
Briefing note for Volunteers 

MS Society financial position 
 

Introduction – how our financial position has evolved since 2016 

Since 2016, the MS Society has annually set plans which assumed an 

increase in income, and expenditure rising in line with income. However, 

in reality, whilst expenditure has risen, income has remained flat owing to 

challenging fundraising conditions, causing an increasing mismatch 

between income and expenditure. (It is worth noting that the overall 

value of voluntary fundraising across the UK has remained broadly flat 

during this period). 

In 2018, in recognition of this emerging financial gap, a major 

transformation programme – internally known as Project Orange – was 

launched. With the objective of improving the organisation’s efficiency 

and effectiveness, and generating savings which would help to bring the 

organisation’s income and expenditure into balance. These savings (some 

£2million) were scheduled to be delivered in 2020. 

In 2020, the coronavirus pandemic has had a dramatic impact on our 

income. We’re anticipating an income loss of £10m (around 30%) in 

2020, and £5m in 2021. The longer term outlook is highly uncertain, 

although we’re hopeful that income will start returning closer to its usual 

level in 2022 and beyond. 

This level of income loss has required us to take immediate action, and 

we’ve taken a range of short term actions to reduce expenditure by 

around £5m in 2020. These include placing colleagues on furlough leave, 

delaying recruitment, and pausing some activities (including our national 

grants programme, and some of our planned research funding). However, 

even having taken these steps to reduce expenditure we expect to end 

the year in deficit, which means that we’re using our reserves to support 

the organisation. 

The slide below summarises these key points. 

 

 



 

 

Breakdown of our expected income loss in 2020 

When originally assessing the potential scale of income loss back in April, 

we identified 3 possible scenarios: 

 Scenario 1 – in which life rapidly returned to normal after the 

initial period of lockdown, with most mass participation fundraising 

events (such as the London Marathon) going ahead, albeit with 

some possible delays. We assessed that this would result in an 

income loss of around £7m compared to our 2020 income budget of 

£30m 

 Scenario 2 (which we judged to be most likely) – in which 

significant restrictions remained in place following lockdown through 

to the end of the year, with mass participation fundraising events 

significantly impacted (i.e. many/most cancelled). We assessed that 

this would result in an income loss of around £10m 

 Scenario 3 – in which a very severe lockdown remained in place 

throughout the year. We assessed that this would result in an 

income loss of around £14m 

The biggest areas of income loss anticipated in Scenario 2 were 

community and events fundraising (as most major mass participation 

fundraising events would not take place), and legacies (which would be 

affected by delays in legacy processing and lower legacy receipts because 

of weaknesses in the stock market and housing market). 

Our actual income performance at the end of June was in line with 

Scenario 2. Although our latest full year forecast (undertaken at the end 

of June) indicates a slightly better full year performance than originally 



anticipated, legacy performance in July and August has been weak, and 

we therefore continue to believe our Scenario 2 estimate of a £10m full 

year income loss remains the most likely outcome.  

It was very difficult to predict how group activity and income would be 

affected, therefore a holding position was included in the total estimated 

income on the chart below. 

 

 

 

Overall 3 year financial outlook 

In April, we modelled how our income and expenditure is likely to develop 

over the 3 year period from 2020-2022 in the light of the crisis.  

In doing so, we assumed the following: 

 In 2020, that £5m of short term savings are delivered as a result of 

the immediate steps we have taken in-year (such as placing 

colleagues on furlough leave); and that in addition the £2m of 

planned recurrent savings from Project Orange will also be delivered 

in full  

 In 2021, that the £5m of short term measures taken in 2020 cannot 

be continued, but that a further £2m of recurrent savings (over and 

above the £2m Project Orange savings) are delivered as a response 

to the coronavirus crisis 

This results in the organisation running a deficit, and therefore drawing 

down on our reserves, in both 2020 and 2021, but returning to financial 

stability and delivering a small surplus in 2022. 



This 3 year outlook demonstrates that £4m of recurrent savings 

(i.e., £2m from Project Orange, and a further £2m responding to 

the coronavirus crisis) are essential if the organisation is to 

remain financially viable. 

In 2019, the Board agreed to sell the office in Cricklewood, London, in 

order to find smaller accommodation that better suits the Society’s needs. 

The financial implications of the sale were not included in the analysis in 

April as, at the time, no offer had been received. An offer has now been 

received and we’re proceeding with the sale and expect to complete in 

2021. The proceeds from the sale will help to strengthen our reserves and 

overall financial resilience. 
 

 

 

Developing our £4m savings programme 

Given the scale of savings required (£4m of savings represents around 

13% of our normal annual expenditure) we’ve had to look for expenditure 

reductions in all areas of our activity. 

In doing so, our guiding principle has been to minimise the direct impact 

on the MS community.  

This has meant focusing in the first instance on identifying the maximum 

possible level of savings in those activities and functions which do not 

directly affect our community – for example expenditure on our corporate 

support services such as Finance, HR, etc. 



