Ideas and Issues from the Workshop for NICS Departments on 20th June 2007

In Attendance:
Harry Armstrong
DSD – Facilitator


Marian Gallagher 
DSD - Secretary 


Paddy McAlinney
DRD


Anne Rooney 
DRD


Lynn Gaw
DRD


Kevin Scullion
NIO (Community Safety Unit)


Damien Brady
DCAL


Emma Annett
DEL


Mark Holland
DFP

Apologies:
Jimmy Hughes
DETI (Consumer Affairs)

1) Extent of Contact with the Voluntary and Community Sector
· To what extent is your Department involved with the Voluntary and community sector?
· Provide revenue funding for 19 Rural Community Transport Partnerships, Shopmobility, Bridge Accessible Transport and Disability Action.  

· In most cases all the boards are voluntary and in most cases have volunteer drivers.
· Does the Sector provide services on behalf of the Department / is it a delivery partner?

· Yes
· What services / activities are provided?

· Transport via SCS and minibuses for people who are socially excluded in rural areas.  In some cases, there are volunteer administrators.
· What levels of funding are provided?

· Provides revenue funding of up to 80% funding for the operation, of which some monies would be available for volunteer expenses.
· Are volunteer involving organisations funded directly or through an intermediate funding body?

· Funded directly
· Employer Supported Volunteering (ESV)
· Some Departments have signed up to ESV – it is seen as a good tool for engaging with the Voluntary and Community Sector (Volunteering is used for staff development.  N.I Cares – DEL, NIO & DFP have signed up to this scheme)
· Big commitment of staff time (Departments are unwilling to allow staff the time off for volunteering (resource implications, targets, Assembly has created extra pressures)
· Fear factor amongst staff prevents them form volunteering

· There is little publicity about ESV in DCAL

· ESV is not well promoted NICS wide

· Not promoted by Central Personnel Group (CPG)

· Volunteering framework document sets down conditions for ESV 

· Some Permanent Secretaries want to take the lead on N.I Cares

· Top of the house “buy in” ensures ESV happens in Departments 

· Volunteering needs to be promoted centrally and special provision made across all Departments

· Events are promoted in some Departments (eg: DEL committed 66 days for the special Olympics)

· Staff in DEL participated in the recent Silver Surfers Event (developed skills and Departmental aims of Life Long Learning was promoted)

· Lack of information (for individuals)
· People want to volunteer in things that they are interested in

· ESV supports charities and the voluntary and community sector but not companies (eg: the Milk Cup football tournament is excluded) 

· Volunteering doing projects provides tangible results for communities

· Good public relations (if PR is done, for events then Departments need to be mentioned)

· More at stake on projects – it has real implications if you fail
· If time is not matched by employee under ESV it is not volunteering
· Many organisations couldn’t exist without funding from Departments (unsure of level of funding provided)
· Departments engage with Voluntary and Community sector through funding via non – Department public bodies (aim is to promote volunteering – sport, coaching etc)

· DEL - contribute data to the Funders database/ESV policy supported by Permanent Secretary/directors
· DOE (Roads) – ESV policy and funding

· NIO – provide funding for voluntary organisations working within criminal justice

· DRD – funding for rural community transport through partnerships/volunteers who provide transport

· NIO – services to victims of crime/released prisoners/disadvantaged children/98% to victim support (admin & running costs).  CICS helps victims of crime claim.  Witness service – provides hand holding for witnesses
· DCAL – ESV time /£250k to Sustran/40 school per year – each £25k
· DRD – Running costs (revenue and funding


2) Promoting the Value and Benefits of Volunteering 

· Why is volunteering important and are there enough volunteers?
· Volunteering promotes the idea of active citizenship
· Volunteering ensures stakeholders participation

· Volunteering adds social value and community empowerment

· Opportunity to learn new skills

· Opportunity to meet new people and increase confidence

· Volunteering role is usually done with enthusiasm

· Volunteer involving organisations couldn’t exist without volunteers

· There can never be enough volunteers – always a need for capable volunteers

· What are the barriers that stop people from becoming involved as volunteers?

· Financial incentive (competition from the retail sector – with an aging population – many are taking part-time jobs to make ends meet)

· Time (over bureaucratisation by funders, paperwork etc)

· Suitability factors ( boring and uninspiring placements which are not trendy enough - eg: young person working in a charity shop who would prefer to be doing something more high profile) 
· Limited opportunities (particularly rural areas) mean that some people are restricted/limited due to lack of transport (unable to drive, no public transport available) 

· Lack of self esteem (may stop potential volunteers from taking up volunteering opportunities.  Ample support should be given to new volunteers to help increase their confidence) 

· What would make more people volunteer?

