies” in constant repair, all 
shipshape and Whitehall fashion. To survive, you really need to have a policy 
about your policies. 
 

Anyway, as Alexander Pope puts it in The Dunciad, his wonderful poem about the 
rule of boredom, Dullness yawned and “The vapour mild o’er each committee 
crept”. 
 

I must have dozed off for, in my mind, all the official words and phrases that now 
come to us from Government and public bodies seemed to take physical form 
before me. 
 

Thick and fast they crowded in. ‘Best practice’, ‘diversity’, ‘gender’, ‘sustainability’, 
‘community’, ‘ethnicity’,  ‘governance’, ‘delivery’, ‘targeting’, ‘orientation’, 
‘timelines’, ‘resources’, ‘empowerment’, ‘renewables’, ‘compliance’, ‘strategies’ 
and ‘wheelchair access’ all hurried into my mental room. 
 

‘Rolling programmes’, unable to maintain their ‘work/life balance’ in the absence of 
a ‘level playing field’ sprawled in the corner. 
 

All were escorted by ‘key workers’, ‘work colleagues’, ‘care workers’, ‘user 
groups’, ‘mentors’ (their ‘mentees’ trotting eagerly along behind them), ‘service 
providers’, ‘diversity champions’, ‘stakeholders’, ‘key drivers’ (though these seem 
not to be people) and many varieties of ‘partners’, including those with experience 
of the ‘sharp end; or the ‘front line’.  Some of them said they couldn’t stay long 
because they were busy ‘managing outcomes’. 
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Once they were all present and politically correct, they became somewhat 
insistent in their demands. They had been ‘tasked’, they explained, to ‘identify 
needs’ by ‘addressing the issues around’ my failure to understand the concepts 
adequately.  They were concerned about my ‘skills gap’, which might ‘adversely 
impact’ my ‘life-chances’.  For their part, they were ‘committed to excellence’, 
which must be ‘world-class’.  To ‘meet the challenge’ I represented, they felt, 
required ‘risk assessments; ‘constant monitoring’ and possibly a ‘raft of 
measures’, ‘going forward’. 
 

Theirs, they said, was ‘a stretching offer’ in the ‘time period’ as well as an ‘iterative 
process’, and would require a ‘coherent evidence trail’ in order to effect the 
necessary ‘knowledge transfer’ from the ‘Knowledge Bank’.  But they thought it 
could all be provided at a ‘one-stop-shop’.   
 

My response ‘might be monitored for training purposes’, and, obviously, 
‘benchmarked’ to see if I had absorbed the ‘learnings’.  If there was anything I did 
not understand, they were ‘happy to have that conversation’, ‘non-judgmentally’. 
 

I said nothing.  But there must have been something in my demeanour that 
displeased them, because the conversation began to take a menacing turn.  
Some of the more nervous stakeholders looked to the tougher key drivers and 
started muttering about ‘measures to combat perceived threats’.  They even called 
for ‘concrete implementation’. 
 

One mild care worker protested that I would be fine as long as my ‘performance 
appraisal procedures’ were sufficiently ‘robust’.  Couldn’t I be dealt with in a way 
which was both ‘modern and compassionate’? 
 

An idealistic young key worker argued that I should be the guinea-pig for new 
forms of treatment.  She brandished a document from the Department of Culture, 
Media and Sport, which said ‘I recommend that innovation and risk-taking be at 
the centre of the assessment framework of every organisation’.  But both were 
more or less shouted down by the hard-bitten sharp-enders and front-liners. 
 

My practices had been ‘discriminatory’, they insisted, and so I needed to be 
subjected to a ‘multi-disciplinary approach’, and rigorous ‘equality screening’.  The 
charges against me were ‘evidence-based’.  Rather than merely ‘addressing the 
issues’, they would have to ‘drill down’ to them.  I would have to be ‘fast-tracked’, 
‘ring-fenced’ and eventually ‘rolled out’. 
 

My punishment, said a burly diversity champion with an evil grin, would be 
‘gender-specific’.  I would be ‘top-sliced’.  ‘See if your faith group can help you 
now’, he sneered and everyone laughed. 
 

