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“Your visions will become clear only when you can look into your own heart. 

Who looks outside, dreams; who looks inside, awakes.”  

- Jung 

 

 

“Find out who you are and do it on purpose.”  

- Dolly Parton 

 

A few years back, during my second or third mid-life crisis, I had the chance to work with a life coach. It 

gave me the chance to look at myself in a different way.  

It’s something I’d recommend, and I felt reinvigorated as a result. I even took a coaching course, which 

equipped me with a whole bunch of skills that I’ve been able to use as a manager and mentor.  

The articles collected here aren’t intended to be a complete self-awareness course, but to act as useful 

pointers. They form the second part a forthcoming book, “Leading Successful Fundraising Teams”, 

written by my predecessor, Carla Miller, for an audience of fundraisers, but I think they work for anyone 

who works in the charity sector. So here they are. 

I hope you enjoy the read and can pick up some ideas or inspiration from them. When you’re ready for 

your next charity sector move, make sure you get in touch. 

Ed Percival 
Managing Director 

ed@charitypeople.co.uk 
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Building your profile and personal brand  
 

It can be hard to stand out from the crowd.  When you apply for jobs you are just one of many 

candidates with similar experience so you can’t be sure you’ll even be shortlisted. Imagine if the charities 

you admire were actively approaching you for a job because they’d heard you were great.  That’s what 

building your profile and your personal brand can do for you. 
 

What is a personal brand? 
Ask any expert and they’ll tell you that a corporate brand is much more than a logo or strapline.  It’s the whole 

experience that people have of an organisation.  And it has to be authentic.  The same principle applies for your 

personal brand – it’s about how you want people to think and feel about you, however they come into contact with 

you.   

 

For example if you want to be seen as professional then you need to make sure that professionalism comes across 

in how you deal with colleagues and supporters, how you answer the phone, how you act when you’re stressed out 

and your social media profiles.  We’ve all heard the urban myth of the job candidate who treats a random person 

terribly en route to their interview only to discover that the ‘random’ person is actually the interviewer.  It’s also why 

I make sure that I treat receptionists with the same warmth and respect as I treat CEOs – it’s all part of your first 

impression and how you treat people who can’t help you says a lot about you as a person. 

Know where you’re headed 
To build an effective personal brand you need to know what you are trying to achieve.  Do you want to head up the 

best corporate partnerships team in the sector?  Become a Director of Fundraising or CEO one day?  Become a 

consultant or work for a funder?  Or simply have the best pick of jobs at the level you’re at now?  You need to be 

clear on that so that you can map out your strategy. 

 

You need to decide… 

 

 WHAT you want people think about when they think of you?  

 HOW you want people to feel about you?  

 WHO you want to raise your profile with? 

 

Let’s start with some thinking about your personal brand.  Grab a pen and paper and answer these questions… 

What? 
 

 What are your values at work?   

For example is it important to you to be honest?  

To be helpful?  To be successful?  To be a leader?  

To be thorough? Inspiring?  Popular?  Expert?  

Team player? 

 If that’s hard then consider what you’d hate 

people to think about you and then reverse it.  

For example I would hate people to think I was 

taking the credit for their work so integrity and 

championing others are important values for me. 

 What words would you like people to use to 

describe you? 

 What words do people already use to describe 

you? 

 What direction do you want your career to head 

in? 

 How do you want people to feel about you?   

 How do you want people to feel about themselves 

after spending time with you? 

 

The answers to those questions should give you some ideas about WHAT you want people to think about you.  

Distil that down into a few words or sentences so that you can keep them front of mind. 
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Who? 
 

Now onto the WHO.  Who are you trying to influence?  Is it your colleagues?  Recruiters?  Future employers?  Future 

clients if you’re thinking of being a consultant?   

 

Grab your notebook again and… 

 

Note the top 3 target audiences that you want to influence at the moment (and then update it in the future if 

your focus changes). 

 

Write down where these target audiences get their information from.  This relates back to WHAT you want to 

achieve.  If you’re looking to establish yourself as a thought leader in corporate partnerships then where are your 

target audiences getting their information about corporate partnerships from?  If you’re looking for your next job as 

a Head of Trusts, where do the existing Head of Trusts and Directors of Fundraising spend time? 

 

 

How? 
 

Now you know what impression you want people to have of you and who you want to impress you can make a plan 

of action.   

 

Internal profile raising 
 

 Volunteer for working groups, social committees 

etc to build your relationships outside of your 

team 

 Look for opportunities to improve on the ways 

things are done and offer to help 

 Be sure to thank and raise the profile of anyone 

that helps you.  For example if the Director of 

Programmes takes time out of their day to meet 

one of your donors and a gift is then made, be 

sure to update and thank them and share the 

credit with them 

 Share your long term objectives with your line 

manager and get them on board 

 

External profile raising 
 

 Review your social media profiles, especially 

Linked In and make sure they align with what you 

want people to think about you 

 Broaden your network – Linked In is great for this 

and people are very open to receiving 

connections  

 Get out there – make the effort to attend sector 

events and funder events and read about trends 

and developments in your field 

 Become a thought leader – if you’ve got opinions 

on how things could be done differently or are 

passionate about a particular subject 
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Know Yourself 
 

In order to be as good as you can be at your job, you need to have an accurate understanding of your 

strengths, weaknesses and personality traits.   

Why self-awareness is important in leadership 
If you know what your strengths are then you can choose roles that play to those strengths develop them further 

and sell yourself effectively at interviews.  If you know your weaknesses then you can improve upon them and be 

careful not to select jobs that depend upon them. The more you know about yourself, the stronger the position you 

will be in. 

 

When we think of strengths and weaknesses we often think about natural aptitudes (or lack thereof) such as 

numeracy, confidence, punctuality etc. but it is helpful to think more widely than that.  They could also be around 

gaps in your knowledge or experience, how you work under pressure, what you bring to a meeting or how you treat 

other people.  Your strengths can also include the things that you are passionate about and the energy you bring to 

a situation. 

 

As a leader your strengths and weaknesses are magnified because people are looking to you for leadership, 

guidance and decisions.  For example, if you are disorganised and last minute about everything, that is going to be 

hard for people who work for you.  You’ll be making them work late on pitches or documents, which could cause 

frustration, and if you’re late or consistently cancel their 1:1 meetings with you then they will feel unvalued.  

Conversely if, for example, you are positive, even in times of disappointment then that sets the tone for others to 

follow and impacts upon the general energy and resilience of your team. 

Gathering information about yourself 

Many of us have a distorted view of ourselves, based on feedback we’ve received from people along the way and 

our own assumptions.  Very often feedback is context specific and can often say more about the person giving the 

feedback than the person receiving it – so how do we uncover an accurate assessment of ourselves?   

 
Personality profiles – undertaking a widely-used 

personality profile assessment can give you some very 

valuable information about yourself and help you to 

understand more about you.  Myers-Briggs is widely used, 

as is Insights.  Both give you information on a number of 

different aspects of your personality and they provide a 

shared language for understanding tensions within and 

between teams. 

 

Strengths Finder 2.0 – this is a book and online test by 

Tom Rath that profiles 34 different strengths and helps you 

to identify your combination of strengths.  It also gives 

tailored advice on how to develop yourself based on your 

particular profile. 

