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Presentation Notes
Welcome to… ▼
▼ Introduction – Q&A at end – Questions throughout
How many of you currently utilize volunteers in your programs?

How many feel that you have a successful program? (You may not want to change it! But you just may pick up a few new points, too.)
How many would like to initiate a program or improve your current program?

Very basic premise for treating volunteers, which I call the three ▼Rs of Volunteerism:

They are based on very simple tenets of psychology:

· ▼ Respect

· ▼ Responsibility

· ▼ Recognition

Do you respond better ▼ to receiving respect or to being shown indifference, or worse, disrespect? 

· “Oh, they’re just volunteers…”

▼ Most people respond to being empowered with responsibility, from the smallest child to octogenarians. When you empower a person with responsibility, you open the door to their full performance potential.
▼ Everybody responds to recognition. Even those that are excruciatingly shy and don’t like to be singled out publicly still revel in the light of recognition for a job well done.

My next premise ▼, I call the 3 Ps.

· Can anybody guess what the very first P would be? ▼
· How about the second? I’ll give you a clue: Planning! ▼!

· And, of course, the third is…▼
I think everybody’s getting with the program now.

▼ As with any successful program, you need to lay out your GOALS & OBJECTIVES in writing. Don’t just think you intuitively know what they are. After you have them written down, make sure that you vet them through your organization. Other people may have some great ideas lurking within that just haven’t seen the light of day.

When you have set your goals & objectives ▼, identify specific projects and tasks that need to be accomplished to meet your goals.

▼ Now make yourself write Position Descriptions. PDs are extremely important since they will inform your recruiting decisions.

▼ Lastly, develop work plans. You should probably develop skeletal plans as starting points for when you bring a volunteer on, then complete the work plan collaboratively with them. Remember our little chat about empowerment?
▼ KEY REMINDER! ▼ ▼
Now that we have our planning in order ▼, it’s recruitment time!

· What school are you from, ‘piece of cake’ or ‘brick wall?’

· Actually, it’s neither. Recruitment is a studied course of action that shouldn’t be left to the ‘will of the gods.’
▼ Let’s start with budget. (GASP!)

· Wait a minute! Shouldn’t a volunteer program be free?

· After all, volunteers are free, aren’t they?

Volunteer Values:

· Volunteer hours carry a great value for our organizations.

· They expand our effectiveness in caring for our resources whether those resources are cultural, historical, natural, or human. 
· At the most base level: The crustiest nay-sayer is quick to claim all the volunteer hours they can to meet matches for grants!
· I have seen rate equivalents range from $8.40/hour to $50.00/hour for professional-level services. The National Park Service standardizes the value of a volunteer’s time at $17.19/hour including benefits, regardless of the duties. That’s a pretty hefty match value.

If we are deriving that much value from volunteers, why would we think it should be free to run an effective volunteer program?

Your budget?
▼ How serious are you?

▼ Commitment & Investment ▼ ▼ ▼ ▼ ▼ (Hold at ‘Supervision’)
Are there any questions up to this point?

▼ Considerations? ▼ ▼ ▼
· Demographics

· ▼ Skills ▼ ▼ ▼ ▼ ▼ Photo: Note skills needed here; unskilled, technical, trades, etc.
▼ Vehicles

· Media ▼ ▼ ▼ ▼ ▼ ▼
· ▼ Handouts ▼ Pass BCs ▼ ▼ Show VIP Brochure ▼
· ▼ Bulletin boards ▼ ▼ ▼ ▼
· ▼ Events ▼ ▼ ▼ ▼
· ▼ Word of Mouth is best! ▼ ▼
QUESTIONS?

Now let’s move on to Volunteer Retention. 
▼ Retention
· Board involvement

· ▼ Employee support

▼ Motivation

· In my mind, motivation is the key ingredient for volunteer retention.

· ▼ Education

· They need to know about your resource in order to be motivated to join in the cause.

· ▼ Orientation

· They need to be a part of the organization, not an appendage.

· They need to know why they are important and how they fit into the overall scheme.

· S▼ pecific duties/responsibilities

· Don’t leave volunteers to fend for themselves. Nothing will get rid of volunteers quicker than boredom and feeling unnecessary.
· ▼ Evaluation

· Conduct performance evaluations just as you would for your employees.

· It will provide them with a sense of importance to the organization and continued direction.

