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Donal Watkin
Chief Executive

Association of Charitable
Organisations (ACO)

Intfroduction

Navi

gating a
challenging

Salary benchmarking ‘ ‘

| am delighted to introduce the
findings of the second edition
of our salary benchmarking
report. As the pressures facing
the charity sector continue to
intensify, ensuring that
Association of Charitable
Organisations (ACO) members
can attract, retain and properly
reward their people has never
felt more important.

landscape
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The economic environment facing
charitiesin 2026 remains demanding.
The cumulative impact of inflation
onorganisational budgets and staff
salaries continues to be felt. At the
same time, theincrease in employer
National Insurance contributions
introducedlast yearhas placed
additionalandimmediate pressure
on charity payrolls.

Against this backdrop, the
competitionfortalented staff

has not diminished. Candidates
increasingly expect not just a fair
salary, but abroaderpackage -
including flexible working, meaningful
benefits, and aworkplace culture
that supports theirwellbeing.
Formany of our smallermember
organisationsin particular, meeting
these expectations while managing
tighterbudgetsrepresents a genuine
and growing challenge.

y
The cumulative impact of
inflation on organisational
budgets and staff salaries
continues to be felt.
[ J |
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ltisin precisely this context thatwe
believe this survey hasits greatest
value. The data gathered fromacross
ourmembership provides an honest,
peer-to-peerpicture of where ACO
organisations currently stand - on
pay, benefits, and working patterns.
We hope it gives members the
evidence they need to benchmark
theirown provision, have informed
conversations with their trustees,
and make the strongest possible
case forinvestingintheirpeople.

| would like to formally thank our
sponsors - Merrifield Consultants -
for providinginvaluable financial
supportand our colleagues at

Red Stone forthe outstanding
design and production of thisreport.
Both organisations have made vital
contributions to this project.

We hope thisreportonce again
provides you and your colleagues
with avaluable reference point for
discussions aroundretaining and
rewarding your key organisational
asset - your people.
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Stuart Milliner

Head of Merrifield
Consultants

Foreword

Unlocking

Across the charity sector, the

conversation about people, pay
and organisational sustainability
has never been more important.

Charities today operateinacomplex
environment: financial pressures
remainreal, expectations of
employers are evolving rapidly,

and the competition for talented
individuals has intensified.

ny
The findings offer valuable
insightinto how charities are
approaching remuneration,
benefits and ways of working.
as

valuable
insights
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Against this backdrop, the ACO
Salary Benchmarking and Working
Patterns Report provides an
important evidence base forleaders
and trustees across the membership.
The findings offervaluable insights
into how charities are approaching
remuneration, benefits and ways of
working, and highlight both the
progress being made and the
challenges thatremain.

One of the clearest messages

from this year’'s datais the careful
balance organisations are striking.
Pay awards remain broadly aligned
withinflation, reflecting the financial
realities many charities face while
demonstrating a continued
commitment to supporting

staff through a challenging
economic period.

Atthe sametime, thereport
highlights the significant variation
that exists across the sector,
particularly at leadership level,
reinforcing theimportance of
robust benchmarking when
boards and executives consider
remuneration decisions.
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Thereportalsounderlines that
salaryis only one part of the overall
employment offer. Flexible working,
wellbeing support and opportunities
forprofessional development are
increasingly centralto attracting
andretaining talented people.
Encouragingly, the findings suggest
that hybrid working is now firmly
embedded acrossACO members and
iswidely viewed as an effective model.

At the same time, the data highlights
the structural challenges faced by
smaller organisations, which often
have fewerresources to offer
enhanced benefits orbroaderreward
packages. As competition fortalent
continues to evolve, this will remain
animportant strategic consideration
formany charities.

Ultimately, organisations thatinvest
thoughtfully intheir people willbe
best placedto deliverlong-term
impact. Merrifield Consultantsis
proud to support the Association
of Charitable Organisations as a
corporate partner,and we hope the
insightsinthisreport help members
make informed decisions that
strengthen their organisations

and the vitalwork they do.
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Methodology

The primary objective of the
2026 ACO Salary Benchmarking
and Working Patterns Survey
was to gatherup to date data
onremuneration, employee
benefits and working practices
across ACO member
organisations. This enables
charities to benchmark their
own arrangements against
those of their peers.

6%

Atotal of 41responses were
received, representing 36%
of our membership

The survey was conducted through
anonline platform and distributed to
all ACO membersin November2025.
It comprised 29 questions across
fourkey areas: pay awards, salaries,
employee benefits and working
patterns. Arange of question formats
were used, including multiple choice,
scaledresponses and free-text
fields. Atotal of 41 responses were
received, representing 36% of our
membership.

