= \ISification M
B mangal FEEEEEEE
volunteer I

s management
iIn EVS mmaw projects







AUTHORS
Ida Adolfova
loana Bere
Alzbeta Brozmanova Gregorova
Dana Solonean
Alicja Zachert
Oana Ticle

GRAPHICS/DESIGN
Alessandro Mignemi

ILLUSTRATIONS
Virginia Garcia Moreno



The EVSification Manual. Volunteer management in EVS projects, has been created as a part of the
“EVSification” project implemented by Centrul de Voluntariat Cluj-Napoca (Romania) with the part-
ners Centrum dobrovolnictva (Slovakia) and Fundacja Edukacji i Rozwoju Spoteczefistwa Obywatelskiego
(Poland). The project is financed by the European Commission through the Erasmus+ Programme

—Key Action 2, Strategic Partnerships in the field of youth.

CENTRUM -

DOBROVOLNICTVA I ’ ) }.___,r-. -
\C ) IC.\\_‘r_ﬂu ntariat TrfGFSO

The European Commission’ support for the production of this publication does not constitute an en-
dorsement of the contents which reflects the views only of the authors, and the Commission cannot
be held responsible for any use which may be made of the information contained therein.

The Manual was published under the Creative Commons: Attribution 4.0 International conditions.

@creative
commons

April 2016, Cluj Napoca, Romania



CONTENT I

1. Introduction
2. EVS introduction
3. Volunteer Management in the context of EVS projects

3.1. Preparation of the organization for involving EVS volunteers
3.2. Recruitment of EVS volunteers

3.3. Selection of EVS volunteers

3.4. Orientation and training of EVS volunteers

3.5. Coordination and mentoring in EVS

3.6. Supervision EVS

3.7. Motivating EVS volunteers

3.8. Recognition of merits of EVS volunteers

3.9. Monitoring the activity of EVS volunteers

3.10. Evaluation of EVS volunteers and volunteering projects
4, Conflicts in EVS - prevention and resolution

5. Conclusion






Dear reader,

EVS seems to be sometimes like uncharted territory for organizations and volunteers! We
are all navigating unknown new places and in this process it's hard sometimes to distinguish
between our own assumptions and reality! Here is why the effort to adapt our assumptions to
reality can be one of the keys to successful EVS projects. We have identified some potential
traps you might find while discovering EVS and we want to summarize them here, hoping
they will help you in your work:

We assume that working with EVS volunteers is always harmonious, easy and rewarding, as
volunteers are just wonderful people who dedicate themselves to their work. Then we wonder
why things get complicated and we begin to understand that volunteers are just people and
that our role might be more complex than we thought.

We assume that the integration of the EVS volunteer in the community is always a pleasant
process for the volunteer. As it can only be great to get to know new cultures, the volunteer
can only feel good while trying to find his/her own way through this journey alone. Then we
wonder why he/she has no links with others in the community.

We assume there's no need to motivate the volunteer, he/she is a volunteer after all and
being motivated is part of being this. Then we wonder why he/she has lost enthusiasm or is
becoming less motivated.

We assume that if we have explained the volunteer (orally) some things about his/her work
and the volunteering stage, he/she understood and will remember everything exactly and

with details, after all....we did just tell him/her! Then we wonder why we have different per-
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ceptions about the nature, duration and quality of his/her work.

We assume that if things go well with the volunteer, they will continue in the same manner,
why would this change? And then we forget that change and development is in our nature.
We assume that the volunteer is not a human being, he/she must be a super hero! Then we
are surprised to learn that he/she has flaws.

We assume the volunteer is an amateur, being just a volunteer. Then we wonder how it can
be that he/she has outshone us.

We assume that the volunteer is organized, he/she is coming from a country where organi-
zation and planning are engraved in the nation’s DNA. Then we are surprised he/she is not.
We assume the volunteer accepts and appreciates our organizational culture, we do have a
great atmosphere all the time. Then we wonder why he/she doesn’t feel at home!

