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management program. The methodology was based
on the experience and contributions of all partners
and also on the Field Research done by this projectin
the first place (Chapter 2). With this, the guide man-
aged to combine different formal and non-formal
methodologies together, to give practical tips which
ensure an effective self-learning of those using it
(Chapter 3). After that, it’s also mentioned some as-
pects that you need to take into consideration when
planning international inclusive volunteering oppor-
tunities (Chapter 4).

Summing up, this guide has the following chapters:

1. Introduction to the guide, content and how
to useiit

2. Main results and data from the Field Research

3. Inclusive Volunteer Management (proposal
of a Methodology & practical strategies)

4. Promoting international inclusive volunteer-
ing opportunities

Through these chapters, and as a volunteer manag-
er/youth worker, this guide will show you how to en-
sure a tailor-made approach for young people you
wish to include as volunteers within your organiza-
tion, both alocal and international level, while taking
into account the contextual factors and information
that led to its conception. On here, volunteering is
approached as a valuable opportunity for both the
organization and the youth. Not only it allows young
people to develop their social, emotional and practi-
cal skills, as it's gives visibility to their potential with-
in community and your role in ensuring it. Organi-
zations as a whole benefit from social inclusion of
different target groups and their direct participation
on the community, since it allows for social cohesion,
efficient and sustainable utilization of resources,
economic dynamism and multiculturalism, valued
by the European Union’s values and necessary to en-
sure prosperous societies.




olunteerism activities and stud-
ies have been intensively imple-
mented across Europe. The long
history of volunteerism in Euro-
pean Countries has enabled to
development of new method-
ologies and strategies. Various
methods have been introduced and successfully
implemented. The institutions and organisations
that implement and support these methods have
increased day by day. Running successful awareness
campaigns helped to increase engagement levels in
the volunteer field. Vol'Go Project State-of-Art Re-
port revealed that the term “Inclusive Volunteering”
(IV) has not been fully adopted yet. According to the
conclusions of the report, inclusive volunteering ei-
ther doesn't officially exist or is still fresh and devel-

oping.

Inclusive volunteering in Cyprus is not institution-
alised separately from the basic principles of volun-
teering. According to the Declaration of the “Rights
and Responsibilities of Volunteers of the Republic
of Cyprus, “Access to volunteering and active cit-
izenship opportunities is a right, not a privilege.

Everyone has the right to volunteer wherever they
choose!” For many volunteers in Cyprus, IV is not
something that can be recognized as a different
form of Volunteerism. The philosophy for some is:
“if you are a volunteer then you should be ready to

d

accept everyone who is fighting for the same cause!

The situation of Inclusive Volunteerism is improving
constantly, with articles and activities from NGOs
and organizations (like the case of Citizen Forum)
focusing on youth volunteerism. People already
working in the networks understand the field and
also talk about important phenomena of the field
together and solve obstacles.

In Portugal, Inclusive volunteering doesn't exist, at
least in a formal way. There are some entities and
volunteer coordinators that implement it, but it’s not
a recognized practice at a higher level. Pista Magica
is one of the entities promoting the concept in Por-
tugal since 2019 in a more active way, and they have
been trying to create methodologies to do it, col-



lecting good practices and developing projects that
promote the inclusive model of volunteering. IV in
Portugal has been getting increased recognition as a
pathway toward a more committed and responsible
volunteer culture. There is still, however, a long way
to go, in particular regarding Inclusive Volunteerism,
which is still mostly practised in an informal manner
by promoting organisations.

In Slovenia inclusive volunteering is still at an early
stage of development, but this does not mean that
many organisations do not implement it in their
work, planned or unplanned. The research of vari-
ous materials has shown that inclusive volunteering
or its development and promotion is mainly carried
out by organisations, institutions, and associations
whose predominant target groups are vulnerable
and those from the margins - marginalised people
(children and adults with special needs, migrants,
LGBTQIA+ persons, socially disadvantaged children,
and young people, Roma, young people with fewer
opportunities).