 

Coaching – an executive coach can hep you to uncover for 

yourself the areas where you excel and the areas you are 

struggling with.  They can also help you to reflect on the 

best way to develop yourself – it is essentially training that 

is completely tailored to you and gives you tools you can 

use at work on a daily basis.

360 degree feedback – consider requesting a 360 degree 

appraisal even if it is not widely used in your organisation.  

You have to have a thick skin but it can tell you what your 

team think of you and highlight how you are both helping 

them and potentially holding them back.  You could also 

create your own 360 degree survey and ask people in your 

team what they feel your strengths and weaknesses as a 

leader are or use staff surveys to gather feedback 

anonymously about the management team. 

 

Skills and knowledge audit – review job descriptions and 

person specifications for roles like yours and those you 

want to apply for in the future and map your skills, 

knowledge and experience against them. 

 

Find a mentor – a mentor can help you to see your 

strengths and weaknesses in a broader context within the 

sector and can inspire you to develop new skills and 

knowledge. 

 

Map your successes and what they had in common and 

you will find the magic that you bring to a situation. 
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Should you be an all-rounder or focus on your strengths? 
None of us likes having weaknesses but should we be trying to be good at everything or should we focus our 

attention on playing to our strengths?  There are different schools of thought on this topic. 

 

On the one hand, it isn’t good to have glaring gaps in your knowledge, skills and experience as a leader.  You may 

not have hands-on experience of certain income streams for example but you can always talk to peers, go on 

courses and read until you know the key things to look for and the main success factors.  Equally it isn’t really 

acceptable to claim that you’re stuck with your more annoying habits such as being late or losing your temper.  You 

are a professional and there are certain minimum standards that we all have to conform to, whether it comes 

naturally or takes huge effort.   

 

But is being an all-rounder who is good at everything always the best option?  If you are by nature an all-rounder 

then embrace that – it is a strength in itself.  But many of us have more pronounced strengths and weaknesses and 

can only truly excel when we can build on and play to our strengths.  There is an approach to career management 

called the Strengths Movement which says you should focus your work life on the things you’re good at, and steer 

yourself away from the things you’re bad at.   

 

As leading career management thought leader Marcus Buckingham says, “You have development needs — areas 

where you need to grow, areas where you need to get better — but for you, as for all of us, you will learn the most, grow 

the most, and develop the most in your areas of greatest strength. Your strengths are your multiplier. Your strengths 

magnify you.” 

 

The most successful fundraising leaders fall into two camps.  Some are genuinely great all-rounders and others 

know what they excel at and make sure that their role focuses on that. They also build a team around them that 

balances and challenges them.  Often the secret to success is picking the organisation whose needs and culture 

really needs someone with your strengths.   

Knowing what you need from your manager 
The other benefit of knowing yourself is that you can be clear with your manager what you need from them in 

order to be able to perform well.  Best communicated at interview rather than after a year in post, it can be really 

helpful to share with your manager how to get the best out of you.  Whether it’s praise, recognition, attention, 

freedom, autonomy, financial reward or status, if you understand what really motivates you then you are a step 

ahead of most people.  And if your manager can’t provide that then get creative with other ways to get what you 

need. 

 
I asked Kath Abrahams, Director of Engagement and Fundraising at Diabetes UK what she learnt about knowing 

yourself  and leadership… 

“My first thought on that is there is obviously no single blueprint for being a leader. I think the most important thing is to 

be who you are. To be comfortable in your own skin, with all the shortcomings that that involves.  To be comfortable in 

that space of thinking “I bring some things. I don't bring everything. Sometimes that will be the right thing for an 

organization. Sometimes it won't be the right thing. That's fine”. I think that helps me to be comfortable in a role that is full 

of ambiguity, and that has good days and bad days. That is full of successes and failures. To be able to say, this is the way 

that I'm going to lead people through that. That's the best I can do.” 

 

Further reading and resources 

 You can find out more about your strengths using Strengths Finder 2.0 by Tom Rath and more about why to focus 

on your strengths by reading Go Put Your Strengths To Work by Marcus Buckingham  

Personality profiles - Myers-Briggs and Insights   

http://strengths.gallup.com/default.aspx
https://www.amazon.co.uk/Put-Your-Strengths-Work-Outstanding/dp/0743263294/ref=asap_bc?ie=UTF8
http://www.myersbriggs.org/my-mbti-personality-type/mbti-basics/
https://www.insights.com/845/insights-discovery-personal-profile.html
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Investing in Yourself 
 
If you’ve read the previous chapter, Know Yourself, then you will be starting from the strong place of 

understanding what areas of your skills, knowledge, experience and attributes you would like to develop. 

 

Think long-term and set career goals 
Hopefully you are going to have a career in the charity sector for a long time, so it is worth spending some time 

considering what you want to achieve career-wise and what roles you might like to have in the future.  If you love 

managing and leading then you might want to consider a long term goal to be a Fundraising Director (if you’re 

currently heading up an income stream) or a Chief Executive.  If you love fundraising but have no interest in moving 

up the ladder perhaps you want to work for, or create, the best corporate/individual giving/community team in the 

sector. 

 

If you are not sure how you want to develop your career then you might want to try meeting with a career coach 

who can help you to work out what would be the best career route for you. 

 

Not everyone naturally sets themselves career goals but if you find yourself frustrated at the slow progress of your 

career it can be helpful to create some career goals.  Once I started leading teams and working on strategies I 

realised that being a Fundraising Director would suit me and challenge me - so I set myself a goal to be a 

Fundraising Director by the time I was 30.  I made choices that helped me to reach that goal, many of which you’ll 

find in the chapter on preparing to step up.  I reached that goal aged 29 and when I realised 5 years later that being 

a CEO would allow me to create change more effectively I set myself that long-term goal too.  I’ve since been 

Interim CEO of a small charity and Managing Director of a business.   

 

I realised that my key driver is around creating change, and in particular organisational change and so for me it 

made sense to aim for a position that gave me the ultimate ability to do that.  Your passion might be around major 

donors or the ability to work internationally or around a particular cause that you would love to raise funds for.  

Whatever it is write it down, imagine it happening and keep your radar on for opportunities that could help you to 

get closer to achieving your goal. 

 

  



P a g e  | 9 

 
 

What does excellent look like? 
When I coach leaders looking to improve their performance and effectiveness I always ask them “what would 

excellent look like in your role?”  Often people haven’t thought about that and there is a useful coaching tool that 

you can use to structure your thinking about this. 

 

Coaching Wheel 
 

This is a coaching wheel. It is split into 8 sections. 

 

Make a list of 8 elements of your role that you think you need to be 

excellent at e.g. budgeting, managing direct reports, major donor 

cultivation. 

 

Write down a description of what excellence would look like for 

each element. 

 

Assign each element a segment of your wheel by writing them 

around the outside of the wheel. 

 

Rate your current performance for each element on a scale of 1 to 

10 

 

Make a mark on each segment to reflect your rating of 1 to 10 

Identify which areas are most in need of attention i.e. those with 

the lowest ratings 

 

For each of those areas work out what action would take you one point higher up the scale.  For example if you 

gave yourself 5 out of 10 for finance you could arrange a meeting with your finance director to go through some 

basics and increase your understanding to reach 6 out of 10? 