We assume the volunteer is happy and do not even bother to question this and make sure
we understand his/her deeper feelings. Then we wonder why he/she doesn’t feel integrated
and needs a change.

We assume the volunteer's unhappy being away from home, family and friends. We over-
whelm him/her with excessive attention and then we are surprised when we are told our effort
was not needed.

We assume the volunteer knows without saying that we appreciate him/her,
volunteering can only be appreciated and so we don’t need to express it out loud...and then
we wonder why they are not grateful or thankful!

In the chapters you are about to discover we will not assume that the ones who need to
change to improve an EVS project are the volunteers (even though this can be the case in

your particular situation). But we will look at the perspective of the hosting organization and
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the volunteer coordinator, trying to balance some of these assumptions and to test them
using a reality check!

In the next few pages you can read some of the ideas experts and literature present on man-
aging EVS volunteers. But you will also find the conclusions of our years of working with EVS
volunteers, years that have meant a “trial and error” learning process, most of the times. We
are still learning with every volunteer and every EVS project we are hosting. And our aim with
this manual, as a partnership, is to share the lessons we have learned so far (sometimes
assuming and being hit by reality in the face) and to help you uncover the beauty of working
with EVS volunteers!

You will find at the end of each chapter a small section with tips and tricks that we hope will
be practical and useful. For more in-depth details about EVS in our national context (Roma-
nia, Slovakia, Poland) you can of course contact any of the three partners involved in this

process. We are all happy to share our journey whenever we have an ear that will listen!

We wish you a pleasant reading and a great EVS adventure!

Nicoleta Chis-Racolta

Executive director, Cluj-Napoca Volunteer Centre
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Dear reader.

The European Voluntary Service (EVS) Manual that you are just opening was created to
support the management of EVS projects, for all organizations and coordinators involved
in EVS.

It is also one of the outcomes of the international project called “EVSification”, implemented
by three partner organizations: Cluj-Napoca Volunteer Centre (Romania), Fundacja Eduk-
acji i Rozwoju Spoleczenstwa Obywatelskiego (Poland) and Centrum dobrovol’'nictva
(Slovakia).

First step to create this manual was a research aimed to identify needs of 60 organizations
from the three countries mentioned above. The outcomes from the reasearch were used to
create the chapters of this manual.

People involved in designing the manual have experience, both in writing on this topic,
as well as in effectively managing volunteers. The content of the manual represents their
views, experience and recommendations.

The manual is created in printed and digital version, both in English and in the native lan-

guages of the three partners - Romanian, Slovak and Polish.

We wish you pleasant reading!
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HISTORY OF EVS

During the late 80's and early 90's the European Commission took in consideration to take
some actions, in the youth field, in order to promote non-formal and informal education,
mobility, solidarity, tolerance, active citizenship and mutual understanding among European
young people. One of these actions is European Voluntary Service which was established
as a pilot action in 1996. It became part of the "Youth for Europe" programme in 1998 and
since then it is an important part of the European Youth programmes. In 2007, the "Youth
in Action" programme started, involving under its actions also Action 2 -European Voluntary
Service. Since January 2014 there is a Programme called Erasmus+ (Erasmus Plus) that is
combining all EU schemes for education, training, youth and sport. European Voluntary Ser-
vice projects are supported under the Key Action 1 (KA1) — Learning mobility of individuals.
Only organizations that are accredited for EVS can apply for hosting, sending or coordinating
a project under this action. There is the Erasmus + Programme Guide that describes all the
criteria for the project submission, limitations and timelines. You can find it in all official lan-
guages of European Union on www.erasmusplus.eu. In every EU country there is a National
Agency in charge of implementation of the Erasmus+ Programme. This is also the main

communication authority for the applicants and beneficiaries.