Vol Go Project State-of-the-art Report [AA1] includes
various case studies and good practices from 4 dif-
ferent European countries which can be used as a
source or guide to develop new methodologies and
contribute to the IV development efforts. According
to the findings of the report, there are a significant
number of organisations and institutions operating
in the field of volunteering that are especially active
in promoting the mission of volunteerism but it is
highly challenging to detect due to the term is still
fresh and efforts are not institutionalised or formal-
ised. The field research also revealed that profes-
sionals are struggling to detect who needs inclu-
sive volunteerism and ordinary volunteerism. To
do so the establishment of criteria is necessary.

Volunteer and Go (Vol Go) Project The State-of-the-
Art Report reveals important training needs and
actions to be taken regarding inclusive volun-
teerism.

1-) Definition of Inclusive Volunteerism

The term and exact definition of Inclusive Volun-
teerism has to be introduced and distributed
more effectively in order to influence and en-
courage the professionals/volunteers for involve-
ment. A clear definition will help to understand the
general concept of IV and it will lead us to prevent
possible confusion about other volunteerism activ-
ities.

2-) Establishment distinction between Inclusive
Volunteerism and Ordinary/Standard Volunteer-
ism/Social Inclusion

This differentiation needs to be expressed clearly
and precisely to foster common understanding and
the establishment of communities. Professionals and
Volunteers need to be fully aware of the distinction
in order to participate properly.

3-) Inclusive Volunteerism determination criteria/
checklist

For the aim of avoiding confusion and uncertain-
ty among youth workers and professionals, a list of
criteria has to be established in terms of deter-
mining who may need inclusive volunteerism.
Vol Go field research shows that it is highly difficult
to implement IV without any criteria because confu-
sion occurs while detecting if individuals demand or
need Inclusive Volunteerism or any other model of
Volunteerism.

4-) Guidelines and Methodologies for Inclusive
Volunteerism Implementation

It is necessary to provide detailed guidelines on in-
clusive volunteering before it can be implemented. It
is difficult to talk about the quality of any work done
in the field of inclusive volunteering. For this, youth
workers and other professionals from other fields of
work need some common guidelines, policies, and
working methods to increase quality as much as
possible and support the inclusion of young peo-
ple who have fewer opportunities.

5-) The lack of human resources

Recruiting inclusive volunteers can be challenging,
as the field study conducted by Vol'Go - partners re-
vealed for example in Finland and Portugal. Some-
times it's not easy to get new individuals to partici-
pate as volunteers.

6-) Overprotective Families

During the field research of Vol'Go Project, the par-
ticipants described the acceptance by the family
as a challenge, taking into account the assignment
of new responsibilities (families tend to protect the
inclusive volunteers) and the reduction in the time
availability of these volunteers. The parents’ possible
overprotectiveness or worry that their child won’t be
accepted as how they are, also creates a barrier to in-
volvement.

7-) Investment and Funding

Inclusive Volunteerism should receive increased
support and funding from related institutions, or-
ganisations, corporations, authorities, and stake-
holders. To provide people with special needs
enough opportunities, donation and support activ-
ities should be increased.

8-) Institutionalisation

The process of establishing consistency and uni-
formity in the organisation’s approach to process
implementation is known as institutionalisation. It
is essential for all individuals and groups working in
the field to adhere to the same standards. To develop
into a highly respected institution with ethics, rules,
and legal procedures it is essential to institutionalise.




his chapter is targeted at youth
workers with responsibilities relat-
ed to creating and implementing
more inclusive volunteering pro-
jects or programmes. If you belong
to an organisation which works
with volunteers, you can ensure
the participation of people that are often exclud-
ed from volunteering opportunities, such as young
people with disabilities, mental health issues or oth-
er reasons for exclusion.

When developing inclusive volunteering activities
for these groups, it is important to concentrate on
their needs and interests. The programme must be
interesting, accessible, and attractive for the mar-
ginalised youth. Making the threshold for the youth
participating inclusive volunteerism as low as possi-

ble expands their circle of life in many ways. Inclusive
volunteering creates meaningful life content, com-
munities to belong to, and increases one’s well-be-
ing and capacity building.