To enable more meaningful
comparison across the membership,
respondents have been groupedinto
fourincome bands for the pay
awards and salary benchmarking
(under£Im, £Im-£2m, £2m-£5mand
£5m+) and then threeincome bands
forthe employee benefits and
working patterns (under £1m,
f£fIm-£5mand £5m+).

ACO Salary benchmarking and working patternsreport 2026
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These bandingsreflect the
significant variationin organisational
scale, resource and HR capacity
across the ACO membership, and
allowfindings to be interpreted
inaway thatisrelevantto each
organisation’s context.

You will also see frequentreference
tolower quartiles and upper
quartiles. For the purposes of this
report we are defining the former as
the average of the bottom 25%
responses andthelatterasthe
average of the top 25% responses.

Allresponses were reviewed priorto
analysis to ensure confidentiality and
anonymity. Where responses were
clear outliers orappearedtoreflect
dataentry errors, these were
excludedto avoid skewing the
results.
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A note onregional
salary variation

Inour 2024 report, analysis of

the salary datadid notreveal a
statistically significant difference
between salariesin London and
thosein other UKregions. Given that
thisyear’s survey attracted a similarly
London-weighted respondent base,
with a significant proportion of ACO
members headquarteredinthe
capital, we have again chosen not

to differentiate salary data by region.
We believe that presenting asingle
set of benchmarks, banded by
income ratherthan geography,
offers the most practical and
representative guide formembers
across the country.

We are grateful to everyone who
took the time to participate. As the
survey grows year onyear, we hope
the data will continue to become
richerand more valuable to the
whole ACO community.
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Who took partinthe survey?

Respondents by income

Respondents by charity type

Poverty relief - 12.5%
Regional - 12.5%
e R
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

ACO Salary benchmarking and working patternsreport 2026 6



Introduction Executive summary Pay awards Salary benchmarking Employee benefits Working patterns Closing thoughts e — 9

Executive
summary

/N
VRS
f""'l"'- -

ACO Salary benchmarking and working patternsreport 2026 7



‘ Introduction _ ‘ Pay awards ‘ Salary benchmarking ‘ ‘ Employee benefits ‘ ‘ Working patterns

Pay awards

2025 pay awards averaged 3.3%
with anticipated 2026 awards
averaging 3.1%. Thisrepresents a
0.2% decrease but stillremains
broadly aligned withinflation.
Only 3% of respondents were
planningincreases above 4%.

Nearly two thirds of charities (63%)
cited cost of living as the key factorin
determining pay awards, with only
2.4% citing market competitiveness/
staff retention.

Fixed salaries continue to dominate,
with only 21% of charities using salary
bands. Additional payments were
increasingly rare: 71% use none, with
asmallnumber of charities using
performance bonuses, cost of living
orretention payments.

Although 93% of respondents
benchmark salaries (formally or
informally) only 17% used this data
when setting pay awards. 27% aimed
tomatchthe median (50th percentile),
and only 7% aimed for the upper
quartile, suggesting those
respondents were aimingto be
competitive but not “premium”
payers.

Salary
benchmarking

CEORoles

CEOQO salariesranged between
£54kto £154k with an average
salary of £98k.

The £64k quartile spread suggests
that CEO pay continues to be highly
individualised and not simply a
function of the charity size. This
indicates that factors beyond the
income band, suchas CEO
experience, organisational
complexity, geographiclocation
and board philosophy canalso

play significantroles.

ACO Salary benchmarking and working patternsreport 2026
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Senior managementroles

Seniormanagement salariesranged
from £60k-£82k with an average
of £71k.

C-suiterolesincluding Chief
Financial Officer (£E82k) and

Chief Operating Officer (£78Kk)
commanded a premium whilst
Communications/Marketing/
Volunteering Directorlevelroles
(£E60k) appeared tolagbehindthe
seniorleadership payrange.

Managerroles

Managerroles averaged £49k.

Regional Managers were the highest
paid at £56k on average, followed
by Finance /Accounts Managers

at £55k.

Administration and Office Manager
roles were the lowest paid (£38Kk),
despite theiroperational
importance.

Officer/executive roles

Officerand Executive roles averaged
£36k.

“Senior” titlescommanded a15-24%
salary premium. For example, Senior
Caseworker averaged £46k, earning
24% more than Caseworkerat £37k
and Senior Grants Officers averaged
£39Kk, earning 15% more than Grants
Officerat £34k.

63%

Nearly two thirds of charities

(63%) cited cost of living as the key
factorin determining pay awards,
with only 2.4% citing market
competitiveness/staff retention.
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Employee benefits

Enhanced pension schemes,

formal flexible working practices,
additional annualleave, professional
development training and employee
assistance schemes formthe core of
most benefits packages, though
enhanced pensions drop to only 45%
amongst the smallest organisations.

