4-H National Learning Priority Team 

Volunteer Development for the Next Generation

Background and Overview
The focus of volunteerism for the 4-H Youth Development profession is the building and maintaining of volunteer management systems for the delivery of youth development programs.  This is according to the 4-H Professional Research, Knowledge and Competencies Study 2004; New Foundations of 4-H Youth Development Profession posted at National 4-H Headquarters http://www.national4-hheadquarters.gov/library/4-Hprkc_study_010605.pdf. (4-H PRKC)

Building individual competencies for volunteerism in paid staff will lead to increased organizational capability to achieve our mission and ultimately for community capacity to grow, support and sustain 4-H youth development clubs, groups and programs.

A key priority is helping staff create and maintain effective local volunteer delivery systems for their 4-H programs. A volunteer delivery system includes both volunteer development and volunteer management.  Creating systems and models for engaging volunteers in 4-H will help 4-H professionals deliver positive youth development programs that meet the needs and interests of young people and reinforce the image that 4-H is an appealing and relevant organization for today’s youth and volunteers. 
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Vision for Volunteer Development for the Next Generation:
Extension 4-H Youth Development staff throughout the nation will implement consistent high quality volunteer programs that develop a highly educated, empowered, and diverse volunteer work force that is recognized by stakeholders and the organizational system for the positive impact they have upon youth.   

Mission for Volunteer Development for the Next Generation:

To increase competencies in volunteer development, volunteer management, and volunteer delivery systems through education for 4-H youth development staff nationwide. 

Assumptions:

· We are committed to model the behavior and principles we teach in volunteer development and management.  We must engage volunteers in all areas of 4-H work.  

· Adult learning theory is crucial to effective staff and volunteer learning and engagement. 

· A comprehensive volunteer delivery system must be in place for all effective 4-H programs. 

Definitions:

· Volunteer Delivery System:  A volunteer delivery system is a unified, orderly process for coordinating and overseeing the work of volunteers and their partnership with staff at all levels of the county program.  It is a comprehensive infrastructure that links the processes to put all aspects of staffing together. This system includes: 
· operating within an organizational structure and guidelines 

· defining relationships and clarifying roles for paid and volunteer staff

· assuring availability of resources to support the system

· identifying lines of authority and span of control 
· securing personnel to fill roles

· providing orientation and training for staff

· assuring oversight, support, evaluation and recognition for volunteers 
· providing for the evaluation and renewal of the system

· documenting processes and accomplishments of the system

· Volunteer Development: Educating and empowering volunteers to assume or accept service or leadership roles.  Improving and building volunteer knowledge and competencies.
· Volunteer Management:  Organizational operation oversight for the utilization of volunteers to achieve organizational goals by individuals who manage and control programs, resources and inputs. 
Volunteerism Topics and Components:

Five topics were identified through the 4-H PRKC.  Each topic had two to four components. Two additional topics were added for a total of seven topics.


Developing and Implementing an Infrastructure to Support a Volunteer Delivery System*


Personal Readiness



Sharing a philosophy of volunteerism



Identifying trends in volunteerism



Advocating for volunteerism


Organizational Readiness



Creating a climate for volunteerism



Identifying volunteer needs



Developing volunteer positions


Engagement of Volunteers



Recruiting volunteers



Selecting volunteers


Education of Volunteers



Orienting volunteers



Educating volunteers based on Volunteer Research Knowledge and Competencies (VRKC)


Utilizing adult development and learning theory


Managing risk for volunteer delivery systems*

Sustainability of volunteer efforts



Supervising and coaching volunteers



Managing performance of volunteers



Recognizing volunteers



Evaluating volunteer efforts

Review and Analysis of Volunteer Delivery System*
*Added to the components based on discussion with external volunteer consultants at the Points of Light Conference in Philadelphia in June 2007. 

Primary Resources Utilized In the Rubric: 

· 4-H Volunteer Management: A Handbook for Expanding Volunteer Management Systems in a Local 4-H Youth Program. (1997) University of Illinois Extension 

· Achieving Success Through Volunteers: A Curriculum for the Effective Administration of Volunteer-Supported Programs. (2005) Michigan State University Extension.
· The Community Toolbox.  http://ctb.ku.edu/tools_toc.htm 
· Everyone Ready.  Energize Inc. http://www.energizeinc.com/ *
· McCurley, S. and Lynch R. (1996) Volunteer Management. IL. Heritage Arts Publishing. 