· Well structured roles for volunteers

· Adequate induction and training

· Support from staff and other volunteers is essential 
· Flexible volunteering hours

· Re-imbursement of any out of pocket expenses

· Financial incentive (it is important to ensure that volunteers are re-imbursed for out of pocket expenses.  Travel expenses and where possible child care costs should be offered to volunteers   )
· Recognition awards (ensuring volunteers are valued and their work appreciated at all levels)
· Personal development leading to employment (task orientated and meaningful placements - students volunteering to benefit them when applying for University)
· Organisation’s good reputation for treating volunteers well (word of mouth can be the best way to recruit volunteers)
· More information on opportunities available – specific information on events such as, Special Olympics, Silver Surfers etc (eg: staff magazines, notice boards etc)

· Suggestion that there could be a role for a Departmental/NICS volunteer co-ordinator
· What can be done to promote the value and benefits of volunteering?

· All Departments need to introduce and actively promote a volunteering strategy/policy

· Volunteering should be promoted centrally through out NICS Departments (eg: a possible role for DSD)

· Promote volunteering amongst staff (staff magazines etc)

· Sharing of positive experiences

· As well as the “feel good” factor, volunteers should be made aware of the other benefits they will get from volunteering (eg: gaining experience and new skills, making new friends, increased confidence, increased employment potential – the value of volunteering cannot be underestimated and volunteers should feel that the work they are doing is helping to make a difference)
· Word of mouth

· PR within volunteer centres to raise the profile of volunteer opportunities

· Realistic reimbursement rates (eg: if volunteer has used a private taxi the organisation should not restrict the refund to public transport rate)
· Awareness events at local council level as opposed to national campaigns

· Overhaul volunteer centres (ineffective – focus wholly on active volunteer recruitment and placement locally) 
· Are contributions made by volunteers widely recognised?

· Yes (training opportunities, volunteer week, recognition awards, volunteer expenses)  
· In a lot of organisations volunteers contributions are not recognised

· In many cases volunteers do not feel valued or supported (this results in some organisations being unable to sustain of cases volunteering can be seen as a thankless task and the their volunteer base)
· Every individual organisation needs to recognise the work of their volunteers  
3) Enhancing Accessibility and Diversity within Volunteering

· How can we make it easier to find out information about volunteering?
· Open door policy in volunteer centres and volunteer organisations

· Information days

· Internet (organisations should ensure that there websites are regularly updated to ensure that only the most relevant information is held) 

· Centralised volunteer website – www.volunteernow.co.uk (contains up to date information on volunteer vacancies  

· Raise the profile of the Volunteer Development Agency

· How diverse are the people who are coming forward to volunteer?

· Women over 40yrs old

· Disabled people
· Young people
· Older people
· Migrant workers (eg: polish nationals etc, however the language barrier makes it extremely difficult to find suitable placements for those that wish to volunteer)
· Depends on the volunteering opportunity (task orientated volunteer placements tend to draw male volunteers)   
· Who is not coming forward to volunteer?

· No obvious gaps in the Omagh area

· Younger people (16 – 25 yr olds are the most unrepresented category amongst volunteers)

· Women (20 – 40yr olds)
· Young males

· How can we make volunteering truly inclusive?
· Generally feel that the opportunities are inclusive (those with a learning can avail of valuable placements but they are unable to gain employment in an organisation)
· Ensure placements are equality proofed (there is a need to ensure that suitable placements will include all members of our community)
· Be more inventive with our marketing and recruitment strategies 

· More placements which are male orientated.

· Placements should be enjoyable (people will only volunteer if they are going to be doing something which is enjoyable)

4) Improving the Volunteering Experience
· What makes a good volunteering experience and what doesn’t

· Good support from the organisation

· Designated roles and responsibilities within an organisation (can make someone feel that they are really making a difference)
· Induction and training programme

· A simple thank you for their time and effort

· Task orientated volunteering (doing a specific task with an identifiable outcome is the best volunteering experience eg: “Dial-a-ride or door to door transport)  

· Dull boring work (mechanistic administrative work is slow death to a volunteer – administrative work must be varied) 

· Clearly defined role

· Regular feed back from volunteer manager/co-ordinator
· Volunteers should feel valued (telling them they are doing a good job and holding an annual recognition event is recommended) 

· Volunteers will have bad experiences if they are not confident with what they do or if they feel that members of staff or other volunteers are not giving them the respect they deserve)
· Staff need to be trained – gives people confidence to volunteer when they know what is expected of them

· Recognition – gives a sense of achievement 

· Staff who volunteered for Silver Surfers were appreciated by the older people they helped

· Permanent Secretary and Director in DEL issued letters of thanks to staff who volunteered for Silver Surfers

· What types of pressures do volunteers or volunteer involving organisations feel under?