Benefits that appearto scale
withincreasesinincomeinclude
mental health and wellbeing support
(18%-70%), enhanced parental

leave (18%-70%), and professional
membership subscriptions
(18%-80%). Smaller charities seem
to be significantly behind on these.

Interestingly, healthinsurance
appearslesscommon atthe largest
organisations (40%) than the mid-
sized ones (560%). What also stood
outwas thatvolunteering leave
seemed generally underutilised,
just 24% overall.

Working patterns

Hybrid workingis clearly embedded
across therespondents, 93% of
charities operate eitherahybrid or
remote working policy, with hybrid
working accounting for 63% of
staff time. Three days perweek
inthe office is the most common
arrangement, and flexible start

and finish times are offered by

85% of organisations.

Flexibility seems toincrease with
organisation size. Forexample,
compressed or four day week
options are only offered by 18% of
smaller organisations (<£1m) versus
70% of largerones (E5m+) and job
sharing seems almost exclusive to
thelarger charities.

Despite strong provision of home-
working equipment and IT support
(provided by approximately 85% of
charities), 56% do not reimburse
staff travel costs when attending the
office. Thiswas most pronounced
amongst the smallerrespondents at
73%, which may create challenges if
in-person attendance increases.

ACO Salary benchmarking and working patternsreport 2026
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Pay awards

The average pay award for2025 . .
was 3.3%. ranging from1.7% to Pay awards for 2025 and anticipated pay awards for 2026

5.5%. Anticipated pay awards for
2026 averaged sslightly lower at

6%
3.1%, ranging from 1% to 4.1%.
Thereis anotable shiftinthe
distribution of pay awards that 5%
suggested amove towards more 4.4%

moderate, inflation aligned awards:
4%

o Charities planning awards of less
than 2% nearly doubled from 11%
in20251t018%in 2026. 3%

o Those planning awards above 4%
decreased ssignificantly from 8%
tojust 3%. 2%

1%

B
/

0%
Lower Average Upper Lower Average Upper
quartile quartile quartile quartile

Pay award 2025 Pay award 2026

ACO Salary benchmarking and working patternsreport 2026 1
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The slightreductionin planned
awards may create recruitment
andretention challengesif the
widerlabour market offers higher
increases. In particular charities
inthe £2m-£5m band offering the
lowest awards may face particular
competitive disadvantages. At the
same time, the generalreductionin
charities planning awards >4% may
indicate growing financial pressures
more broadly across the sector.

Pay awards by income band: 2025 (actual) v 2026 (anticipated)

6%

5%

4% —— 3.8%

3%

2%

1%

0%

<f£Im

% Pay award 2025 actual

. Anticipated pay award 2026

ACO Salary benchmarking and working patternsreport 2026

3.3%

£Im-£2m

Income band

£2m-£5m

3.3%

>E£5m
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Pay structures Additional payments provided Factors influencing pay award decisions
Poystucre  percentage oo

Fixed salary by role 69% c fliving)
t O,
Broad salary bands 21%  Performance- 21% in%sat%nIV|ng 63.4%
Incremental pay related pay orbonus
2% One-off cost of
scale living payment % feati
Otherapproaches 14% gpay ?rgan!slatlon_s_
Retention payment 7% inancial position

Nearly 70% of respondents use fixed .
salary by role as their primary pay Over70% of respondents provided
structure. This indicates that most no additional payments beyond Benchmarking

charities are setting specific salaries | Standard payreviews. Where

foreach positionrather than using additional payments were made,
salary ranges on|y2'|% use broad theywere more common amongst Market

' faati competitiveness/
salary bands. Iargerorganlsatlgns: Forexample, reter’;ion

half of the organisations providing

Otherapproachesidentified additional payments were charities
included transitioning to experience withanincome of £5morabove. Perf_ormance/
basedsalary bands, and use of o . merit
external benchmarking and grading Cost of living clearly dominates the

decision-making process for pay
awards, with 2in 3 organisations
(63%) indicating this as akey factor.
Only 22% cited theirfinancial
position, despite the challenging
economic environment, perhaps
suggesting organisations are
prioritising staff retention overpure
affordability.

systems. 0% 10% 20% 30% 40% 50% 60% 70%

ACO Salary benchmarking and working patternsreport 2026 13
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Almost 93% of respondents
indicated that they used
benchmarkingin some form.
However, most benchmarking
appearsto beinformal, without a
stated strategy. Of those
organisations which do have aformal
approach, 27% aimed to match the
median salaries (50th percentile),
whilst only 7% aimed for the upper
quartile salaries. This suggests
those respondents were aiming to
be competitive but not “premium”
payers.

Interestingly, only 17% of
respondents cited benchmarking
as the key factorin pay awards.

This suggests thatbenchmarking
may be used forinitial salary setting
whenrecruiting, but annual pay
awards are still driven by cost of
living andinflation.