There is also another legal document called “The EVS Charter” that highlights the roles of
EVS sending, receiving and coordinating organisations and the main principles and quality
standards of EVS.
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BENEFITS OF EVS PROJECTS FOR VOLUNTEERS AND ORGANIZATIONS

There were several surveys done to show the impact and benefits of EVS projects. We
can find them also in the final report of each EVS project filled in by the organisations
and volunteers. The specific benefits of EVS projects for organizations and volunteers are

documented also in our research findings.

According to the interviews conducted, EVS volunteers gained diverse experience during

their service. From a personal point of view they feel they gain the greatest benefits are:

e Self-awareness, finding himself/ herself;

¢ Opportunity to work with people;

e Trying new things;

e Have a possibility to implement their own projects;

¢ Development of diverse skills and abilities, such as empathy, social skills;

¢ Development of intercultural understanding, reducing prejudice and stereotypes;
e Getting to know new people and meeting volunteers from other countries;

. Fun with friends.

From a professional point of view volunteers evaluated positively, in particular, the fol-

lowing facts:

* Connection of EVS to the education;
e Development of skills and gain of experiences useful in professional life;

* Impact on professional orientation.




For the organisations that participated in the survey, the implementation of EVS projects

also brought many benefits, such as:

Help in fulfilling the mission of the organisation;

Contribution to the improvement and developement of new projects, activities and ser-
vices in organizations;

Strengthened personal capacities;

Contribution to the personal and professional development of the organisation and
its  workers. Staff improved intercultural competences, communication skills, skills
to communicate in a foreign language, skills in international projects management,
organisational skills;

Raised quality of projects;

Brought new ideas, thoughts and perspectives;

Strengthened the influence of organisation in their local community;

Increased visibility of the organization;

Developed the cooperation with local and regional partners or with EVS partners;
Improved the overall management of work in the organisations;

Improved PR of the organisation and increased their prestige;

Contributed to a new perception of the organisation and its functioning; organisations
became more diverse and their environment is more tolerant.

Strengthened financial capacity;

Brought an intercultural experience.

EVS is called by European Commission a true “learning service”. What is meant by this is

that beyond benefiting the local communities, by participating in voluntary activities, young

volunteers can develop new skills and, therefore, improve their personal, educational and

professional development.
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If your organization takes the decision to work with EVS volunteers, it is important to know
what are your goals and reasons, why you want to use this opportunity. Volunteering is bene-
ficial for all involved parties, but the EVS project management has also the specific conditions

and requirements

The group of EVS volunteers can be very diverse. You can have one volunteer that can be
managed very easily but, in the same group, you can have another volunteer that may face
various issues. We recommend you to evaluate your own internal capacity, if you think about
starting to work with this target group. You should make a SWOT analysis of your organisa-

tion, with a focus on the work of EVS volunteers.

A SWOT analysis is a complex method that will help you to evaluate the internal and also
the external organisational environment. It offers an inside view on the organisation’s func-
tionality, from reflection over the past to future perspectives. The method analyses the basic
factors divided into: internal strengths vs. weaknesses and external opportunities vs. threats.
A SWOT analysis is very good tool for evaluating new ideas. It works with the assumption
that the organisation will achieve its goals by capitalizing on its internal strengths and exter-

nal opportunities, and, at the same time, by minimizing weaknesses and deferring threats.
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SWOT analysis example — engagement of EVS volunteers into volunteering in a con-

crete organisation

Strengths

- good and also bad experiences in
hosting EVS volunteers

- partners on international level; possi-
ble sending organizations

- many experiences with local volun-
teers

- many contacts with local organiza-
tions

- space for EVS volunteers for own
projects and ideas

- attractive space for young people

- coordinator has an experiences as
an international volunteer

Opportunities

-financial sources for organization

- new ideas, projects

- strengthen personal capacities of
organization

- intercultural dimension of projects
and organization

- cooperation with high schools and
municipality

Weaknesses

- the coordinator has not so much time
for EVS volunteers

- changes in organization and new
people

- a few experiences with sending volun-
teers

- no strategy for sending volunteers
and - no person responsible for this
project