However, given the scale of savings required, we’ve had no choice but to 

go beyond this and look for savings in our community-facing activities and 

functions as well. In doing so we have: 

 Tried to ensure that the savings burden falls proportionately across 

our 3 impact areas (research, support, influencing), given that our 

strategy attaches equal importance to each of these impact areas 

 Made the best judgement we can in each area about what the “least 

worst” savings opportunities are, taking account of the reach and 

level of impact of different activities 

A high level summary of the choices we’ve made is set out below: 

 

 



 

Based on these choices, the make- up of our £4m savings plan is as 

follows: 

 

 

Specific issues raised during consultation (1) – salaries and 

management structures 

During the consultation, a number of issues were raised in connection 

with salaries and management structures, in particular: 

 Why weren’t we considering an “across the board” pay cut for all 

staff? 

 Why weren’t we focusing on “delayering” our management 

structures and reducing the number of expensive senior and middle 

managers? 

Salaries 

The quality of our staff is critical to our ability to serve the MS community 

well. 

However, we operate in a very competitive market for talented people. 

Across the voluntary sector, annual staff turnover is high – typically in the 

20-30% range. In this very fluid and mobile environment, we have to 

work very hard to attract and retain great people. 

In doing so, the power of our cause is a significant draw, as is our 

organisation’s generally high reputation as a good place to work. But 

inevitably for many people, pay levels are also an important 

consideration. For this reason we aim to pay salaries which are fair and 



proportionate to the complexity of each role and which are competitive 

within the charity sector. In determining the right level of pay we 

evaluate our jobs using the Croner job evaluation system (more details 

can be found on their website here) and that tells us what Rank/grade a 

role is.  Broadly, our job ranks/grades are: 

 

Job Evaluation 

points 

Job 

Rank/Grade 

MSS Job Title/grade 

750 or higher 0 Executive Directors 

630-749 1 Country Directors 

Assistant Directors 

570-629 2 Heads 

510-569 3 Senior Managers 

450 - 509 4 Managers 

390 - 449 5 Senior Officers 

300 - 389 6 Officers 

240 - 299 7 Senior Administrators 

180 - 239 8 Assistants 

Administrators, Shop Managers 

62-179 9 Drivers/Caretakers 

 

To set a salary for a role, we use the Croner system to give a market 

analysis. This is a national benchmarking database called Salary Search 

where we enter job evaluation results, industry sector (in our case, Not 

for Profit), location, turnover and other relevant details, and it provides us 

with salary medians of comparable roles.  

We then assign a pay scale (E2, F1 etc.) reflecting the market medians 

provided.1 

                                       
1 The market data gives us a salary figure. We use pay scales with approximately 6 – 8 

salary points on them, some lower than the market figure and some higher, so that we 

can start employees below the market rate if they are not yet fully skilled in the 

role. Progression along the salary scales is through an annual increment if performance 

has been satisfactory. As you would imagine across the organisation we have people at a 

range of different points along their respective pay scales, but overall in the round the 

average position across all our staff should reflect a market median position. 

https://croner.co.uk/services/reward/job-evaluation-software/


We are confident that this approach, which is well recognised and used by 

many other charities, represents a structured and objective way to ensure 

our salaries reflect market median pay rates.  

The only deviation from this approach is our commitment to pay all staff 

at the Living Wage (or above), as defined by the Living Wage Foundation. 

As a result of this approach, our average salary cost is similar to that of 

Parkinson’s UK, which is the most closely comparable organisation us in 

the sector (the information below is taken from the 2019 Annual Report 

and Accounts for both organisations). 

 

 

Number of managers in the organisation 

In framing our £4m savings plan, we’ve sought to ensure that our 

management structure is lean and fit for purpose. 

Our senior management structure has been an area of particular focus. 

Back in December 2019, we reduced the number of Executive Directors 

by one third. By the time we have completed our Phase 2 restructure 

later this year, we anticipate that we’ll have reduced the overall number 

of senior management posts across the organisation by 20%. This 

represents a bigger reduction, proportionately, than for less senior grades 

within the organisation.  

Middle and junior management posts have also been reviewed and 

reduced across the organisation as part of our Phase 1 and Phase 2 

changes. 



Although good progress has been made thus far, we recognise that there 

is more to do to improve our management structure and reduce costs; 

and in the future we’ll keep a strong focus on further refining our 

management structure to improve efficiency. 

 

Specific issues raised during consultation (2) – group income and 

expenditure 

During the consultation, a number of questions were asked both about 

trends in group income, and about the balance between groups’ income 

and expenditure. 

Long term trend in group income 

The long term trend in group income is a declining one as illustrated 

below. There are a number of different drivers of this decline. 

 
 

Balance of group income and expenditure 

The balance of groups’ income and expenditure is set out below. Overall, 

total group income broadly aligns with their direct expenditure. It should 

be noted that, over and above this, the organisation commits significant 

additional resources centrally to support local groups – reflecting the 

importance and priority that we attach to their work. 



 