ACO Salary benchmarking and working patternsreport 2026
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Benchmarking strategy approaches

60%

50%

40%

30%

20%

10%

0%

benchmarking
datainformally

58.5%

26.8%

7.3%
7 4.9%
7 A% B
Use Aim to match Aim for No

the median
(50th percentile)

upper quartile
(75th percentile)

benchmarking
undertaken

«=>
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CEO rOIes Average salary information by band for CEO roles
Lower
quartile
<fIm Average
Overall CEO salary structure
y Lpper £89,000
The surveyreveals a CEO salary a
range of £54,000to0 £154,000
representinga £100,000 salary Lower £74 500
span. Thisreflects the diversity quartile ’
of ACOrespondents, interms of £Im-£2m  Average ////////////////// £91.000
annualrevenues, headcount and 7
organisational culture amongst Upper £113.500
otherfactors. quartile )
The overall salary structure: Lower
quartile £90,000
o Lowerquartile (average of bottom %
25%): £71,000 £2m-£5m  Average / / £110,500
I O
» Average: £98,000 Upper
- £133,500
. quartile
o Upperquartile (average of top
25%): £135,000
. Lower
e Quartile spread: £64,000 quartile
7.
£5 A £119,500
> m verage / j
Upper
quartile £152,000
o £25,000 £50,000 £75,000 £100,000 £125,000 £150,000 £175,000
ACO Salary benchmarking and working patternsreport 2026 16
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This £64,000 quartile spread (the
difference between the upper
and lower quartiles) demonstrates
that CEO pay is often highly
individualised. Itisnotsimply a
function of organisational size or
headcount, and may indicate that
the influence of factors such as
CEQO experience, organisational
complexity, geographiclocation
and board philosophy may also play
significantrolesin determining
remuneration.

ACO Salary benchmarking and working patternsreport 2026
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Relationship between CEO salary and organisation headcount

£160,000

£140,000

£120,000

£100,000

£80,000

£60,000

£40,000

£20,000

50

100

150

Headcount (full-time equivalent)

200

250

300
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CEO salary by income band

<f1m charities

Lower quartile £61,000
Average £77,000
Upper quartile £89,000
Range £54,000-£90,000

£Im-£2m charities

Lower quartile £75,000
Average £91,000
Upper quartile £113,000
Range £74,000-£117,000

£2m-£5m charities

Lower quartile £90,000
Average £111,000
Upper quartile £134,000
Range £90,000-£134,000

>£5m charities

Lower quartile £71,000
Average £120,000
Upperquartile £152,000
Range £67,750-£154,000

ACO Salary benchmarking and working patternsreport 2026
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The smaller charities (<£1m) appear
to show the most standardised
pay practices withrelatively tight
clustering around the average
salary of £77,000.

£Im-£2m charities band shows an
average 19%increase (£14,000)
comparedtothe <£Imband. This
may indicate that remuneration
isnow more actively reflecting
factors suchas CEO experience,
organisational complexity and
competitive pressures within

the sector.

Closing thoughts ]

«=>

The £2m-£5mband shows the
strongest salary progressionwith an
averageincrease of 21% (£19,000)
comparedwiththe £Im-£2mband.

The £5m+band shows the greatest
diversity in CEO remuneration with
the widest quartile spread of
£81,000. However, the average
increase compared to the other
bands of 8% may represent salary
compression at the top end. This
couldrepresent factorssuchas
board sensitivity to public
perceptions of charity CEO pay,
salary caps orgovernance
constraints.

CEO salary as a proportion of organisationalincome

<£Im £500,000 £77,000 15.4%
£Im-£2m £1,500,000 £91,000 6.1%
£2m-£5m £3,500,000 £111,000 3.2%
>£5m £7,500,000 £120,000 1.6%

Understandably, smaller

charities face the highestrelative
costwhenremunerating their CEOs,
representing 15.4% of income
which can present a significant
operational burden.

In contrast, larger charities have the
greatest flexibility with CEO pay only
accounting for1.6% of income for
above £5m charities.

18



‘ Introduction ‘ Executive summary ‘ ‘ Pay awards _ ‘ Employee benefits ‘ ‘ Working patterns ‘ Closing thoughts ‘

Senior
management
roles

The average salary across all the
twelve seniorroles analysed was
£71,000, witha£22,000 spread
between the highest average (CFO
at£82,000) and the lowest average
(Head of Volunteering at £60,000).

We cansee athree-tiersalary

structure: C-Suite (E78k-£82k): CFO,

COOQ; CoreDirectors (£E70-74k):
Finance and Administration,

HR, Fundraising, Charitable Services,
andthen Specialists (E60k-£70k)

There doesseemtoremaina
functional hierarchy inremuneration,
whereroles such asFinance lead and
others suchas Communicationslag.
However, thereis also a significant
overlap betweentheseroles,
suggesting thatindividual expertise
and organisational structure can
influence salaries as much as formal
job titles.