 

Make an action plan for the improvements you want to make.  Remember that you are not aiming to go straight to 

a 10 out of 10 in every area.  Effective change has to be realistic and manageable. 

 

Check in on your progress each month and set new tasks to move a step closer to 10 out of 10.   In 6 months you 

could be excellent at everything! 
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Developing yourself 
 

Here are some ideas on how to develop as a leader.  Your employer may be happy to invest in your training and 

development - it is always worth asking and making the business case for that investment.  

 

Coaching – working with a coach can help you break 

through the mental barriers that are standing in your 

way, keep you energised and focused and become 

more resilient.  I found coaching really helpful when I 

first became a Director as I could speak honestly 

about the challenges I was facing and develop my 

confidence.  Coaching is not cheap but some 

commercial coaches offer pro bono sessions to 

charities or coaches who are training often need 

practice clients if you’ve got no budget at all. 

 

Mentoring – mentors can be hugely valuable.  

Traditionally a mentor commits to supporting you for 

a period of time and meets you regularly.  However 

successful people are often busy so I have always 

found it easier to find a group of individuals that I can 

have coffee with every now and then and contact 

when I need advice on a particular topic.  For me this 

is around projects that I want to launch and specialist 

expertise I’d like access to as well as the inspiration I 

get from the energy of those people.  And I am not 

formally a mentor to anyone but I am often contacted 

by people who have worked for me in the past to talk 

through their next move or a job offer and I’m 

delighted to be able to help them. 

Qualifications – you can study fundraising and 

charity leadership at a number of universities 

including Cass Business School and London South 

Bank University.  The Institute of Fundraising offers 

both a Diploma and a Masters level International 

Advanced Diploma.  You might also consider an MBA 

and whilst they are very expensive, there are often 

scholarships available for people from the sector.  

Another interesting option is the Clore Social 

Leadership Programme for people looking to have a 

large impact on the sector. 

 

Training – as well as the Institute of Fundraising and 

Directory of Social Change there are lots of training 

providers that run open programmes including major 

donor specialists such as Rob Wood and Solid 

Management.  If you’re looking to become more 

efficient and productive then check out Think 

Productive.  Those are just the trainers that I know 

personally but there are lots of others out there 

across the country. 

 

Trusteeship – as mentioned in previous chapters, 

becoming a Trustee can be a great way to learn about 

running charities. 

 

 

Jenni Anderson of Haven House on how she has developed herself… 

 

“I would consider myself a professional fundraiser. By 

that, I mean, I've spent time educating myself and I've 

been lucky to have learnt from others inside and outside 

of the organisations I’ve worked in. If you just look 

inwardly, you're never going to develop.  

 

I completed the MSc charities pathway at Cass Business 

School. I found that hugely beneficial. It's an MBA for the 

charity sector. It goes through all of the things that 

charities need to do to be sustainable. Governance, 

resources, HR, the whole gamut. It’s a safe learning 

environment, where it's okay to ask stupid questions, it's 

okay to have debates, it's okay to be challenged back as 

well. I would recommend that.”
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Your leadership style 
 
The way that you lead your team has a big impact on the team.  Research by Daniel Goleman, published 

in Harvard Business Review, showed that leadership style of senior staff is responsible for 30% of the 

company’s bottom line profitability.   

 

You probably have a leadership style that comes naturally to you, but it can be really helpful to be able to 

flex your leadership style to meet the needs of the situation you are facing.  The best leaders are able to 

adapt their approach in order to help their team perform effectively. 

 

I’d like to share with you an increasingly popular leadership style called Transformational Leadership. This style 

aligns closely with the suggestions that I have been sharing in this book and the way that the Fundraising Directors 

interviewed in the book talk about their approach to leadership. 

 

Transformational Leadership 
Initially described by James McGregor Burns as a process “where leaders and their followers raise one another to 

higher levels of morality and motivation” this concept was then further developed by Bernard M Bass in his book 

“Leadership and Performance Beyond Expectations”. 

 
A transformational leader… 

 

 Is a model of integrity and fairness 

 

 Sets clear goals 

 

 Has high expectations 

 

 Encourages others 

 

 Provides support and recognition 

 

 Stirs the emotions of people 

 

 Gets people to look beyond their self-interest 

 

 Inspires people to reach for the improbable 

 
The way that transformational leaders do this is to create an inspiring vision of the future, motivate people to take 

ownership of and deliver the vision, make that vision happen and build strong and trust-based relationships.  You 

will find lots of information and ideas to help you do that in the other chapters of this book. 
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Path-Goal Theory 
 

Transformational leadership works well as a whole team approach but there will be times when you are line-

managing people with diverse experience who will need different things from you as a line manager.  Highly 

experienced team members and inexperienced team members will require very different approaches, as will high 

performing individuals and poor performing individuals.  Path-Goal theory articulates which management 

approaches to use in those situations. 

 

The theory assumes that the role of a manager is to help their direct reports to identify goals which align with 

organisational goals, help them to achieve those goals and help tackle any obstacles to achieving those goals. These 

are the 4 approaches you can take… 

 

Directive and clarifying – you are very clear about 

what is expected of the individual and how you want 

them to perform their tasks.  It is best used when a 

task or project is inherently ambiguous or when the 

individual is inexperienced or performing poorly.  

 

Supportive – this is aimed at supporting the 

individual and being sensitive to their needs and is 

best used when tasks are stressful. 

Achievement-orientated – you set challenging goals, 

expect the individual to perform at their highest level 

and have confidence in them to achieve those goals.  

This approach is best used with experienced senior 

staff. 

 

Participative – you collaborate and consult on 

decisions so that the individual has genuine input.  

This approach is best used with senior staff on 

complex projects. 

 

  



P a g e  | 13 

 
 

Six Emotional Leadership Styles 
 

In their book “Primal Leadership” Daniel Goleman, Richard Boyatzis and Annie McKee outlined 6 leadership styles 

and their emotional impact on teams.  You’ll see that you can draw on whichever style you need in order to deal 

with the situation you face.  I’ve summarised them here but I recommend reading the book. 

 

 

The Visionary leader  

– sets out the vision and motivates people to achieve 

it.  They are empathetic and explain how and why 

people’s efforts contribute to the vision.  This 

approach brings people together and it works well 

when a new direction is needed and has a positive 

emotional impact in the team. 

 

The Coaching leader  

– listens, helps people identify their strengths and 

weaknesses, encourages and delegates.  This 

approach connects what an individuals wants with 

the goals of the organisation.  It has a positive 

emotional impact on the team and is useful for 

helping competent and motivated people to improve 

performance by building long-term capabilities. 

 

The Affiliative leader  

– puts people first and creates an emotional bond 

between them and the organisation.  They promote 

harmony, boost morale and resolve conflicts.  The 

team feel more connected to each other so it is a 

good style to use when there has been a breakdown 

of trust or to motivate people in stressful times.  It 

should not be used exclusively though as it can be 

hard to use it to get high performance or set 

direction. 