Then a cold, final voice declared that my behaviour was ‘inappropriate’ and an 
appalling silence fell. 
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‘Coffee, I think,’ said the Chairman in the real world and the phantoms fled.  I 
woke and gradually recovered my composure as the agenda drifted towards Date 
of Next Meeting and Any Other Business. 
 

And then my friendly, conscientious fellow-trustees, having given another four 
hours of their lives trying to help the charity they love get through the regulatory 
thicket and do the job it is supposed to do, went their separate ways. 
 

But when I got home, I still could not shake the dream out of my mind.  I started to 
browse through the websites of Government departments – DEFRA, DCMS, 
DCSF, all with longer and longer names expressing more and more extravagant 
ambitions.  Waking reality was little different from nightmare. 
 

I inspected the website of the Department for Children, Schools and Families, 
which explains, modestly: ‘The purpose of the Department for Children, Schools 
and Families is to make England the best place in the world for children and 
young people to grow up’ (thereby pitting it against its Celtic equivalents who, 
presumably, have the same desire for Wales, Scotland or Northern Ireland. 
 

Document after document, all with their enormous numbers of kilobytes listed, sit 
there, each hatching out of the other.  There is a Single Equality Scheme Delivery 
Plan.  Every area of equality, since legislation in 1997, requires an Equality Impact 
Assessment (EQUIA).  There is an EQUIA for Children’s Play and an EQUIA for 
Early Years and an EQUIA for Special Educational Needs, as well as ‘Narratives’ 
and ‘Action Plans’ so that equality may be delivered safely. 
 

The department offers a ‘Proforma for an Early Years EQUIA’.  This is how it 
ends: ‘We will be working with partners to develop the 0-7 partnership into 
implementation phase and to develop criteria to select pilot authorities, including 
criteria relating to equalities and gap-narrowing.  The pilots will be monitored and 
evaluated, including for their impact on equalities and gap-narrowing.’ All helping 
to make England the best place in the world for children to grow up. 
 

Some might agree that all this is rather depressing, but say that bureaucracies 
always have their wordy ways of doing things: the rest of us should leave them to 
their pointless, nonsensical documents and get on with life. 
 

But it is not so.  The documents, unfortunately, are not pointless or nonsensical, 
though they are atrociously written.  In the Style Guide that it attaches to its 
equality policies, the DCSF explains the power of words.  It says that the meaning 
of words changes ‘because various groups and communities (‘speech 
communities’) gain greater power and influence than hitherto’. 
 

Yes.  The ‘speech community’ of the post-1960s Left has gained almost complete 
power and influence over the administration of Government.  Its concepts, its way 
of putting things, now have the force of law.  It is producing the slow death of free 
institutions in this country. 
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THE SEARCH IS ON FOR SKILLED TRUSTEES 
(Taken from Third Sector, Sarah Hodgkinson) 

 

A quick review of currently advertised trustee vacancies reveals that a high 
proportion of charities is looking for people with business skills – especially 
financial skills. 
 

But senior executives and young high-fliers in the private and public sectors are 
busy people.  They would not have time to search for trustee vacancies even if 
they knew where to start.  And the third sector is so diverse that refining the 
search can be difficult.  A register of vacancies would help. 
 

The benefits for charities of having skilled trustees are well understood but 
charities also need to understand the benefits of board-level volunteering for both 
employees and employers.  They also need to develop an understanding of the 
culture business people come from in order to ease their induction into the 
voluntary sector. 
 

At Getting on Board we have been grappling with these issues since we were 
established in late 2005.  We are trying to address the fundamental need in civil 
society for high-quality boards by encouraging employees to volunteer as 
trustees, school governors or board members of public bodies.  We run employee 
seminars to explain the role of board members, the commitment that is required, 
the benefits that accrue and how to go about finding the right opportunity.  We 
also provide a brokerage service to facilitate the search for suitable roles. 
 

Employees want to volunteer as trustees because it enables them to put 
something back, achieve a better work-life balance, develop new skills and 
improve their CVs. 
 

Employers say board-level volunteering is a cost-effective way for their staff to 
develop experience and skills that are highly relevant in the workplace.  It also 
helps them to raise their corporate responsibility profiles.  An exciting trend is that 
an increasing number of employers see board-level volunteering as potentially an 
important part of leadership development programmes for their young high-fliers. 
 