«=>

Average salary information for senior management roles

Chief Financial Officer/
Finance Director

Director /Head of IT

Chief Operating Officer/
Director of Operations

Director/Head of
Finance/Administration

Director/
Head of Fundraising

Director/Head of HR

Director/Head of
Charitable Services

Director/Head of
Impact and Evaluation

Director/
Head of Grants

Director/Head of
BusinessDevelopment/
Partnerships

Director/Head of
Communications/
Marketing

Director/
Head of Volunteering

ACO Salary benchmarking and working patternsreport 2026

£67,500
A A A A A A £52,000 £105.000
£51,500 |
y £79,000
£122,500
£58,000
A A A A A Ao £78,000 299 500
£52,000
A A A A A A A 73,500 £105.000
£48,500 |
A A A A A A £73,000 et 00
£58,500 |
G £73.000
£44,500 ,
G 72500
£49,000 ’
G, 10000
£49,500 ,
A A A A A A € 67,000 s 000
£45,500
A A A A AR £ 65,000 co0.000
’ Ke
£45,500 1 i
AR AAAAAAIR £ 60,500 Wi Lower quartile
£53,000 e = fverage
YL 250000 W Upperquartile
H \ ‘ ‘
0 £20,000 £40,000 £60,000 £80,000 £100,000 £120,000 £140,000
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Regional Managerroles show

the widestrange (£E41k-£80k)
suggesting the scope of theseroles
may vary between organisations.

Finance and Accounts Managerroles
command arelatively high average
salary (E55k) which may reflect

the value placed on professional
qualifications and specialist financial
expertise.

Administration and Office Manager
roles appear the lowest paid (E38k
average) despite often beingthe
operational backbone of the
organisation.

Average salary information for managerroles

£41,000 |
I £56,000

Regional Manager

£80,000

£41,000
% £55,000

Finance/
Accounts Manager

[z

£74,500

£47,000
At £54,

ITManager ALY,

£64,000

£36,500
sy £48,000

Welfare Manager

£62,000

£41,500

Communications/

Marketing Manager £54,000

£47,000
£51,000

HR Manager

£37,000
AT, £46,500

Grants Manager
£56,500

[z £44,00é)51 cob

Fundraising Manager

£38,000 Key
VA A, £43,000 B Lower quartile

£50,000
% Average
28,000

- . £ .
O I, £38,000 Wl Upper quartile
ger h £46,500 |

Volunteer Manager

0 £20,000 £40,000 £60,000 £80,000 £100,000

ACO Salary benchmarking and working patternsreport 2026 20



‘ Introduction ‘ Executive summary ‘ ‘ Pay awards _ ‘ Employee benefits ‘ ‘ Working patterns ‘ Closing thoughts ‘

Average salary information for officer/executive roles

Officer/
executive
roles

“Senior” officerroles commanded
anotable salary premium. For
example, Senior Caseworkers
average £46k, earning 24% more
than Caseworkers (£37k); Senior
Grants Officers average £39k,
earning 15% more than Grants
Officers (£34k).

Compared withmanagementroles,
thereislessvariation betweenlower
andupperquartile salaries.

Most officerroles clusterin the £33k
to£35krange, indicatingrelatively
consistent pay levels across the
organisations fortheseroles.

Senior Caseworker

Executive Assistant

Senior Grants Officer

Caseworker

IT Officer

Impact and Evaluation
Officer

HR Officer

Communications/
Marketing Officer

Finance Officer

Grants Officer

Fundraising Officer

Administration Officer

ACO Salary benchmarking and working patternsreport 2026

£37,500

£28,500

£28,000
st £ 38,500

£31,000
sty £37,000

W rssrasssssdssssssssd £46,000

£48,500

£51,000

£45,500

0,500
'////////////////////////////////////////////// £35, 00({1‘40 500
0,000
///////////////////////////////////////////// £35, 000£41 000
000

£32,
A €35, %g(s) 500

£30,000
[ i £34,502:40 000

£30,500
Wi, €34, 000£40 500

£28,000
iz g £33,50%39 000

£27,000
At £33,000

£38,000
£25,000
A, £ 31,000 £37.500
0 £10,000 £20,000 £30,000 £40,000

£50,000

£57,000

£60,000
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Key
I Lower quartile
% Average

Il Upper quartile
| |

£70,000
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Employee
benefits

The following benefits are
offered by the large majority
of ACO membersregardless
ofincome band:

« EnhancedPension Scheme (80%
overall) - remarkably universal
across mid and large organisations
(95% and 90% respectively),
though considerably less common
among smaller organisations
(45%). Thisrepresents the most
significant gap for charities with
income under £1m.