· TAXI (1994) National 4-H Council (currently out of print)
· Connors, T. (Ed). The Volunteer Management Handbook (1995) NY. John Wiley & Sons
* Based on recommendations and review, this resource would be used throughout the implementation of the rubric.

Anticipated Delivery Methods:


On-line – synchronous and asynchronous learning

Self-study


Face-to-face 

Mentor and Coaching
Cohort groups for colleagues of all knowledge and skill levels.  This can be especially important for new colleagues. 

Instructors:

Instructors will include professionals from the anticipated National 4-H Academy, Volunteer Development Specialists within the National Extension System and external consultants/trainers from the profession of volunteerism.  

Self Assessment:

In order to effectively take advantage of the volunteerism modules, paid staff will complete the Self-Assessment for Volunteer Development for the Next Generation.  This will determine current levels of knowledge and skills and support the development of plans to complete the essential learning appropriate for their specific position and local expectations. Paid staff will identify goals and develop their personal professional development plan.  The self assessment is located in the Appendix.
This Rubric and Syllabus has a planned update on resources after recommendations of the National Learning Priorities Team on Volunteer Development for the Next Generation have been fully implemented.

Need for Professional Development in Volunteerism

4-H Youth Development programs are delivered primarily through volunteers.  Over 440,100 adult and 97,700 youth volunteer for 4-H (2005 statistics National 4-H Headquarters).  It is the role of paid staff to develop and manage a system where volunteers guide and support youth. As new programs emerge, they are generally designed to be led by volunteers.  4-H Youth Development provides volunteers with opportunities for personal growth and satisfaction.  Approximately 3,066 paid staff1 support the work of the volunteers in program delivery. At this time, no national comprehensive consistent professional development training is available for paid 4-H staff.

Providing quality professional development is critical for 4-H educators to provide quality and effective youth development programs through volunteers.  A 4-H Professional Development Logic Model (http://www.national4-hheadquarters.gov/comm/PD_Logic_Model_06.pdf) guides the work. A set of 4-H professional development outcomes (http://www.national4-hheadquarters.gov/comm/PD_Outcomes.pdf) links professional development to impact:  Young people experience positive outcomes because 4-H youth development professionals reflect quality, distinction and leadership in the field of youth development. 
According to the Urban Institute, 2004, "Volunteer Management Capacity in America's Charities and Congregations: A Briefing Report." Washington DC. 

“Devoting Substantial Staff Time Spent on Volunteer Management is a Best Practice. The percentage of time a paid staff volunteer coordinator devotes to volunteer management is positively related to the capacity of organizations to take on additional volunteers. The best prepared and most effective volunteer programs are those with paid staff members who dedicate a substantial portion of their time to management of volunteers. This study demonstrated that, as staff time spent on volunteer management increased, adoption of volunteer management practices increased as well. Moreover, investments in volunteer management and benefits derived from volunteers feed on each other, with investments bringing benefits and these benefits justify greater investments.”

The study also found that staff time devoted to volunteer development is low and best practices in volunteer development and management practices are not fully implemented. This study demonstrates the need for Extension staff to be fully equipped to adopt best practices in implementing a comprehensive volunteer delivery system to insure that effective positive youth development programs are in place.  It is critical that staff take the time to gain the skills and to fully implement the system at the local level.
The goal for the National Learning Priority Team on Volunteer Development for the Next Generation is to develop a teaching and learning resource that will meet several important needs of the national 4-H system:

· Provide learning and practice opportunities that will bring paid staff to the practitioner level.

· Provide coordinated education in volunteer delivery systems, volunteer development and volunteer management that is consistent in scope and depth across the country.

· Provide opportunities for learning and practice through a variety of delivery methods.

· Provide customized content for individual 4-H staff professional development plans through the use of a self assessment tool. 

1 Astroth, Kirk.  Understanding the 4-H Workforce Executive Summary (2006) http://www.national4-hheadquarters.gov/library/StaffingSummaryExec07.pdf 
.
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