Hamilton workshop

Martin J Cowling

Motivation

Administration (this includes paperwork) 
 - split the task into support and Administration 
                        - have appropriate resources (templates, Dictaphones) 
                        - review the process 
                        - educate : the reason behind it (process) and how. - what training is required 
                        - feedback loop 

Unhealthy culture (real or perceived) 
                        - recruitment delegation 
                        - utilization of available resources 
                        - training 
                        - skills and resources 
                        - awareness of funding opportunities 
                        - remarketing 
                        
Time commitment         - Funding to provide alternate training

: Working for a large beaurocratic organisation

Solutions

-          Strong marketing to overcome barriers created by image (could use marketing students at university)

-          Initiating research projects on volunteers to understand their perceptions etc by contacting social research dept of University

-          Advertising – feature article on volunteer with call for volunteers in adjacent advertisement 

 

Issue #2: Lack of clear job description 

Solutions

-          create clear list of tasks

 

Issue #3: Getting people to commit to training

-          Video conferencing to reach dispersed audience 

-          Online course

-          Whanau gathering (whole family group invited to attend training day/weekend etc) 

 
 
Recruitment

SMOOTHING THE APPLICATION 

- Splitting the form up – so you have a quick one first and get more details later.

- Making the form user friendly

- Making the time from training to being used quicker (ie contact them to use them as soon as possible after the training). 

Make change a constant thing – the organisation should be always looking to change and improve. That way it isn’t scary when you change things

Make it make sense to change

Involve people so they feel the change is their idea – use consultation.

Have different package options for different Time commitments – eg short term and long term.

Break down the jobs so they are smaller but there are more of them

Make the jobs flexible around people

Make sure that the right people are being put at the right job – more time will have to be committed if the wrong person is at the wrong job.

Have formalised positions so people feel recognised and realise their responsibility.

Make the hierarchy t less formal – challenge how things are done

Make  volunteering more fun!

Package how things are done differently

Change the location etc. – be more flexible

Succession training (getting the grey heads to mentor younger ones, so they feel they are still a part of it but aren’t the only ones in charge)

Dual roles – two people doing one role so you get more of a mixture and not one person running one thing. 

STRUCTURE OPPORTUNITIES:

-make a flexible system of commitment eg. some project-based, some longer-term,

some always on "Monday mornings".

-ensure there is a clear expectation of the extent of the commitment and tasks

as well as the time required.

-support people from the start.

-have a clear job description.

-have choice of roles available, and match people to those roles.

-maintain and work on staff-volunteer relationships, ensure that these roles are

understood.

-build good relationships - Timtams help (although discussing over coffee also

helps).

-during training showing appreciation e.g. providing lunch.

-when volunteers had the opportunity to share their stories of volunteering.

INFORM PUBLIC ABOUT OPPORTUNITIES
 
 Local Advertising/ Marketing 

· Marketing to target audience 

· Personal Approach – Actually asking individuals if they would be interested in the opportunities 

·  Publicise role-model volunteers 

· Plan a simple marketing strategy 

· Piggy back on existing National and International campaigns to focus on opportunities 

· Create a good relationship with all forms of media 

STRUCTURE THE INTERVIEW
-          Outlining who and what the organisation is – mission statement and values

-          Establishing a good rapport with the interviewee

-          Outlining volunteer philosophy

-          Making clear what the organisation requires from the volunteer and seeing what is wanted by the volunteer (i.e. bringing the mutual benefits to light)

-          Querying volunteer understanding of the role

-          Using the interview to set up a dialog i.e. aspects are deliberately left out to so that the interviewee can ask questions

-          Customising interviews to interviewees  

 -          Outlining expectations of volunteer and role they will be undertaking more clearly

-          Finding out volunteer skill sets 

-          Interviewing groups of volunteers 

-          Use of other volunteers in the interview process