» Flexible Working Policy - formal
policies are widespread (78%
overall), with similarly high take-up
across allbands (73%, 75%, 90%),
suggestingthisisnow a baseline
expectationacross the sector
regardless of size.

« Additional Annual Leave above
statutory minimum (73% overall)
- well-established across all
bands, with large organisations
almost universal at 90%.

ACO Salary benchmarking and working patternsreport 2026 2
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Enhanced benefits currently provided by respondent charities

Enhanced pensionscheme

Flexible working policy (formal)

18%

Additional annual leave (above 28 days)

Professional development training

Employee assistance programme (EAP)

Mental health/wellbeing support

Professional membership subscription 18%
Healthinsurance/cash plan 27%
Compressed or4-day week option 36%
Hybrid/homeworking allowance 36%
Enhanced paid parental leave 18%
Cycletowork scheme 9%
Long-service leave orrecognition scheme 36%
Paid carers’leave 18%
Volunteering leave 9%

Key:
TETTRNES%N 20-39%
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» Professional Development Training
(73% overall) -100% of large
organisations provide this,
confirmingitis considered acore
investment at scale. Even smaller
organisations score 64%,
reflectingitsimportance for staff
retention.

o Employee Assistance Programmes
(71% overall) - consistently offered
across bands (64%, 65%, 20%),
showing strong sector-wide
awareness of employee wellbeing
support.

Several benefits show a consistent
pattern of increasing prevalence as
organisationincomerises:

o MentalHealthand Wellbeing
Support - strikingly low among
smaller organisations (18%) versus
70% forbothmid andlarge. Thisis
asignificant gap given growing
awareness of workplace
wellbeing.

o EnhancedPaid Parental Leave
-only 18% of <£1m organisations
offerthis, rising to 35% for mid-
sizeand 70% forlarge. Thisisone
of the most pronouncedincome
driven differences across the
whole dataset.

Executive summary ‘ ‘ Pay awards

« Professional Membership
Subscription -increase
significantly with organisation size,
from18% amongst smaller
charitiesto 55% amongst mid
sized organisationsand 80%
amongstlarge charities. This likely
reflects the additional costand
administrative capacity required.

» CycletoWork Scheme - just 9% of
smaller organisations offer this
compared with 45% of mid sized
organisations and 60% of larger
charities. This may partly reflect
lower urban commuter staff bases
insmaller charities as well as
administrative overhead.

o Paid Carers’ Leave -18% (small),
35% (mid), 50% (large) - whichis a
modest but consistent upward
trend.

Ahandful of benefits do not follow a
simpleincome-related pattern:

o HealthInsurance/Cash Plan -
surprisingly, large organisations
(40%) score lower than mid-size
(50%,). This may reflect different
approachesto employee support,
with larger charities potentially
relying more heavily on Employee
Assistance Programmes.

ACO Salary benchmarking and working patternsreport 2026

Salary benchmarking ‘ _ ‘ Working patterns

» Hybrid/Homeworking Allowance
-relatively consistent across
income bands (36%, 45%, 40%,),
suggesting thishasbecome
standardratherthanapremium
benefit.

» Long-Service Leave or
Recognition Scheme - shows no
clear pattern, with mid-size
organisations reporting lower
provision (25%) thanboth smaller
(36%) and larger charities (50%,).
This likely reflects differencesin
organisational culture andinternal
policy ratherthanresource
constraints.

« CompressedorFourDay Week
Options - broadly flatat around
35-36% forsmalland mid, rising to
60% forlarge, indicatinglarger
organisations are more confident
implementing alternative working
models.

«=>

Closing thoughts ‘

Two benefits stand out as significantly
underutilised across the sector:

« Volunteering Leave - offered by
only 24% of organisations overall,
with just 9% of the smallest
charities providingit. Giventhe
mission-alignment this benefit
offersinthe charity sector, uptake
isnotably low.

o Otherbenefits - only four
respondents (10%) indicated
additional benefits not capturedin
the survey options. Theseincluded
enhanced family leave, wellbeing
vouchers (£100-£500),income
protection andlife cover, staff
discountplatforms,andIT
equipment schemes forhome
workers.

The datarevealsaclear
differentiationinthe ACO member
benefitlandscape. Smaller charities
(income <£1m) oftenlack the
resources to match the benefit
packages of larger peers, particularly
onenhanced pensions, parental
leave, mental health support, and
professionalmembership
subscriptions. This creates a
competitive disadvantage in staff
attractionandretentionrelative to
larger members.
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Working patterns

«=>

Flexible working

The vast majority of
respondents have embraced
flexible and hybrid working,
with 93% operating some
form of policy.