· Also provides them with a chance to let you know that they would like to change duties, give feedback on the program, etc.

EDUCATION

· ▼ Build desire – but how do you build desire?
· ▼ Intellectual – facts and figures about the resource including an inventory of your resources – tangibles.
· ▼ Emotional – why these resources are cared for – intangibles.
· ▼ Universals – those overriding concepts that everybody can relate to but no two people see in exactly the same way: beauty, heritage, power, change, pride, etc.
· ▼ IMPORTANT: A person has to care about a resource before they can care for a resource.
· Volunteerism is really about stewardship more than any other one thing, whether the volunteers themselves realize it or not.

▼ ORIENTATION

· ▼ Every organization should have an annual orientation session
· ▼ Mandatory for new volunteers

· Highly recommended for existing volunteers

· ▼ Handout Sample orientation agenda ▼ ▼ ▼ ▼ ▼ ▼ ▼
· ▼ Every organization should also have a volunteer handbook, just as you would an employee handbook

· A handbook is especially important for volunteers since it provides them with a quick reference for answers when there may not be a supervisor available.

· A good handbook will include:

· ▼ The organization’s mission statement

· ▼ Organizational policies

· ▼ It should clearly define expectations for volunteers – there is nothing to gain by keeping expectations a secret, and it helps to avoid snap pragmatic judgments.

▼ ASSIGNMENTS

· ▼ Respect their interests, skills, and abilities
· Try to match these from information given on their application to streamline the process, but remain flexible and open to deviations.

· ▼ Keep in mind that volunteers don’t always want to keep doing what they’ve done all their lives. They often welcome a new challenge rather than continue within their given field. A teacher may want to work on a brushing crew.

· ▼ Remember to listen carefully.

· ▼ Above all, be sure that you speak with them, not at them.

· ▼ Empower volunteers by delegating responsibility. ▼ ▼ ▼
· ▼ Seize the opportunity to establish trust relationships.

▼ In quick review, so far we have covered the ▼ respect and ▼responsibility aspects of volunteerism. Are there any questions at this point?
▼
▼ Let’s move on to Volunteer RECOGNITION.

· ▼ Ongoing and often.

· ▼ Instills belonging

· ▼ Reassures necessity

· ▼ Reinforces trust

· ▼ I cannot overemphasize the importance of sincerity and appropriateness.

· If you’ve ever had a superior that you never see waltz by and tell you what a great job you’re doing when you know darn right well they don’t even have a clue what you do, then you understand my emphasis on sincerity.

· Hollow praise is just that – HOLLOW

· When you give verbal recognition in the course of daily business, be sure to cite a real instance.

· “Hi, Jane! I saw that assessment you prepared for the use of the playground equipment at the village park. That’ll prove very useful for us when we approach the council for continued funding. I really appreciate your attention to detail.” ▼
· ▼ Monthly or Annual Recognition ▼ ▼ ▼
· ▼ Handout ‘100 Ways’ Recognition methods

· ▼ (Enumerate those listed on the slide.) ▼ ▼ ▼ ▼
· ▼ There are hundreds of ways to recognize volunteers, and, in fact, I have provided you with an annotated list of 100 that was sent my way through a national network of volunteer coordinators. By the way, reach out to all the resources you can think of; other folks that run volunteer programs can empathize with whatever dilemma you may be experiencing and are more than willing to offer their perspective.
▼ ATTRITION

· You can’t talk realistically about retention without addressing attrition. ▼ Handout ‘Exit Questionnaire’
· ▼ When addressing attrition, your best friend is the exit interview. When a volunteer is leaving your organization for any reason, ask them to sit down and talk with you about their experience.

· Ask for an honest assessment of each aspect of your program.

· Ask for suggestions to strengthen the program.

· Ask (once again) why they volunteered. 

· This is key information to the recruitment and retention of future volunteers!

· ▼ You need to identify your natural attrition rate and its causes before you can strategize to improve that rate.
Handout ‘Pitfalls’ & ’10 Commandments’
▼ TOP 10 PITFALLS ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼
▼ 10 COMMANDMENTS ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼ ▼
▼ SUMMARY ▼ ▼ ▼ ▼ Hold at all white font
QUESTIONS & ANSWERS

▼ CONTACT INFORMATION

(End of Slide Show)
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