The Democratic leader  

– builds consensus through participation and asks 

people what they think.  The team feel valued and 

commit by participating.  It can be useful when you 

need your team to take ownership of a decision or 

project or when your team know more than you do (I 

found this really useful when I ran a recruitment 

company of experienced recruiters when I was new 

to the sector).  This approach doesn’t work well in 

times of crisis, if a quick decision is needed or if the 

team feel they don’t know enough. 

 

The Pacesetting leader  

– expects and models excellence with a strong drive 

to achieve.  Leads by example but can lack empathy.  

This can work well when a team is motivated and 

experienced and the leader needs quick results.  

Used in other situations it can be overwhelming and 

demotivating for team members. 

 

The Coercive leader  

– demands immediate compliance “do as I tell you”.  

Good in a crisis or as a last resort with a poor 

performing team member but should otherwise be 

avoided because it alienates people and create an 

unhappy team.
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Communicating with your team 
 

On my travels in the sector I have often heard people say that they have no idea what their Fundraising Director or 

CEO were doing with their time, with the implication being that the people at the top don’t work as hard as 

everyone else.  It is important that your team understands your role and the value you add to the organisation and 

the best way to ensure that is to communicate with them.   

 

I ask my teams to create a monthly report on their activities, plans and achievements and I also contribute a section 

myself (as well as editing it).  That allows me to tell them about the meetings I’ve been to, the influencing I’ve been 

doing and my main projects and priorities.  I also sit with the team so that they see me working hard.  I’m confident 

that those two communication tools mean no one who has worked in my teams has ever questioned what I’m 

doing with my time. 

 

Have regular 1:1s with your team members, even if you sit next to them and they are highly experienced.  It shows 

that they are a priority to you (so don’t frequently cancel or move them), it gives them a place where they can raise 

any issues and it will be invaluable if they later start performing poorly. 

 

“It isn’t all my way or the highway. It isn’t all about the 

director’s ego, it is about positive motivation. It’s give 

praise and credit, where credit is due, it’s passing it 

down.  Building that sense of team and talking the “I” out 

of it for want of a better expression. Succession planning 

is key and keeping people and building their skills and 

experience, I think you hold your workforce for longer.  

 

But it’s also taking the time to inspire and lead your team 

with your aspirations and your vision for the team. And 

also I think when you are in a more senior role it’s 

important not to forget that you are also part of that 

team. I think it is a combination of how you set the 

culture of the team and that mutual respect, people 

having a voice, being able to listen. It’s bringing them 

with you on the journey.” 

Jools Tait on her management style 

 

“Personally I am an open book emotionally.  I give of 

myself, am very loyal to my people and trust massively. I 

have in the last 25 years rarely been disappointed. I 

think I only do one thing really well and that is find great 

people to work with.  Makes work great and rarely a 

chore.” 

Mark Astarita on his management style 

 

Further reading… 

“Primal Leadership” by Daniel Goleman, Richard Boyatzis and Annie McKee 
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Resilience 
 

Leading a fundraising team can be tough.  There’s a lot of pressure to reach and even exceed your 

targets. There’s always more work that could be done and sometimes your hard work doesn’t turn into 

the results you’d like. And that’s assuming all your team are happy and performing well.  Whilst all that is 

going on you have to lead your team through the ups and downs with optimism and positivity. 

 

The more resilient you are, the easier it will be to keep yourself and your team positive in tough times. 

 

Managing your energy 
 

It takes physical, mental and emotional energy to be an inspiring team leader who is on top of everything.  And 

your energy is a limited resource.  If you keep expending more energy than you have then you’ll end up feeling 

exhausted and demotivated and may even get sick.  This is known as burnout and is surprisingly common among 

senior fundraisers. 

 

The secret to being able to keep your energy levels high is to find ways to top up your energy and commit to 

making them part of your daily and weekly routine.  Make sure you’re doing some physical exercise and find out 

what works for you when it comes to stress relief and recharging your batteries.  It might be going for a run, taking 

a yoga class, or if things are really bad, punching your frustrations out at a boxing class.   

 

It’s also important to eat well and not fuel yourself with the constant supply of sweets and cake that seem to begin 

most fundraising teams.  Make sugar a treat or you’ll end up relying on it to get past 4pm everyday.  Why not pack 

healthy snacks or have an office fruit bowl instead?  

 

Find some things to do that make you feel like “you”.  Whether you love to draw, dance, hang out with your kids or 

write poems you will feel happier and more grounded if you prioritise making time for yourself.   

 

I also suggest making a list of things that make you happy or that you’d like to try and scheduling them into your 

diary so that whatever is going on at work you always have something to look forward to. 

 

Setting boundaries 
 

Be clear with yourself on what hours you’re going to work as standard and how often you’ll go beyond that.  Your 

job is endless and you could be there all night, every night if you don’t set some limits.  It can be hard when your 

CEO is sending you midnight emails but lead by example and focus on getting your job done well in working hours 

rather than constantly burning the midnight oil.  And don’t send emails and texts to your team out of office hours 

unless you truly need to – it makes everyone feel like they are constantly on call and should be working. 

 

Managing your emotions 
Believe it or not, it is possible to care too much about your job.  If you emotionally over-invest in your job then it 

becomes more than a job, it becomes part of who you are.  Which motivates you to work harder but when it’s not 

going well then it can feel like your whole life isn’t going well.  And if your job come under criticism it becomes 

difficult not to take it personally.   

 



P a g e  | 16 

 
 

Placing too much of your self worth in your job can mean you lose perspective and perspective is a very useful skill 

for a team leader to have.  You need to lead without being swayed by your own emotions and you can only do that 

if you are able to take a step back and see what’s actually going on. 

 

Fundraisers, being great relationship builders, are often quite intuitive and make decisions based on their gut 

instinct and experience.  And there is definitely a place for that but you also have to be able to look at decisions 

from another perspective, particularly when you’re managing income streams that are new to you.  Make sure that 

you are gathering all the relevant information, actively seeking opinions which different from yours and taking an 

analytical approach if that doesn’t come naturally to you.  You’ll benefit from that and so will those that work with 

you. 

 

Mindfulness and perspective 
 

Mindfulness, or meditation which is at the heart of mindfulness, is becoming increasingly popular in business as 

well as for individuals.  Scientific studies show that regular meditators experience less stress, more creativity, are 

better at focusing and staying on tasks and communicate better during conflict.  That’s a lot of benefits for 

spending 10 minutes a day just sitting and breathing. 

 

It’s particularly helpful if you lead a team because it creates perspective.  If you have trained your mind to recognise 

that your thoughts and emotions come and go then you are less controlled by those thoughts and emotions.  Most 

of us, if we were wronged, would dwell on it, get angry about it, second-guess how we dealt with it and carry it with 

us for the rest of the day.  Regular meditators have trained their mind to notice “I’m angry” or “I can’t stop thinking 

about what happened”, which removes them from some of the strength of those thoughts and emotions and 

they’ve also trained themselves to drop unhelpful thoughts and emotions.  So they can feel it, let it go and stop 

revisiting it. 

 

There are non-religious apps like Headspace which train you to meditate or you can find your own way of gaining a 

bit of space and perspective when you recognise your emotions are running high.  Perhaps go and get some fresh 

air or look at photos that make you smile or think about the case you’re working to support. 

