The Effective Use
of the Retired Yolunteer

By Tom Macleod

Fon the purposes of this paper, a retired
volunteer is degined as "an older individ-
ual who works as a volunteer in the de-
Livery of direct services 4in a social
senvice agency." The effective use and
management of this valuable volunteer re-
sounce begins An the planning process of
an agency. :

PLANNING

When an agency's planning process has
identified a service need and set goals
and objectives for its provision, the
method chosen for the provision of ser-
vice may be more staff. That staff may
be older volunteers. Once this decision
is made, volunteer job descriptions must
be created.

Job descriptions for older volunteers
involve the same criteria as for any paid
job description. The volunteer can ex-
pect to know what his title is, what his
role is and who he is responsible to in
the organization, what he is expected to
do, what hours he is to work and for what
term, what support he can expect from the
agency in performing his job, and how his
performance will be evaluated. Some
aspects of designing the job will need to
be done with the older person in mind.

Normal physiological changes dictate
that jobs requiring long hours of stand-
ing, heavy 1ifting or reaching are not
generally suitable for older volunteers.
As well, psychological changes should
also be considered in designing volunteer
jobs for this group. Bromley writes, "as
age advances the difference between opti-
mum and maximum Tevels of performance de-
creases, older people therefore have re-
duced reserves."  (Bromley, 1977) When
older volunteers perform functions where
the work demand is unpredictable and can
escalate quickly, it is important to build
in sufficient back-up support to allow
them to perform to their optimum.

In order for the volunteer to plan
his time and the agency to plan its ser-
vices, the volunteer jobs must have speci-
fic hours and specific length or terms of
commitment.
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A second benefit of preset terms of
commitment is that they allow the older
volunteer to work and contribute within a
staff structure without feeling he is em-
barking on another twenty-year career.
As each term ends, the volunteer should
have the opportunity to renegotiate his
present job or to apply for another job
or to decide to spend his time in entire-
ly different pursuits. This luxury of
choice is one of the great attractions of
volunteering and should be preserved as
much as possible.

RECRUITMENT

The goal of volunteer recruitment is
to get qualified individuals to apply for
volunteer positions within an agency. In
order to do this, the agency must market
its volunteering program. Kotler writes,
“Exchange is the central concept of mar-
keting." (Kotler, 1975) The agency must
be prepared to offer the volunteer some-
thing in exchange for his labors.

A volunteer job that provides a
function which is seen as useful by an
older volunteer can help to provide that
volunteer with a sense of self-worth
through a feeling of social utility. The
agency then can offer the opportunity to
be useful in exchange for the older vol-
unteer's work.

When Age and Opportunity Centre, Inc.
changed its volunteer recruitment approach
from printing a laundry list of its needs,
asking anyone to help, to offering a tar-
geted retired population an opportunity
to use their specific skills, an increase
in response from qualified older appli-
cants occurred.

PLACEMENT INTERVIEW:
unteer Contact

Establishing a Vol-

An essential component of the place-
ment interview is the establishment of a
mutually-beneficial, contractual concept
of volunteering; that is to say an agree-
ment whereby a volunteer offers to give
an item(s) of value to the agency in re-
turn for an item(s) of value from the
agency. These items must be clearly iden-
tified and agreed upon.

As this concept of mutual benefit is
established, the volunteer placement in-
terview assumes the aspects of a paid-job
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teer does not meet these standards and
further support or training is not avail-
able, practical, or successful, the vol-
unteer must be asked to leave his job.
The volunteer should have the opportunity
to explore other volunteer opportunities
which may be appropriate.

RECOGNITION

Formal recognition is another intre-
gral part of the successful management of
volunteers. Daily informal recognition
should be augmented with formal recogni-
tion events. Such events give the agency
an opportunity to express its appreciation
and provide the part-time volunteer staff
an opportunity to meet with one another
on a social basis and learn about the
scope of volunteer involvement outside
their own departments.

Finally, some feedback from an older
volunteer at a recognition reception:
"You know, it's nice to get together 1like
this and for the agency to show its appre-
ciation, but I have worked in volunteer

Jjobs where if I didn't show up it didn't
matter and nobody noticed or cared. Here
I know if I don't show up and work hard
somebody isn't going to get the service
they need. For the agency to trust us
with this responsibility is the sincerest
form of recognition." I believe that this
is the key to a successful volunteer pro-
gram.
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Age and Opportunity Centre, Inc. is a
non-profit, social service agency working
with the well elderly of Winnipeg, Mani-
toba. The examples used in this paper
are taken from experiences in the agency.

Volunteer Administration
Volume XIII Number 1

-18-