So - how to arouse the motivation in marginalised
youth then? And what are the concrete steps to im-
plement an inclusive volunteering programme for
them?

To achieve this, the entirety of the volunteering man-
agement’s process must be inclusive and this is the
basis of Pista Magica’s methodological proposition,
called “+ Inclusive Volunteering”

This proposition is based on the intersection of two
approaches:
Figure 1 - Two approaches, one proposition



1. Steve McCurley and Rick Lynch’s process of Volunteer Management - briefly described in the Handbook of

Support for Volunteer Management (“Manual de Apoio na Gestao de Voluntariado”, 2016) and extensively
described on the Complete Volunteer Management Handbook (“Manual Completo de Gestao de Voluntar-
iado” 2019).

. The Person-Centred Planning methodology - widespread in Portugal from through ASSOL's (Social Solidari-
ty Association of Lafées) handbooks:

- "Toda a minha vida é um Circulo” (All my life’s a Circle), edited by ASSOL in 2011, written by Jack Pearpoint
and others, Inclusion Press edition, Toronto, Canada;

- "PATH: Um caminho para futuros alternativos e com esperanca” (PATH An Innovative Approach to Fostering
Hopeful Thinking), edited by ASSOL in 2001 written by Jack Pearpoint and others, Inclusion Press edition,
Toronto, Canada;

-"Apoios Centrados na Pessoa” (People-Centred Support), edited by ASSOL in 2014, written by Mario Pereira.

For inclusive volunteering programmes and projects
to have a positive impact on all parties involved, it is
important to guarantee that the organisations that
are promoting these opportunities are competent
and possess basic volunteering management tools.

As a result, our proposition for an inclusive volun-
teering programme management is based on the
combination between the Volunteering Manage-
ment process and the Person-Centred Planning
methodology, as mentioned above.

When it comes to a more inclusive volunteering
management, we think that these 9 steps (McCurley
& Lynch, 2011) are the most effective. They give you
a set of minimum requirements which are needed to
implement a successful volunteering programme.
However, since they are of generalist tenor, they are
not enough to ensure the inclusiveness of your vol-
unteering programme. Because of this, we suggest
that you let these steps be influenced by the Per-
son-Centred Planning methodology. This meth-
odology focuses on the individualities of each per-
son and tries to ensure their success in the pursuit of
a certain path. Since volunteering opens a space for
people to find more opportunities to grow, test dif-
ferent things, form new relationships, develop skills
and acquire knowledge, we believe that it is compat-
ible with this methodology.

Put this, and to progress with our explanation, we
will now present some notes that you must keep in
mind in each of the 9 Volunteering Management
steps, so you can effectively manage a more inclu-
sive volunteering programme while considering
the Person-Centred Planning methodology tools.

.

Practical tip

To achieve a volunteer programme which generates
major impact, you need to be aware of how volun-
teering can contribute to your organisation’s pur-
pose. The first step here would be to consider the
resources which are necessary to satisfy your organ-
isation’s main goals and understand if volunteering
could take place. If you confirm this, then you would
need to highlight it and explain how volunteers can
have a positive role in the achievement of the organ-
isation’s mission to everyone involved.

This is a phase for thinking and brainstorming, so
make sure to make use of many different tools to po-
tentiate this.

Once you discuss it, you can start thinking about how
to make the whole process more inclusive. Therefore,
you should consider:

- Does creating a socially accessible volunteering
programme match with your entity’s goals?

+ How does it align with what you want to achieve?

«  How does it satisfy the needs of the people you
are helping?

Besides this, we suggest you to follow Martinel-
li's (1999) strategic planning method for non-profit
organisations and reflect upon the following ques-
tions:

«  What obstacles does/will your entity face while
implementing an Inclusive Volunteering Pro-
gramme?

+  Which internal and external resources are neces-
sary?

+  Who can help you overcome those obstacles and
how?

+  How will you involve those external people/enti-
ties in your strategy?

«  What will be the role of those people/entities?
What can we ask from them? What can we offer?