 

Getting support 
 

If things feel too much, make sure you get some support.  It is a sign of strength to say that you are struggling, not a 

sign of weakness.  Some organisations offer employee helplines, if not then have a chat to your HR manager or line 

manager.  Getting a coach can also help you prioritise, manage your time more effectively and offer a confidential 

place to discuss your challenges. 

 

Further reading… 

https://www.headspace.com/science 

 

Meditation apps such as Headspace and Calm. 

  

https://www.headspace.com/science
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Productivity and Prioritising 
 
What are your real priorities? 

 

There’s a difference between your to do list and your priorities.  Your to do list has a lot of tasks on it and 

your diary is full of meetings and so those things tend to take priority.  But what about spending time 

with your team informally getting to know them and seeing how they’re doing?  What about taking time 

to be creative or to read about the latest developments in fundraising?  Do those things ever even make 

it onto your to do list?  And, if not, how often do you make time for them? 
 
A good way to start is to set aside some time to think about what you are trying to achieve this year as an 

individual.  What would make this a great year for you professionally?  What do you need to do to be more effective 

in your role? What things are important to you but never get to the top of your to do list?  That way you get to 

decide your priorities rather than other people deciding them for you by assigning you tasks or putting meetings in 

your diary. 

 

Kate Collins of Teenage Cancer Trust on what she has learnt about prioritising… 

 

“Since I became a director, which is two years ago, one of 

my learnings, has been to understand what makes me 

productive in a different way.  I’ve realised that actually 

being good at my job isn’t about strategies and budgets.  

Those are important, but those are almost the hygiene 

factors, it’s kind of a given you can do those. It’s all the 

other stuff, the soft stuff. 

 

Because when you need to have a difficult conversation 

or something comes up that’s a challenge within or for 

the organisation, that’s when you need to have the bank 

of goodwill and trust and connection.  And if you haven’t 

invested the time in people to have goodwill in the bank, 

you could be technically brilliant but if you’re on your 

own, it’s pretty bloody lonely, and it doesn’t work. 

 

I used to spend almost all my time in the office in pre-

arranged back-to-back meetings. By contrast, today I’ve 

had loads of meetings, but many of those have been 

informal, unplanned conversations that have needed to 

happen.  

 

And planning for informal interaction has become really 

important.  I now give myself time in the morning to chat 

to people and I believe that a lot of my job is about 

relationships, connections and talking.  If I look at my 

diary and think ‘I’ve only got one meeting, is it worth 

going to London?’ that’s probably the day I most need to 

be in London because I’ll get such richness of connection 

and conversation.  What I shouldn’t do is try to write 

documents on those days, because there’s no point 

coming to London and sitting behind a closed office 

door. 

 

Lots of people I work with also work from home or are 

on the move a lot, so I try and to use my at home time to 

do calls and get my head down writing reports.” 
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Productivity tools and technology 
When you have decided on your priorities then I recommend using systems to organise yourself as much as 

possible. If you have a system in place then it creates habits and habits are the most efficient way to tackle regular 

tasks.  You don’t waste minutes each morning and evening deliberating over whether it is the right time to brush 

your teeth do you?  No, you just do it without thinking and can usually think about something else for those 2 

minutes as well.  The other reason to have systems in place is a theory called “ego depletion” which claims that we 

all have a limited supply of willpower, and it decreases with overuse.  If you have systems in place that you don’t 

question then you’re not using up any willpower.   

 

I read a fascinating article in Vanity Fair, which followed Barack Obama around for 6 months.  Obama has 

routinized the everyday elements of his life as much as possible and this is why… 

“You’ll see I wear only grey or blue suits.  I’m trying to pare down decisions. I don’t want to make decisions about what I’m 

eating or wearing. Because I have too many other decisions to make… you need to focus your decision-making energy. You 

need to routinize yourself. You can’t be going through the day distracted by trivia.” 

 

Here are some suggestions of simple but useful systems to help keep you organised… 

 

Always confirm external meetings a day or two before and make sure you know where you’re going and how to 

get there (I started doing that after too many meetings that were a no show and too many stressed out running late 

moments trying to find the address on my phone) 

Schedule travel time into your calendar 

Write tomorrow’s to do list at the end of each day 

Identify which tasks will have the greatest impact and start with those 

Have a system for checking and organising your inbox.  There are also apps such as mailbox where you can 

schedule emails to come back into your inbox at a relevant point, which works well with tickets for events. 

Have a physical or virtual to do list – I love a notebook but there are some great apps like Wanderlist and todoist 

If you find yourself running out of time it can be helpful to track your time for a week so that you can see where it 

is going and identify where it is being wasted 

Cut down on non-essential email but making it policy not to cc anyone unless it is absolutely necessary and then 

come up with a more efficient way of sharing key information such as a monthly report 

Focus on the task at hand and avoid distractions as it takes time to switch between tasks and be productive again.  

If you’re working on something important turn off your email alerts, out your smartphone in a drawer and turn off 

safari.  You’ll notice if you’re addicted to incoming information if you’re twitching to press buttons when you do that. 

 

It’s worth asking the most efficient and successful people you know how they organise their work and life as they’ll 

no doubt have some great systems and tactics to keep them on track. 

 

You should also consider what sort of example you are setting your team.  It’s hard to hold someone accountable 

for missing a deadline if you’re missing deadlines.  Your actions must align with what you’re saying and you need to 

set higher standards for yourself than you set for your team.   That is only going to be possible if you set some 

boundaries and don’t say yes to everything and if you learn how to delegate well. 

 

Further reading… 

Barack Obama profile in Vanity Fair http://www.vanityfair.com/politics/2012/10/michael-lewis-profile-barack-obama 

 

How to be a productivity ninja by Graham Allcott, a former charity CEO 

  

http://www.vanityfair.com/politics/2012/10/michael-lewis-profile-barack-obama
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Delegation 
 
“No person will make a great business who wants to do it all himself or get all the credit.” 

Andrew Carnegie 

 

There are many benefits to getting great at delegating.  It will save you time.  It ensures that the 

resources of the charity are allocated in a cost effective way because you won’t be being paid a senior 

salary to carry out tasks that could be done by one of your team.  It also gives others an opportunity to 

learn and develop themselves and it can help to train your successor.  If you delegate well then you give 

your direct reports the permission to do the same and the whole team becomes more efficient. 
 
Jenni Anderson talks about this from the perspective of the person being delegated to… 

“It is about taking that step up when the opportunity arises. If your boss is off, but there's a finance committee that week, 

could you go in their place? Even if you don't say anything, you may learn from the conversations around you. If you want 

to be in a position where you're managing a team or larger income streams, you are going to have to step out of your 

comfort zone. Building confidence is key so find ways to acquire the skills you will need and will subsequently build that 

confidence.” 

 

Delegation can be tricky 
People often find delegation hard to get right.  These are the things that often go wrong… 

 Some people don’t like asking others to do “their work” and feel it is imposing 

 Others think “I can do this quicker myself” 

 It can be hard to let go of ‘control’ and pass work to others 

 You want it done ‘right’ (i.e. your way) and then you are disappointed when it is approached differently 

 The briefing and handover of the task are rushed or poorly executed 

 People delegate the tasks they just don’t want to do or have run out of time for 

 The task is not at the right skill level for the person you are giving it to 

 The project really needs your input or that of someone more senior than you 

 You don’t ask someone to carry out a task - you tell them and without advance warning 

 

Getting it right 
Here are some key parts of the process of effective delegation… 

Do you need to delegate?  Are you struggling to get through your to do list?  Stressed and working long hours?  