Flexible start and finishtimes are
now close to universal, hybrid
working is the dominant model,
and satisfaction with current
arrangementsis strikingly high.
Not asinglerespondentrated their
working pattern asineffective.

However, thereis notable variation
betweenincome band, particularly
around the formalisation of policies,
office attendance requirements,
andthe use of models such as
compressedweeks andjob shares.

Hybrid and remote working policies

Current staff working modes

Yes - formal 73%  55%  60% 6% | dlvoffices 2% 4% 4% 14%
written policy based
Yes -informal o o o o Hybrid (part
arrangement o% 45% 30% 2% office, part 82% 49% 73% 63%
No policy 18% 0% 10% 7% | _home)

Remote (fully 38%  47%  30%  40%

Overall, 93% of organisations operate some form of
policy, either formal (61%) orinformal (32%). Only three
organisations (7%) reported having no policy at all.

Smaller organisations (under £1m) are the most likely

to have aformal written policy (73%). Whilst this may
seem counterintuitive it could reflect that smallerteams
find it easierto adopt clearwritten guidelines. Mid-size
organisations show the highest rate of informal
arrangements (45%), suggesting that amore flexible
orad-hoc approachis common at this scale. Notably,
all20 mid-size organisations reported having at least
some form of arrangementinplace.

ACO Salary benchmarking and working patternsreport 2026

home-based)

Hybrid working is overwhelmingly the dominant model,
accounting foran average of 63% of staff across all
respondents. Smaller organisationsreport the highest
proportion of hybrid workers (mean 82%), while mid-size
charities show a more distributed spread between hybrid
andremote. Fully office based workingis relatively
uncommon across membership, averaging just 14%.

The high variationinreported remote working (ranging
from 0% to 100%) suggests significant differences
inhow organisations define and implementremote
work. Some may use it to accommodate specialist or
geographically dispersed staff, while others operate
primarily hybrid with limited fully remote roles.
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Pay awards

Office days per week for hybrid staff

O days (fully remote) 9% 20% 10% 15%
1day 45% 5% 10% 17%
2 days 9% 20% 30% 20%
3 days 27% 25% 40% 29%
4 days 0% 10% 0% 5%
Flexible/not specified 9% 20% 10% 15%

Salary benchmarking ‘ ‘ Employee benefits ‘ _ ‘ Closing thoughts ‘

Flexible startand finish times are the
most widely adopted model, offered
by 85% of all organisations overall
and alllarge organisations.

Compressed week options show the

strongestincomerelated difference.

Only 18% of smaller organisations
offer this compared with 70% of
large ones. This likely reflects both
the administrative complexity of
managing compressed schedules

«=>

and greaterHRresource atlarger
organisations. Similarly, job sharingis
almost exclusive to large organisations
(40%) and barely present elsewhere.

Annualised hours, while relatively
rare overall (10%), are slightly more
commoninsmaller organisations
(18%). This may reflect theirregular
demand patterns of smaller charities
with project-based or seasonal
workloads.

Overall, three days perweekis the
single most common arrangement
(29%), followed by two days (20%) and

This may reflectreducedneedforin
person collaboration or more limited
office capacity. Mid sized and large

Core hours

one day (17%). Smaller organisations | organisations cluster more around 9:00am-5:00pm (standard full day) 329%
show a strongertendency towards two to three days perweek. _ _ , , o
just one day in the office (45%). 10:00am-4:00pm (mid-window) 24%
Otherdefined window (varied) 24%
Flexible working models No core hours 8%
Not specified/flexible 12%

Flexible start/finish times 82% 80% 100% 85%
(Ceg‘f;e:;:)’d week 18% 30% 70% 37%
Job share 0% 5% 40% 12%
Annualised hours 18% 10% 0% 10%
None of the above 9% 10% 0% 7%

ACO Salary benchmarking and working patternsreport 2026

The most common core hours
window remains the traditional
9am-5pm structure (32%), followed
closely by alOam-4pmwindow
(24%), which provides staff with
greater flexibility around the edges
of the working day.

Three organisationsreported having
no core hours at all, allowing staff

to work any time within a broader
timerange suchas7am-7pm
or8am-6pm.
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Salary benchmarking ‘ ‘ Employee benefits ‘ _ ‘ Closing thoughts ‘

«=>

Internal communications methods for hybrid teams

Virtual meeting platform

) T Tt 82% 85% 100% 88%
ieege‘i:i;'g'perso” 82% 80% 90% 83%
All-staff days 36% 50% 60% 49%

Virtual meeting platforms and
regularin-person meetings are
almost universally used with 88%
and 83% adoptionrespectively.
This combination of both
approachesreflects amature
hybrid communication model where
digital convenience complements
face-to-faceinteraction.

All-staff days are used by 49% of
organisations overall but show an
income gradient. Only 36% of smaller
organisations hold them compared
with 60% of large ones. This likely
reflects thelogistical and financial
cost of bringing dispersed teams
together, which scales more easily
with organisational size and resource.