We are pushing on an open door.  There are plenty of enthusiastic, skilled people 
with business skills who want to volunteer as trustees.  Third sector organisations 
need to respond to this interest by going out and seizing the initiative.  A good 
start would be to contact networks such as chambers of commerce, regional 
Business Link offices and local branches of professional associations in skills 
areas such as accountancy and human resources. 
 

Alternatively, you could contact our charity (www.gettingonboard.org/contact ) 
and we will pass on details of your vacancies to potential trustees on our books, 
all of whom have a broad range of business and professional skills.  With all the 
complex issues facing them today, third sector organisations need that range of 
skills more than ever before.             
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Participation & Partnership 

3Ps 
Programme 

 
YOUR CHANCE TO MAKE A DIFFERENCE TO LIFE IN 

BUCKS 
 
This programme will create a stronger voice for voluntary and community 
organisations in Buckinghamshire by holding forums where organisations with 
similar interests can exchange ideas and work more closely together, thereby 
influencing the future direction of the county. 
 
This influence will be through the Local Area Agreement which brings together the 
public, private and voluntary sectors to identify needs, determine future spending 
priorities and deliver a range of activities in our county. 
 

3Ps will ensure your voice is heard! 
 

About the 3Ps Project: 
Voluntary Impact Bucks (the Consortium of Bucks Infrastructure organisations) is 
responsible for representing the voluntary and community sector (VBS) to the 
LAA. 
 

Voluntary Impact will: 
 

�  Provide information on the latest LAA developments 
�  Gather the views of local voluntary and community organisations 

(VCOs) and communicate these effectively into the LAA process 
�  Advocate for and lobby on behalf of the VCS 

 
To enable better representation by Voluntary Impact and to create a channel for 
improved communication and consultation about the LAA, a number of themed 
groups of VCS organisations are being set up.  These groups will bring together 
organisations with similar aims and objectives, similar areas of work, similar 
communities of interest. 
 
These themed groups will: 
 

�  Contribute to consultations about local strategic priorities (including 
those of the Local Area Agreement (LAA) and Local Strategic 
Partnerships (LSP). 

�  Influence the shape and delivery of local services. 
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�  Provide improved access to procurement and commissioning 
opportunities. 

�  Encourage and develop more partnership, collaboration and exchange 
of ideas amongst VCOs with common interests. 

�  Offer opportunities for closer links between VCO and statutory service 
providers. 

�  Be owned and led by the voluntary and community sector and 
supported by Voluntary Impact. 

 
 

Benefits of involvement in 3Ps themed strategy grou ps: 
Participating in a 3Ps themed group will bring you into contact with other 
organisations working with similar communities of interest.  You will be able to 
exchange ideas, share problems and establish valuable networking links.  As local 
government is pushed more strongly to adopt a procurement and commissioning 
approach when funding services delivered by voluntary and community 
organisations, you will be able to draw on the contacts and networks developed 
through the 3P groups.  Tendering opportunities will be promoted through the 3P 
network of groups and Voluntary Impact Bucks is well placed to support and 
advise you throughout the process. 
 
 

3Ps will connect you into a valuable network! 
 

 
What is the LAA? 
The Local Area Agreement (LAA) aims to improve the quality of life for all 
residents by getting partners from the public, private and voluntary and community 
sectors to work together on the key priorities for Buckinghamshire.  These 
priorities were identified by partners and Buckinghamshire residents.  The LAA 
includes targets ranging from reducing the number of households in temporary 
accommodation to reducing the percentage of children from specific BME groups 
who are excluded from school. 
 

 
Why is the LAA important? 
The LAA is becoming the focus for how the public sector prioritises and delivers 
services across Buckinghamshire.   The voluntary and community sector has a 
key role to play in the LAA identifying the issues locally, influencing how services 
are delivered and, in some cases, delivering services directly to residents. 
 

 
How do you get involved in 3Ps? 
To make this whole activity really effective we need your help.   
Please call 0845 389089 to find out more or ring Andrew Long  on 01494 523440. 
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HEALTH FOR ALL PROJECT AWARDS 
 

Money has been allocated for the year 2008/9 to support the development of 
Health for All initiatives.  This will enable agencies in South Buckinghamshire 
to work together to improve and promote health and to reduce the gap 
between the health of the most advantaged and least advantaged 
communities in Chiltern, Wycombe and South Bucks areas.  The continued 
availability of these awards will be reviewed in February, 2009. 
 