Lacking the time to focus on strategy and important donor relationships?  Those are all signs that you would benefit 

from delegating.  Also look at whether you are missing opportunities to develop your direct reports by not 

delegating meetings and events to them if you are unable to attend. 

Identify projects that could be delegated.  Not everything will be a good project to delegate.  It should be a 

distinct project in itself rather than part of a larger process.  It cannot be dependent on your constant input or that 

of people more senior than you.  It should be time measured so that it can be realistically built into workloads.  It 

needs to be clearly defined. 

Identify the right person to delegate to.  Do they have the skills, knowledge and experience to deliver on this 

project?  Do they have the time?  Will they need any training or to attend any key meetings before they take on the 

task? Are they keen to take on more work?  Will they approach it with the level of detail or creative thinking that you 

have in mind? Are there any internal political issues with your choice?   

Give them advance warning.  Make sure that you are not dumping a task on someone last minute.  And ask them 

nicely with a brief explanation of the task and why you chose them to delegate it to. 

Brief them on the task.  This should include… 
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 Context of the task/project 

 Why you selected them and what you think they bring to the project 

 In-depth description of the task and process 

 Key outputs and outcomes 

 Resources available to them 

 Support you will offer 

 Decision-making remit – are there decisions you want to be consulted on? 

 The updates you would like – frequency and level of detail 

 Whether or not you want to be copied in on relevant emails 

 How you would like them to approach the task (if necessary or a junior staff member) 

 Timings and deadlines 

 

Following up 
 Be available.  Make sure that you are available to your colleague if they need you and check in – but not too 

often!  They may well have clarifying questions to ask you once they get started on the project. 

 Manage the messaging.  If there is any chance that delegating this project could cause internal issues (which 

may happen if it is seen as a development opportunity) then think carefully about how you proactively manage 

the communication of the project delegation to the team. 

 Give credit.  It is really important that you give credit to the person doing all the work. 

 Feedback.  Take the time to give feedback on the project. 

 Say thank you 

 

One final point on delegation.  If you are delegating to an experienced manager or head of team, you need to have 

the trust in them to let them run the project their way.  They are good at their job and got that way by working in a 

way that works for them.  If you ask them to essentially become a clone of you and do it all exactly how you would 

do it, then they will get frustrated and you will be disappointed.  If you are delegating responsibility for the project 

then respect their way of approaching it. 

 

“Don’t tell people how to do things, tell them what to do and let them surprise you with their results.” 

George S. Patton, wartime US General  

 

“Part of what I'm trying to bring here is a sense of empowering people as I firmly believe people are able to step up and 

take responsibility. That's generally what they want to do, and I know from my own personal experience, that I’ve 

performed best when I’ve worked for people who trusted me, rather than people who've controlled and questioned and 

limited what I'm able to do.”  

Kath Abraham, Diabetes UK 
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Managing Upwards 
 

You may have a team to manage but sometimes managing upwards can be the hardest part of your job.  

Your team will be looking to you to secure the resources and decisions they need from your line 

manager, so it is worth investing time in building a strong and mutually respectful relationship. 
 

Understand what is expected of you 
It is always a good idea to clarify with your boss what they are expecting from you.  Make it part of your induction to 

download that from them covering topics including… 

 What in their opinion are your main priorities for the next 3, 6 and 12 months? 

 Where do they think the greatest opportunities for growth are in your area? 

 Which areas do they think will be the most challenging and do they have a preferred way for you to tackle 

them? 

 How often do they want to meet with you and what format will that meeting take? 

 What communication would they like from you in between meetings?  Would they prefer that you email them 

as things come up or save it all up for one email or meeting? 

 What level of problem do they want to know about and what are you okay to deal with yourself and tell them 

what you did? 

 

Understanding your manager 
The main secret to influencing anyone is to understand that individual as well as you possibly can.  There are things 

you can ask them about themselves but many people aren’t self-aware and you can learn almost as much by 

watching and listening to how they deal with you and others.  Here are some things to look out for… 

 

What seems to stress them out or make them anxious?  Most otherwise calm CEOs will get stressed in the run up to 

Board meetings for example.  Watch for the body language, tone of voice and the words they use that give you a 

clue that they are not happy – them you’ll be able to pick up when you are saying or doing things that are sending 

them in that direction. 

 

What are their bug bears?  For some people it is typos – if you send something to them with a typo in it then they 

start to doubt your ability to deliver on the detail of everything.  For others it might be perceived negativity or not 

listening enough – listen to what your manager complains about when they are talking about other people. 

 

What are they passionate about?  What do they talk about with the most energy and enthusiasm? 

 

How do they prefer their information?  Do they like stories or charts?  Are they a visual person who sketches out 

ideas?  Do they make lists?  Do they want to go into the detail of everything or do that find that boring and want big 

picture thinking? 

 

Are they risk averse or do they like to innovate and push boundaries? 

 

If you use a personality profile like Insights or Myers-Briggs in your organisation then ask your manager about their 

profile and share yours.  

 

Invest in your personal relationship with your manager.  It is always nice to start with a lunch where you can chat 

about things other than work as well.  Your manager is human just like you, with a whole life and other priorities 

outside of work, even if it sometimes doesn’t feel like it.  Taking the time to remember their children’s names or ask 

about their hobbies shows that you care about them and builds rapport. 
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Helping your manager get the best out of you 
Make sure that you understand what your manager wants you to do when they delegate a task.  It is helpful to 

reflect back to them what you heard them ask for and ask any clarifying questions you need to. 

Share with your manager what motivates you and what makes you feel valued. 

 

Even if your organisation doesn’t routinely use personality profiling you could share your profile if you have one or 

suggest that as a leadership team you all get profiled so you can work even more effectively together. 

If you need input from your manager then share with them what you need, by when (and why if necessary). 

Influencing your manager 
There may be times that you and your manager do not agree on the best way forward on a particular issue.  It is 

important to find a way to disagree with your manager that is professional, constructive, persuasive and shows 

appropriate respect for authority.  How you do that is going to depend on the individual and what you have learnt 

about them.  Some people appreciate directness, some people like to go away and think about problems and come 

back to you, some like a good debate and others find it hard to say when they disagree but find another way of 

showing you.   

 

Timing is also important – if you catch me when I am tired, have sat in boring meetings all day and am hungry, it is 

likely that I will be less positive than if I am feeling rested and well fed.  If you need something from your manager 

catch them at a good time for them. 

 

Think like your manager.  By which I mean understand their priorities and try and consider things from their 

perspective as well as yours.  If you can understand what their concerns might be about a proposal then you can 

acknowledge those concerns and make counter-arguments.   If your manager is the CEO then try and think 

organisationally rather than like a fundraiser. 

 

Accept that sometimes you won’t get the decision you want from you manager.  It is really important to know when 

you cannot win a battle, acknowledge to yourself that they have more responsibility than you and therefore more 

authority and accept and make the best out of the decision that has been made. 