· Paid staff and volunteers working together can prove difficult (sometimes the level of commitment required from both of them is very different.  You can make requests of paid staff that you that you wouldn’t be able to do with those volunteering for an organisation)
· With volunteers it is always the time that they can reasonably devote to the organisations (volunteers have their own lives outside their organisation and at times these may put pressure on them)
· With organisations it is always managing an ephemeral resource (implications for project delivery and quality of provision)
· In managing volunteers there is a delicate balance to be maintained (too many volunteers interest will wane if volunteers are not getting enough opportunities, too few volunteers then organisations will not be able to deliver) 

· Maintaining an equilibrium is difficult (eg: volunteers leave, go on holidays, illness etc)

· Volunteer organisations are often under constant pressure to meet targets and source funding and have a limited workforce (if after training a volunteers capability is in doubt, the role should be changed to a less challenging one as staff time cannot continually be tied up showing volunteers what to do if it is evident that they are not capable of doing the work efficiently.  In such a case the organisation should seek advice from their local Volunteer Centre and try to accommodate the volunteer with a more suitable vacancy elsewhere)
· Delivering a service with volunteers is more challenging for managers than  working with paid staff 
· Are volunteer involving organisations offering the right opportunities flexible, interesting, challenging and rewarding?
· Depends on the individual organisation (in some cases volunteers are expected to do mundane jobs that paid members of staff don’t want to do)

· Some organisations by their very nature cannot offer flexible hours as they are only open at certain times.                          
· What do organisations want from their volunteers?
· Minimum of five hours per week

· Understanding of the organisation’s expectations
· Understanding of their own expectations

· What do volunteers want from their organisation?

· Sense of value (knowing that their talents and time are making a difference)

· Professional approach (support, teamwork and camaraderie.  Social   interaction, someone to talk to when needed, a good laugh)
· Do organisations meet their volunteer’s expectations?

· Yes and no – each placement is different (for others to say – I would hope that we do, we make every effort to ensure a good volunteering experience)
· Depends on every individual organisation (it is very important to explain to volunteers before they commence a placement what the limitations of the role are so volunteers know exactly what they are getting involved in and are not disappointed)
· If people are leaving volunteering what are their reasons?

· Personal
· Ill health

· Family commitments

· Employment

· Moving house

· Volunteers just not happy (organisations should to keep a record of the reasons for volunteers leaving – this will enable them to see if a pattern is emerging)
· How has volunteering or the volunteer involving organisations changed in the past 5 years and have the changes been for the better or the worse? 

· Better – more opportunities available due to decreasing levels of funding and greater dependency on community and voluntary sector
· Some organisations are more aware of the need for volunteers and the contribution they make (they are making volunteering more formalized, eg: creating a volunteer policy and paying volunteer expenses)
· Volunteering has changed for the better but funding is in some cases harder to source (there is a fear that job substitution is taking place and volunteers are doing work that paid staff used to do)
· Government Departments and funders need a coherent policy which appreciates the input of volunteering (eg: while they are keen to tell about the importance of volunteering to civic society – behind the scenes, what are perceived as Departmental “bean-counters” seem singularly focused on the reclamation of receipts for coffee & muffin from a volunteer who has completed a four hour stint!.  Accountability for Departments shouldn’t have to come at the expense of trust and goodwill between organisation and volunteer)
5) Supporting and Strengthening Volunteer Involving Organisations and the Volunteering Infrastructure
· To what extent are Departments aware of the network of Volunteer Centres and what they do?
· Only information provided through monitoring visits with the Partnerships.

· There are 15 volunteer centres – they recruit volunteers and place them with suitable volunteer involving organisations (they also process police checks and inform the volunteering organisation of the outcome if a POCVA in Partnership agreement is signed)

· Departmental websites should have links to volunteering opportunities

· Volunteer centres are available to offer support to volunteers and volunteer involving organisations 
· To what extent are Departments aware of the Volunteer Development Agency and what they do?

· Departments have only a limited knowledge and have no direct involvement with VDA

· Raise the profile of VDA

· The VDA website is www.volunteeringnow-ni.org 

· Are volunteer involving organisations you may work with aware of their legal obligations (insurance, POCVA, etc)
· Certainly aware of POCVA 

· Depends on the individual organisations – the bigger the organisation the more clued in they are to their obligations.

· The volunteer centres provide advice to organisations on their obligations regarding POCVA (they also request copies of organisation’s insurance before placing a volunteer with that particular organisation)
· To what extent do volunteer involving organisations have volunteering policies and strategies and do they put them into practice?

· Depends on the size of the organisation (some are very proactive in all areas of volunteering but others see the formation of a policy and other strategies as an added burden on them)
· How prevalent is good volunteer management and is there an appetite for training/accreditation in volunteer management?
· Good volunteer management is evident in those organisations that can sustain their volunteer base.  

· It is often the case that those who don’t manage their volunteers effectively will have a high volunteer turnover.
· Often when volunteer management training is suggested to organisations they do not want to know (the most common excuse is that they do not have the time to do such a course)  

· What should be the priorities for the regional and local infrastructure organisations?
· To recruit and place volunteers and to support volunteer involving organisations

· Have one central volunteer centre for N.Ireland

· Open door policy in volunteer centres

· Better PR (local media campaigns etc)
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