- no system of training for mentors

- missing system of clear responsibilitie

for implementation of EVS projects

Threats

- sending organization will not find the
velunteer

- we can lost other financial sources for
organization

Based on the SWOT analysis results, an organisation can draw conclusions and further

steps. The SWOT analysis is an appropriate method for organisations that want to start

working with EVS volunteers, but also for organisations that already implement EVS pro-

jects for a longer time.
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Involving EVS volunteers in an organization is a planned and structured process. The
volunteer manager/coordinator is the main actor that ensures reaching the goals and ob-
jectives set for the project at the community level as well as the overall satisfaction and
impact on the EVS volunteers (during the process and in the final results). In the next
chapters we will discover together the process of managing EVS volunteers
and highlight some elements that need special attention. We will go through this process
from various perspectives: the organization  hosting EVS volunteers, the project manag-

er and the volunteer coordinator.

There are different theoretical models that present the stages of an efficient volunteer man-
agement process. Out of these, we have chosen the one we believe applies best to EVS

projects. The theoretical model is based on 9 different steps or phases presented below:

* Preparation of the organisation for involving EVS volunteers
*  Recruitment of EVS volunteers

e Selection of EVS volunteers

e Orientation and training of EVS volunteers

* Coordination and mentoring in EVS

e Supervisionin EVS

* Motivating EVS volunteers

* Recognition of merits of EVS volunteers

* Monitoring the activity of EVS volunteers

¢ Evaluation of EVS volunteers and volunteering projects

You will find more details, both theory and some practical approach, in the next pages

(each chapter includes a tips-and-tricks section at the end).
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3.1. I PREPARATION OF
THE ORGANIZATION I
FOR INVOLVING EVS I
I /OLUNTEERS

Preparing the organization for the involvement of EVS volunteers is just like laying the
foundation for a house, the more attention you give to the process, the more you gain from
it on the long term. EVS is focused on the volunteers’ personal development and on build-
ing the proper context for this process to be facilitated. However, involving EVS volunteers
in an organization must be in close and direct connection with its declared mission, vision
and values. That is why, before establishing any contact with potential volunteers, it is of
absolute necessity to have a preliminary preparation/planning stage. If we decide to fast-
track this process and skip the planning stage, we could end up with multiplying the prob-

lems of the organization instead of diminishing them by working with volunteers.

The decision to involve EVS volunteers should be preceded by weighing up the costs and
the benefits volunteers would bring to the organization. Among the reasons that support
the involvement of EVS volunteers in an NGO we mention: expanding the offered services,
increasing the quality of services provided through the vision brought by the new volun-
teers (which often reflects the views of the community they come from), improving the
relations with the community, including a multicultural perspective to the day-to-day work
of the organization and the various benefits of the volunteers themselves. However, not
always is the implementation of an EVS project the best solution for the organization, which
must take into account also the potential costs, such as risks specific to EVS projects (eg:

volunteers quitting the project before its end, the need to change partner organizations,

22 VST T T T




difficulties faced by the volunteers in integrating in the work and living context or failure of

the volunteers in finalizing the tasks given).

At the same time, the staff of the organization should carefully consider one of the main
aspects that lead to conflict and difficulties in international volunteer programs: the inter-
cultural element and the differences that exist at a cultural level. The main question we
should be asking in this regard refers to whether or not we are ready to ensure an efficient
volunteer management in the program: do our staff possess the skills needed for this (con-
flict management, teambuilding skills, communication abilities, etc.), does our organization
offer integration opportunities for the volunteers, will the local community offer the proper
context for integration and learning, etc.

Only after this reflection and analysis process of weighing both the negative and the posi-
tive impact of EVS volunteers on the organization, should the decision concerning starting
EVS projects be made.

Taking things a step further, the preparation of the organization for involving EVS volunteers

has to take into consideration a few directions, as presented below.