ISIDIIXD [BONIRI]




Practical exercise

After planning, you can start thinking about organ-
ising your inclusive volunteer programme. Doing
this is a complex task, so your organisation should
ensure that your volunteer programme has a good
structure and is effective. It is important to guaran-

Besides, it is important to see if you have the nec-
essary conditions to take in young volunteers from
marginalised groups who may have particular needs.
Here, we give you some examples:

« Do you have the physical conditions (facili-
ty-wise) to accommodate, for example, young
people with a disability or reduced mobility?

To deepen this process, Pereira (2014, pp.95-96) il-
lustrates many examples of forms of support which
can be necessary for the volunteers’ participa-
tion:

« Physical environment: modifications to the
spaces in which the person does volunteer work.
For example, if you are integrating a volunteer in
a wheelchair, you must make sure the space is
fully accessible;

- Personal and financial resources: if the person
faces some kind of economic difficulty, for exam-
ple, the reimbursement of expenses arising from
volunteer work can be crucial. Providing lunch to
a volunteer that has more than half a day in his/
her position can be crucial to his/her integration
and retention;

« Transport: it may be necessary to provide sup-
port in finding/guaranteeing accessible means,
whether it be public or private services. It can be
that some of the people in more vulnerable situ-
ations have some autonomy challenges that can

tee that everybody is involved and that they under-
stand the value of having volunteers to achieve the
organisation’s mission.

Thisisamust because you can only create a well-con-
ceived programme once you have defined the rea-
son why you want to include volunteers. There must
be an organisational agreement around this subject,
so you do not have problems in the long run.

Once this is done, you need to define formal rules
and procedures on inclusive volunteering man-
agement, which will be reflected, for example, in
the organisation’s volunteers’ handbook and in daily
volunteer management tools.

« Do you have enough volunteers to coordinate
volunteers with bigger monitoring needs, or will
the employees do it? If you choose the second
option, are the employees willing to do it? Do
they have training to take on this responsibility?
If you decide to recruit volunteers to coordinate
other volunteers, what is the desired profile?

translate into not feeling capable of using public
transportation;

- Time management: volunteer action is carried
out in free time and demands responsibility,
commitment, punctuality and time manage-
ment skills, which implies that it may be neces-
sary to provide strategies in these areas to vol-
unteers. You must keep in mind that, in some
cases, it is better to start with a smaller amount
of volunteering hours and access through time if
the person is willing to take in more;

« Specialised support: depending on the person’s
specific needs, extra support may be necessary
for the volunteering tasks. People that suffer
from anxiety, for example, might need a closer
mentoring from someone that is more familiar to
her/him, such as the person who has interviewed
and prepared her/him for the position;

+ Support in the community: the person may
need to be accompanied in order to participate
in specific events or activities.

However, it will be hard to think of these if you
know very little about marginalised young
people’s realities. As such, and in order to
answer these questions, you have to consider the

SOSPED is an entity in Finland who works with the
concept of Culture House model in order to pro-
mote social inclusion. They believe that the feeling
of belonging to a group or a community is a very
important basic need, and a communal meeting
place for young volunteers is a good way to create
a platform for peer and volunteering community. In
many instances, they have dealt with young people
in situations of social vulnerability and have delimit-
ed some good practices, which may be useful to im-
prove your target group knowledge. In consequence
of this, you must:

+ Get information about various functional chal-
lenges and phenomena, and understand if you
can apply them in practical forms of support.

« Map out what kind of need for activities your tar-
get group has and what do you need to imple-
ment them.

« Set up quality criteria, an equality plan and clear
goals for the activities. Make follow-up and eval-
uation of the effectiveness of the inclusive volun-
teerism actions to justify needs for funding.

+ Involve and include young people from the tar-
get group already in the planning process of the
activities - who would know their needs and
wishes better than the youth themselves?

By following these steps, you will understand which
conditions you need to guarantee to ensure
young people’s participation, your main obsta-
cles and which partners/entities you can mobilise
to create and sustain your inclusive volunteer pro-
gramme.

needs of marginalised youth with different chal-
lenges in life. You need to get orientation and tar-
get group awareness from professionals, just like
SOSPED, one of the partners for this project, does.