Managing yourself 
Consciously decide what impression you want to give to your manager and keep that front of mind every time you 

communicate with them.  Don’t be too relaxed even if they are super friendly – they are still your superior and need 

to be treated with respect.  Sometimes people are not as straight forward as they may appear - people can seem 

relaxed for example but still judge you for informality in certain situations.  My advice is to start cautiously if you 

don’t know your manager at all.   

 

Be aware of the things you do that previous managers or colleagues may have found annoying and make sure that 

you manage your behaviour.  I sometimes talk over people when I’m really exited about an idea and people can 

find that disrespectful (and it is - though not purposefully) so I have to consciously slow myself down and allow 

other people more space in the conversation. 

 

Stop and think when you are stressed or worried.  If you blast off an email in panic every time something goes 

wrong rather than reviewing the situation and considering the best approach that will make you seem less in 

control of your area and yourself. 

 

Go to your manager with solutions, not just problems.  It is old advice but still very relevant, particularly for senior 

staff. 
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Influencing your colleagues 
 

When you are heading up a fundraising department, some of the most important relationships you have 

will be with your peers - the directors of other departments.  Even heading up particular income streams 

you will find yourself needing to work effectively with other departments to be successful in your role. 

 

You will be working with your finance team to pull together budgets, improve income-tracking systems and 

reconcile monthly management accounts.  You will be working with your communications team to support your 

corporate supporters and run integrated campaigns.  You’ll be working with your programmes team to gather 

project information and take doors on project visits.  And that’s just for starters! 

 

In many charities tensions exist between the various departments, often around similar pressure points.   If you are 

a Director of Fundraising it is your job to reduce those tensions and improve working relationships with other 

teams.  You can’t afford to be passive about that – you have to be proactive as it may well determine how successful 

you can be in your job. 

 

When you start 

You have the opportunity to create a blank slate when you are new to the role.  Invest time in developing 

relationships with your peers.  Take the time to meet with each of them to understand...  

 How their department works 

 What their main challenges are  

 Where they crossover with your team – what do they need from you and what do you need from them? 

 What they think about their relationship with the fundraising team 

 How your two teams could work better together 

 

If possible build a personal relationship with your fellow directors (or heads of team if you’re heading up an income 

stream) that will enable you both to navigate tricky times.  Take them out to lunch or go and have a coffee together 

out of the office every now and then.  When I start a new role as Director of Fundraising I do my best to make my 

Finance and Programmes Directors my new best friends.   

 

If you both come from a place of mutual respect and trust and genuinely like each other, it will make it much easier 

to resolve conflicts, or even catch issues before they escalate to become conflicts.  If your organisation has a culture 

that values collaboration and sets out behaviours to support collaboration then dealing with inter-departmental 

tensions will be much easier. 

 

If you come from a place of openness it will encourage others to do the same.  Be clear what you need from other 

teams and what you’d like to change, but also acknowledge where your team, processes and attitude could improve 

and take responsibility for making that happen.  If you understand the objections you may face around any changes 

you wish to implement then you can prepare a stronger case for change by pre-empting those objections. 

 

You can also use Senior Management Meetings as a place to build relationships.  You can build trust by thinking 

beyond purely fundraising, supporting your colleagues when they bid for more resources and acknowledging what 

their team does. 
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Do your internal PR 
I have lost count of the number of times I have heard fundraising called “a necessary evil” – a phrase that 

undermines both the donor and the fundraising team who work hard to deliver income.  There are a number of 

reasons that fundraising can get a bad reputation.  Often fundraising is misunderstood.  Colleagues don’t know 

what fundraising really involves, or how complicated or stressful it can be at times.   At worst all they see is the 

salaries and the relatively high staff turnover and their experience is often being on the receiving end of requests 

for information or project visits without any feedback or recognition that they took time out of their busy schedule 

to help. 

 

In organisations where fundraising is a small part of the organisation’s income, it can be hard to get any traction as 

it is considered low priority.  In those situations it is useful to make a clear business case for fundraising, 

highlighting what voluntary income has paid for over the past few years and what it could fund in the future. 

 

If negativity about fundraising exists in your organisation then you and your CEO need to address it together at 

Senior Management Team level.  A culture where fundraising is part of everyone’s job is a helpful goal to have.  

Your role is to make your fundraising team the best it can be and to work well with other departments but your 

CEO needs to lead by example and not tolerate negativity about any team to become entrenched in the 

organisation. 

Communicate 
I think internal communication is a really powerful tool for changing minds and improving relationships.  Firstly 

acknowledge the contribution of other departments – from providing you with a great service, to attending project 

visits or pulling together a project budget promptly for a funding application.  When you are sharing successes at 

Senior Management Team meetings, be sure to recognise any contributions made by your colleagues and their 

departments.  And when you secure a donation as a result of a project visit, the first person to know should be the 

colleague who showed your donors around the project so that they can feel good about the vital role that they 

played.   

 

I strongly suggest creating a monthly fundraising report ,which is shared with the fundraising team, your CEO and 

the other directors.  This shows everyone exactly what you are doing – helping people to understand more about 

what you do and how varied and complicated it is.  Not everyone will read it but at least they then can’t claim that 

they didn’t know about your plans.  It also gives you a forum to highlight the contribution of individuals from other 

teams and thank them publicly.  When I’ve done this in the past it has prompted conversations between teams and 

even led to recruiting colleagues as volunteer fundraisers for events. 

 

“Many of my colleagues [in other teams at British Red Cross] are rightly focusing on the present. Fundraisers are, by and 

large, planning, spending and operating in the future tense.  What folk will give tomorrow was probably raised many 

moons ago.   So I think we as fundraisers live in slightly different universes to some other parts of our organisations and 

because almost all our engagement is with the outside world whilst others maybe be more internally focused we may see 

things from a different perspective.   

 

As a fundraiser your beliefs, and why you're here are just as important as the aid worker or anyone else. You want to 

change the world, it's just that you've landed on the thing that you can do really well to do that.” 

Mark Astarita, British Red Cross 
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Networking 
 
Networking.  It’s part of the job description, certainly at Director level and usually if you’re heading up an 

income steam too.  The word ‘networking’ conjures up images of dull conference rooms, strangers that 

you’ve got no interest in talking to, business cards and horrible wine.  It’s no wonder that many us of 

shudder when we hear the words ‘networking events’.   

 

And yet, I am a massive fan of networking.  Because, at its heart, networking is about relationships.  It’s 

about friendships.  It’s about helping people.  It opens doors to new opportunities.  It’s about learning 

and sharing.  It expands my world beyond who and what I already know.  And what’s not to love about all 

of that? 

 

So if the word networking has negative connotations for you then replace it with relationship building, or 

making new friends.  Feel better about it now? 

 

There are many articles on networking so I’m not going to try and teach you how to do it.  I’m just going 

to share what I’ve learnt about how to make networking (in the sector and beyond) work for me and 

what I’ve gained from it.  My aim?  To inspire you to make 2017 the year that you expand your network 

and you love it. 