Needs assessment is directly linked to the identification of possible tasks for volunteers.
From this perspective, it is particularly important to achieve a direct link between the tasks
we assign to the volunteers and the organization’s mission. Volunteers need to understand
their role and place in the organization and in which way their work will contribute to reach-
ing its goals. This will give them a feeling of relevance and significance and will represent a
highly motivating factor. Among the questions the organization must answer in this phase
are: do our services and activities offer an environment in which EVS volunteers could
learn and develop themselves? can we identify enough tasks for the EVS volunteers?

should these tasks be done by a paid staff (as an EVS volunteer should never replace the
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work of an employee)? can we create a flexible working context that will offer volunteers
the opportunity to implement their own ideas in personal projects? what are the needs of
our organization and our clients? can EVS volunteers fulfill these needs? Strongly con-
nected to this is the capacity assessment that looks at the overall resources (experience,
motivation, prepared staff, etc.) the organization has, in order to decide whether involving
EVS volunteers can be a positive experience, both for the volunteers and the organization.
Sometimes involving volunteers, and particularly EVS volunteers, in an environment that is
not prepared for them, will only add to the problems of the organization instead of helping

the staff increase the quality of their work.
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The accreditation for EVS projects is a process that ensures that good quality standards
are respected in the implemented projects. Receiving the accreditation is a compulsory
step for any organization wanting to be involved in this type of projects. The rule applies
to all organizations from a Programme Country, a country neighboring Partner Countries
in Western Balkans or the Eastern Partnership and the Russian Federation. Starting with
2015, accreditation became compulsory also for organizations from the Southern Medi-
terranean region. Accreditation is an assurance that all organizations involved and their
staff members are aware of the values, objectives and principles that govern EVS projects.
Accreditation is available for both sending and hosting EVS volunteers, but informal groups

cannot apply for it.

The accreditation process is coordinated by the National Agency, if the organization is
located in one of the Programme Countries, by SALTO EECA for all organisations located
in Eastern Partnership countries and the Russian Federation, by SALTO SEE for all organ-
isations located in Western Balkans countries and by SALTO Euromed for all organisations
located in the Southern Mediterranean countries. There are no deadlines for submitting the
accreditation, but this should already be approved at the moment of submitting a project
proposal (and be valid for the entire period of the project). The accreditation process takes
a minimum of 6 weeks, however, to be sure the process is completed in time, the organi-
zation should allow more time in between receiving accreditation and its plans for applying

a project.

The maximum period of the accreditation requested by the organization can be the max-
imum duration of the Erasmus+ Programme. At the same time, the organization may re-

quest a shorter validity period, and the National Agency/SALTO may award accreditation
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for a shorter period than what has been requested. Upon expiry, the accreditation can be
renewed if the organization submits a new accreditation application.

Once the organization requesting the accreditation submits an online form for this, together
with the needed documents, the National Agency/SALTO appoints accreditors/assessors
to evaluate accreditation applications. At least two accreditors will assess each application
in areas such as: organization’s motivation and experience, knowledge of Erasmus+ and
EVS, organisation’s aims, activities and capacities, risk prevention and well-being system
put in place for the volunteers, recruitment of volunteers, etc. In addition, for the organi-
zations interested in hosting volunteers, the assessment process will look also at possible
volunteer tasks, organization’s capacity to create an environment that will facilitate the
learning process, personal support offered by a mentor and efforts to support integration in
the local community, practical arrangements. At the end of this process, accreditors may
ask for further clarification or information, as well as suggest improvements or even pos-
sibly ask for revisions of an accreditation application, which can be done by resubmitting

the form.

Once the accreditation is approved, the requesting organization will be informed, it will
receive an accreditation number and their description will be published in the volunteering
database on the European Youth Portal, where potential volunteers will be able to read it.
For specific information on the steps you need to do for the accreditation process, check

the website of your National Agency or SALTO.
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POLICIES AND PROCEDURES FOR EVS VOLUNTEERS

Efficient volunteer management in the context of EVS projects requires that a set of formal
rules and procedures are created by the organization in this preparation phase. The bene-
fits of policies and procedures are various, for both the volunteer and the organization:
they develop a consistent pattern for EVS volunteer involvement, they increase efficiency
by making sure volunteers know who to address or what to do in specific situations, they
ensure equal treatment and objective assessments of specific situations, they clarify the
role of the EVS volunteers and their specific rights and responsibilities, etc.