SCOPE 
To provide small one-off grants up to £500 to support and stimulate Health 
for All activities.  In certain cases more money could be available – please 
contact us for further information. 
 
In the case of statutory organisations applying for an award they will be 
expected to agree matching resources.  It should be noted that Health for All 
Project Funding is not intended to support core funded projects and projects 
are not expected to run for more than 12 months from the date of receipt of 
funding. 
 
CRITERIA 
Each project will be judged on its merits against the criteria set out below: 
 

1. Projects need to show evidence of working to one or more of the 
Health for All principles.  Therefore, does your project: 

 
�  Help to reduce inequalities in health? 

�  Involve the community in action? 

�  Develop partnership work with other statutory 
organisations/voluntary sector/local community? 

 
2. The project must be innovative and promote health in one or more the 

ways listed below.  Does your project: 
 

�  Strengthen social or community networks? 

�  Actively involve local people? 

�  Develop a health policy (e.g. by encouraging the development of 
a healthy workplace)? 

�  Increase awareness (e.g. by developing or purchasing health 
education resources)? 

�  Develop people’s social or health skills? 
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3. Priority will be given to applications which support the Primary Care 
Trust’s Local Delivery Plan, Reducing Inequalities Targets and Local 
Authority Community and Community Safety Plans.  These are: 

 
�  Children and Young People e.g. playground and recreational 

facilities in areas of disadvantage. 

�  Teenage pregnancy/sexual health e.g. strengthening sexual 
health services for young people in deprived areas. 

�  Breastfeeding e.g. focusing on women from disadvantaged 
groups. 

�  Older people e.g. focus on the more vulnerable, housebound 
clients, increase benefit take-up. 

�  Cancer, coronary heart disease and obesity e.g. focus on 
smokers from low income groups, increasing consumption on 
fruit and vegetables amongst disadvantaged groups or targeting 
leisure services to ‘at risk’ groups. 

�  Mental health e.g. focus on reducing social isolation. 

�  Improving public and/or community involvement e.g. enabling 
more vulnerable groups to get their voices heard. 

�  Improving health and targeting inequalities in the following 
geographical areas: Chiltern: Newtown & Pond Park (Chesham), 
Chalfont Common; South Bucks: Burnham, Denham & Iver 
Village.  Wycombe area: Booker and Castlefield, Keep Hill and 
Hicks Farm, Lane End, Marsh and Micklefield, Oakridge and 
Tinkers Wood. 

 
4. Grants will not be made for large capital projects, religious or political 

purposes or for funding profit-making projects/organisations. 
 

5. Activities should be run in accordance with statutory financial 
regulations or, if not appropriate, in accordance with good 
administrative and financial practice. 

 
For an application form please go to www.chiltern.gov.uk/funding  
 
For further help and advice please contact Georgina O’Dell  on 01494 732103. 
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12-seat MINIBUS FOR SALE 

Peugeot Boxer – P reg 

52,000 miles, 6 months MOT Tail Lift 

£2,500 
 
Tel SKIDZ: 01494 550008 

 
 
 

 
 

THE PRIORY CENTRE 
IS LOOKING FOR A TREASURER 

 
Could you be the person we need? 
 
We’d like someone who can oversee what our 
bookkeeper does and take responsibility for our 
budgeting and accounts – come to Management 
Committee meetings (every two months) and 
have a say in how we spend our money. 
 
If you are interested please contact us: 

01494 523440 or email: wyccvs@nascr.net  
 
 

 
 

WYCOMBE COMMUNITY FESTIVAL 
  

A community festival, organised by and for the local 
community, will take place at Buckinghamshire New 
University’s Wellesbourne Campus on Saturday, 28 th June   
from 12 noon – 6 pm . 
 
If you’d like to go along entrance is free but fund s 
raised will be given to The Fire Fighters Fund. 
 
If your organisation would like to take part, or you are a 
musician or someone who would like to volunteer on the day 
please call SV2G on 01494 436269 or 07967 296789. 

 