 

Find the situations that work best for you 
I’ve made new friends in all sorts of places – at meetings, on work courses, on holiday, online and at events.  A room 

full of lots of people makes me wants to run away (truly) so I try and find, or create, more structured opportunities 

to meet people.  For example - I found backpacking hard because I had to introduce myself to new people in each 

hostel, which is hell for a shy person.  But I loved a backpacking tour where 30 of us travelled around Italy together 

and I made friends for life on that trip. 

 

When it comes to networking, a structured event makes things so much easier.  If the situation calls for you to talk 

to other people (as opposed to randomly going up to people) then that first tricky step is done for you.  You’re not 

interrupting anyone – you’re just doing what is expected of you.  After that you’re just being friendly and interested 

in other people and that’s easy, especially for fundraisers.  So courses and events with workshop elements are a 

great way to build your network. 

 

I also choose situations that bring out the best in me.  Socially I’m shy but in a professional context I am confident 

so I know that I am comfortable in situations that have activities or involve talking about work.  Parties are 

intimidating but a room full of Fundraising Directors or a workshop on leadership– much easier!  For other people it 

might be the other way around – find out what works for you and focus on that. 
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My top tips for networking events 

 
 I choose events that I’m interested in – usually 

with a speaker.  Why? 

 I’m learning something - so even if I don’t meet 

anyone interesting I’ve had a productive time 

 There’s a built-in conversation starter  - “What did 

you think of the talk?” or “Have you heard them 

speak before/read their book?” 

  I’m sat next to at least one person.  Always say 

hello when you sit down and don’t leave a gap 

between seats.  It is so much easier to say “hello” 

the person sat next you than it is to approach a 

group of people in a room. 

 I look for someone else on their own and go and 

say hi to them.  They’re often relieved, as nobody 

likes standing alone at an event. 

 I have a couple of small talk conversation starters 

– then I’m not trying to think of something to say.  

They might about the room, or the topic or the 

biscuits! 

 I welcome other people to the conversation so 

that nobody feels left out. 

 I look for people who look like they’d be potential 

friends. I want to have enjoyable conversations so 

if I am drawn to someone who looks friendly and 

smiley, that is more likely. 

 If I don’t really want to go I’ll take someone with 

me or arrange to meet someone there.  We’ll still 

mingle but it makes sure I actually go instead of 

coming up with an excuse.  

 

Be yourself 
 

As a fundraiser it is likely that you are naturally friendly, curious about people and helpful.  Awesome – you’re a 

natural networker. 

 

People notice your energy.  That may sound hippy dippy but happy, positive, friendly people draw others towards 

them before they’ve even started talking.  We instantly like them.  Before I go into a situation where I am meeting 

new people I take the time to leave behind the stresses of the day and I decide to be open, approachable and 

friendly. That changes my body language, my attitude and the general energy or vibe that I‘m giving off to people. 

 

The most interesting, inspiring and attractive people I know are really authentic.  They know who they are and they 

like who they are and they don’t edit it for other people. Give yourself permission to be authentic when you’re 

meeting new people.  If you’re a storyteller and like being centre of attention then embrace that, equally if you’re 

more interested in learning about other people and asking questions that’s great too.   
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Make new friends 
I resolved many years ago that when I went to a networking event my aim was to have a couple of good 

conversations rather than lots of dull ones.  Genuine connections are hugely valuable, much more valuable than 

coming away with a handful of business cards.  It also makes it so much less painful when your goal is to meet nice 

people.  If I meet someone who would be useful for my business but whose company I don’t enjoy, then I rarely 

stay in touch.  I might connect to them on Linked In but that’s about it.   

 

These days I proactively reach out to people I’m interested in chatting to further and I have found people to be 

really open to that.  I don’t meet people that I have a genuine connection with every day, so when I do I take the 

initiative and arrange to see them again.  I’ve had one-off meetings with people and thought they were great so 

arranged coffee with them – they’re now good friends.  I’ve spoken on panels with people who have  then hired me 

to facilitate a strategy day.  Years ago I saw the Institute of Fundraising was running a course for career changers 

and I thought that, as a fundraiser and career coach, I could contribute to that - so I asked if they needed a speaker.  

I was invited to speak on the panel and ended up meeting two great people.  One has turned out to be a friend and 

my major donor guru and the other became a Trustee of the charity I was leading and then later gave me a job. 

 

Those are just a couple of examples.  Some of my favourite people are those I have met randomly at events or 

those I proactively reached out to.  I saw a coach working with a client I really wanted to work with so I emailed him 

and suggested coffee.  We now meet every two months for some of the most productive and thought provoking 

conversations I have. 

 

I would really encourage you to listen to that little voice that says “I should speak at that event”, or “I‘d love to chat 

to that person more” and step outside of your comfort zone and reach out. The worse that can happen is that they 

ignore or politely say they’re too busy.  No harm done. 

 

Be helpful 
I never approach any relationship focused on what I can get from it.  My first thought is always how can I help this 

person.  I’m always giving career advice, giving input on marketing plans and business models or suggesting a book, 

website or connection.   I love to use what I know to help others and that has proved really useful in my career and 

business.  I also love to learn.  If someone runs a business I’m fascinated by the story behind it, the business model 

and what they’ve learnt along the way.  

 

I often ask people what they need at the moment so that I can keep my radar on for it.  As a former recruiter I’m 

always keeping my eye out for job opportunities for candidates who became friends.  I keep an eye out for Trustees 

for my clients or business introductions I can make for people in my network. I do that because I love doing it but it 

also makes me a really valuable connection to have.  If you’re in my network and we like each other than I will be as 

helpful as I can be and as my earlier examples show, that helpfulness is reciprocated, albeit with no obligation or 

expectation.   

 

I get asked for coffee to ‘pick my brains’ at least once a week now and sadly I can’t say yes to everyone and still get 

my work done.  But if a friend asks me to chat to someone who is important to them, I make the time.  

 

I’d really recommend that you think about what you can offer other people when you network.  I have a friend who 

loves to travel and always has a hotel or restaurant recommendation for her contacts when they’re going on 

holiday and people think really fondly of her.  You might be an amazing corporate fundraiser or great with 

spreadsheets.  Whatever it is look for opportunities to help people. Did you have a great connection with that 

person?  Did you notice they tweeted a question and you have an answer for them?  Do you have some skills, 

knowledge or experience that is relevant to them that you could offer in return? 
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Draw people to you 
The other aspect of networking is ‘pull marketing’ i.e. do things that draw people towards you, especially the people 

that you want to meet. 

 

 You could attend an event and meet a few people.  Or you could be a speaker at an event and hundreds of 

people will know who you are and hear your message.  Which one is the best use of your time? 

 

 Why just attend an IOF Special Interest Group when you could sit on the committee and build strong 

relationships with your peers whilst giving back? 

 

 Why not share your experience on a blog or publish on Linked In Pulse?  Linked In and broader social media are 

great ways to reach out to people. 

 

I hope this inspires you to find a way of networking that works for you and that you enjoy.  And I hope you meet 

some great people in 2017 as a result.  Good luck with it. 

 

Further reading… 

 

For inspiration on stepping outside of your comfort zone read a biography by someone you admire.  Great people 

rarely stay inside their comfort zones for long.  My current favourite is ‘Year of Yes’ by Shona Rhimes (creator of 

Greys Anatomy and Scandal). 
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