While some policies and procedures might seem relevant only for the staff members of the
organization, make sure your organization maintains transparency and informs EVS volun-
teers on all the aspects that concern them directly (this can be done in many ways: a face-
to-face discussion, creating a brochure on Policy and procedures for EVS volunteers, etc.).
Some of the policies and procedures used for local volunteer or even with the paid staff of
the organization can be adapted to EVS volunteers as well: procedure for reimbursement
of transport or other costs for the activities, rules regarding the work space, procedures
for reporting the working hours, etc. At the same time, the organization should take into
consideration the specifics of EVS projects when creating the set of policies and proce-
dures and it should make sure this includes elements such as: policy on the recruitment
and selection of EVS volunteers, planning and informing the organization on the free days
volunteers have a right to take according to the EVS Charter, rules and principles of the
living environment, liability for damages in the working or living environment, reporting
procedures for mentors, balancing the right to privacy of the volunteers with the need of
communication between the mentor and the coordinator, etc.

The last two elements that the organization should focus on during the preparation phase
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are the preparation of documents needed and of the team involved. The preparation
of documents should take into consideration all the management steps in the coordination
of volunteers, from recruitment to evaluation of the EVS volunteers and the project. Among
the elements that need attention in this phase are: job descriptions, reporting forms for
mentors, activity time sheets for volunteers, evaluation forms (for mentors, volunteers,
beneficiaries of the volunteers’ activity, sending organizations, etc.), etc.

Making sure the team that will work with EVS volunteers is ready implies identifying the
EVS volunteer coordinator responsible for the task-related support and the mentors that
will offer personal support to the volunteers, and making sure they are prepared for their
tasks, through trainings, informational resources, sharing experience with other coordina-
tors or mentors, etc.. The EVS volunteer coordinator can be appointed from the old staff of
the organization or can be recruited especially for this position, in either case a period of
training being necessary. On the other side, in order to ensure the objectivity of the mentors
(especially in conflict situations between volunteers and coordinators), it's good to select
them from the people connected with the organization (volunteers, former employees, etc)
but who are not directly involved as paid staff. This will help mentors facilitate the integra-
tion process of the volunteers in the working and living environment, but also to mediate
difficult situations between the organization and the volunteer, if these arise.

The preparation of the organization for involving EVS volunteers is an investment of re-
sources (time, people, energy, etc.) but at the same time, it is a process that makes sure
that both the EVS volunteer and the organization benefit from the experience, on the long

term.
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TIPS I AND
I TRICKS I

Before making the decision to start this journey, find experienced organizations that
already work with EVS and try to find out from them what the main challenges of in-
volving EVS volunteers are.

Weigh the arguments for and against involving EVS volunteers in your organization
and take this decision together with your entire team.

Decide in your team who will have the role of EVS volunteer coordinator.

Invest resources in training and preparing the team that will work with EVS volunteers.
Financial planning is an important part of preparing the organization for involving EVS

volunteers — as EVS is based on a monthly lump sum, financial planning is essential

for ensuring the needs of the volunteer and all the costs involved by the activities are

covered.

The preparation of the volunteers’ arrival is also a preliminary step in starting an EVS
stage and can include elements very diverse: from logistical preparation (accommoda-
tion, bank accounts, monthly transport passes, etc.) to communication with the volun-

teers before arrival, sending an info pack with details, etc.
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3.2, I
RECRUITMENT I
OF
I £V S
I VOLUNTEERS

Very rarely, the volunteers suited for the EVS placements your organization is offering will
come up at your door on their own. In most cases, finding the volunteers the organization
needs implies an active process of spreading the word about the EVS volunteering oppor-
tunity and searching for the right volunteers. This is exactly what recruitment does!
Recruitment is not about convincing people to do something they don’t want to do, but
rather to show them the opportunity to get involved into something they were already mo-
tivated to do. In recruitment, the aim is to find the people who are attracted and motivated
by the EVS opportunity your organization is offering.