ACO Salary benchmarking and working patternsreport 2026

Home working: financial/practical support

Respondents described what financial or practical support they provide to
home-based workers.

ITequipment only (laptop, phone, printer) 4]
ITequipment plus furniture (desk, chair, screen) 23
IT, furniture, plus financial allowance 9
(Work from home allowance/HMRC)

DSE/health and safety assessment-led provision 7
No support provided 13
Not specified/unclear 7

The vast majority of organisations,
roughly 85% of those responding,
provide atleast some form of
practical support forhome working,
withITequipmentbeing the near-
universal baseline. A subset of
organisations goes further, providing
ergonomic furniture, financial
allowances, and formal healthand
safety assessments (including PAT
testing of home equipment).

Only six organisations (around 15%)
explicitly stated they provide no
support. Anotable trend among
larger organisationsis the provision
of comprehensive equipment
matchedto display screen
equipment andrisk assessment
requirements, reflecting stronger
HRinfrastructure and compliance
awareness.
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«=>

Travel cost reimbursement

Effectiveness of current working arrangements

No 73% 60% 30% 56% Extremely effective 27% 45% 30% 37%
Yes 18% 35% 20% 27% | Veryeffective 64% 35% 50% 46%
Sometimes 9% 5% 50% 17% Somewhat effective 9% 20% 20% 17%

Not effective 0% 0% 0% 0%

The contrastbetween small
organisations (73% ‘No’) and large
ones(30% ‘No’, 50% ‘Sometimes’)
may reflect that as organisations
grow, they develop more considered
approaches to managing the costs
of hybrid attendance. They could
potentially recognise that requiring
office presence without cost
support creates abarrierfor

staff who live further away.

A majority of organisations (56%) do
notreimburse staff travel coststo
the office. Thisis most pronounced
among smaller organisations (73%)
butremains the most common
response across all bands. Among
larger organisations, the most
commonresponse was “sometimes’
(50%) suggesting amore case by
case approachratherthanasingle

policy.

y

ACO Salary benchmarking and working patternsreport 2026

Thisis a striking result. The universally
positive ratings across allincome
bands suggest that ACO members
have found a working model that
functions well, both operationally

The 17% rating their arrangements
as only ‘'somewhat effective’ may
indicate room forimprovement,
particularly around communication,
productivity monitoring, or team

and for staff. cohesionin hybrid settings.

Smaller organisations are particularly
positive, with 91% rating their
arrangements as ‘very’ or ‘extremely’
effective, which may reflect the
benefits of organisational agility

and simpler management structures.
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Closing thoughts

This year’s survey paints a
picture of a membership that
is adapting thoughtfully to a
challenging environment.

Pay awards are broadly holding up
against amoderatinginflationrate,
benefit provisionis strengthening
throughout the membership and
hybrid working is firmly embedded.
Thereis clearly a strong commitment
across ACO organisations to
supporting theirpeople and creating
positive working environments.

However, the pressures are real:

the cumulative impact of recent
years on staff pay, the additional
burden of increased employer
nationalinsurance contributions,
andthe ability of smaller organisations
in particularto compete fortalenton
equal terms all present genuine and
ongoing challenges.

The salary datain thisreport
underlines the significant variationin
remuneration that exists across the
membership, particularly at CEO
level. We hope it provides trustees
and seniorleaderswith areliable
reference pointwhen assessing
whether their current pay levels
remain appropriate and competitive.

Similarly, the benefits data highlights
that whilstlarger organisations are
increasingly offering abroad and
attractive package, thereremains a

noticeable gap forsmallermembers.

Where resource allows, there may be
opportunities to strengthen
provisioninways that support staff
retention and wellbeing.

ACO Salary benchmarking and working patternsreport 2026

‘ Salary benchmarking ‘ ‘ Employee benefits ‘ ‘ Working patterns

Onworking patterns, the findings
are striking. The data suggests

that flexibility has become not just

a staff expectationbutagenuine
competitive advantage, with at least
one membernotingitasaleading
factorin attracting a high number of
applicants forrecentroles.

We hope the dataacross all sections
of thisreport gives membersa
practical platformforaction: to
benchmark theirapproach, to make
the caseto trustees, and toidentify
where targetedinvestmentinpeople
could make the greatest difference.

The organisations that thrive inthe
years ahead willbe those that treat
theirstaff notasacosttobe
managed, but as the foundation
onwhich everything elseis built.

We look forward to continuing this
conversationwithmembers and
to developing the survey further
in2028.

ny
Pay awards are broadly
holding up against a
moderating inflationrate,
benefit provisionis
strengthening throughout
the membership and hybrid
workingis firmly embedded.
as
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