Recruitment of volunteers in EVS projects follows the main guidelines of any recruitment
process for volunteers in general, but at the same time has some special characteristics
that will be dealt with in the second part of this chapter.

The recruitment process follows three main steps:

1. Preparing the recruitment. Answers two main questions: what volunteers do we need
and what will they do in our organization?

Directly connected to the elements discussed in the previous chapter (Preparation of the
organizations for involving EVS volunteers) it includes assessing the need for volunteers in
the organization, developing the job descriptions, as well as the volunteer’s profile.

2. Planning the recruitment. Implies focusing the recruitment (choosing the target groups
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based on the previously established job descriptions), creating a timetable for the recruit-

ment and developing the recruitment process (creating the message, choosing the recruit-

ing techniques which best fit the objectives pursued, identifying the resources needed and

the persons involved).

3.The recruitment itself. Involves turning into action the strategy developed in the prepa-

ration and planning steps.

The literature on recruitment of volunteers in general identifies different types of recruit-

ment. McCurley, Lynch and Jackson present a 5-type classification for the volunteers’ re-

cruitment process:

Warm body recruitment — It's useful for those volunteering opportunities that don’t
require special skills or that require skills that anyone can be taught in a small amount
of time. The principle used by this type of recruitment is spreading the message to an
audience as wide as possible, presuming that somewhere in this audience the organ-
ization will find the people needed. As methods used, it relies on tools such as: flyers
and posters, advertising on websites or in the media (newspapers, radio, etc.), using
the organization’s website to promote the volunteering opportunity, contacting local
community groups and spreading the message among their members (such as the
Scouts), broadcast emails and telephone messages.

Targeted recruitment — This form of recruitment is extremely useful when the vol-
unteering opportunity you are promoting implies certain specific competences (for ex-
ample: accounting, face painting or other artistic skills, speaking a foreign language,
etc.). In the planning phase of the recruitment you should answer these questions: who
are the volunteers we need? what specific competences should they have for

this volunteering role? where can we find people with these competences? how should
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we communicate with them and what should our message be? Once you answer these
questions, you will have the basis for your targeted recruitment campaign.
Concentric circles recruitment — This type of recruitment is based on the assump-
tion that the people already connected to the organization are the best targets for a
recruitment campaign, not only by volunteering themselves, but also by motivating
others around them to do it. Some of the best groups for building your concentric cir-
cles recruitment include current volunteers, friends and family members of volunteers,
clients of the organization, friends and family members of clients, staff members or
donors, people in the neighborhood, etc. How it works? Using people the organization
is already in contact with, such as the groups presented before, you are starting a
word-of-mouth campaign that will help you find the volunteers you are searching for. In
addition, involving these groups in the recruitment uses the positive connection already
existing between them and the organization as well as the impact the organization has
generated in the local community as motivating factors for volunteering.

Ambient recruitment — An ambient recruitment campaign is directed to a closed sys-
tem such as a school, a company, a neighborhood, a church group, etc. This seeks to
develop a culture of involvement among the members of the community, that leads to
individuals deciding to volunteer. This type of recruitment however does not work for
all groups.

Brokered recruitment — Connects your organization with other groups whose purpose
is to provide volunteers for the local community and in this way enhances your recruit-
ment efforts. Such groups may include volunteer centers, local corporate volunteer
programs, youth groups in schools and universities, etc. All these can place you in
contact with individuals seeking volunteering opportunities that can be interested in

what your organization is offering.






One of the most important principles our organization is using in the recruitment of EVS
volunteers is: recruit the volunteer and not the partner organization! It’s great if you work
with partners you have had a good cooperation with in the past, but at the same time mak-
ing sure the volunteer is compatible with the position you are offering is the first priori