SOSPED, for example, always tries to ensure that
their communal places are physically accessible and
close to public transportation. They create the com-
munity place together with the participants to boost
the experience of ownership of the space. For them,
communal meeting places should be a safe and in-
spiring environment for every participant regardless
of their starting point. Coffee and tea and a homelike
environment seem to support the feeling of com-
munality. Being free of charge and providing tools
and space for creativity and activities is important
too. Experts by experience and peers remind that
nobody is alone with their challenges (The meeting
place can also be built as a pop up -activity in con-
nection with an event, shopping mall e.g., that is one
way to concretely bring the activities there where
the young people are instead of expecting the youth
to find you.) They try to create the operating meth-
ods and safer space guidelines together with young
participants.

Create the
community place
together with the

participants to boost their
experience of ownership

of the space.
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Practical exercise

After taking those into account and ensuring you

have solutions for them, just like SOSPED does, you

will have to consider and develop the following ele-

ments:

+ Orientation’s Strategy for volunteers (in written
form);

«  The budget meant for the management pro-
gramme;

Lastly, and to confirm that you are ready to pass to

the next phase, you must assess the plan for the vol-

unteers’ involvement and have answers for the fol-

lowing list:

+ Do the human resources who will work with each
volunteer understand their roles?

« Are there volunteer position descriptions writ-
ten?

+ Do volunteer position descriptions clearly iden-
tify the qualifications for the role and indicate its
purpose and nature?

Training of the staff in inclusive volunteering
management and the use of Person-Centred
Planning methodology (or other relevant ones);
Volunteer position descriptions (in written form);
The volunteer’s minimum commitment time;
Definition of the volunteers’ recruitment strate-
gies, among others.

Have you identified a good working atmosphere
for volunteers, in terms of the workspace, equip-
ment, accessibility, among others?

Do you have a plan to recruit volunteers for exist-
ing positions?

Do you have a plan to prepare and guide volun-
teers according to their characteristics?

Which procedures should you implement to en-
sure that your volunteering programme is truly
inclusive?

Practical exercise

How to create
volunteer
position
descriptions
for the
Inclusive
Volunteering
Programme?

Like we mentioned in the planning part, it is impor-
tant to involve the interested parties in the process
of creating potential volunteer positions. You can
do this by asking staff members about the best way
to involve volunteers and planning volunteer tasks
which consider your organisation’s mission.

To make this process easier, you should ask your
workers the following questions, initially thought by
Ivan Scheier (cit in McCurley & Lynch, 1996) and de-
veloped by McCurley & Lynch (2011):

«  Which parts of your job do you really like doing?

+  Which parts of your job do you dislike doing?

«  What other things have you always wanted to do,
but never had time, availability, or opportunity
to?

«  What other tasks, activities or projects would you
like to see done that no one in the entity has the
skills to carry out? Or that the entity can not pay
for?

The answers to these questions can create the basis
for the definition of the volunteer position descrip-
tions. This is an ongoing process, as you should up-
date these positions often and make sure they are
compatible with your organisation’s growth.

However, do not forget to take your future volun-
teers’ own perspectives into consideration, as you
need to be open and flexible when writing down
these volunteer position descriptions. If you follow
our indications during the organising phase, you
will be aware of the needs of the people you wish
to recruit and you will have contacted them in some
way. That means you will have the knowledge need-
ed to modify these roles in order to respect your fu-
ture volunteer’s needs too.

As a result, never forget to consider your workers'and
volunteers’ wishes and expectations when adjusting
these positions, so you can decrease the volunteers’
turnover and dropout rate. To achieve this, you will
have to work on communication channels which al-
low feedback to be given and received, be it through
periodic meetings or written communications.

In this phase, many other things can be discussed:
specific skills that are needed; the ideal commitment
time; attitudes or other qualities which represent
what the organisation looks for in a volunteer; and
the conception of volunteer position descriptions
based on the results.

In addition to the four main principles which should
be considered during the elaboration of a volunteer
position description - a sense of belonging, authori-
ty to think, responsibility for the results and the abili-
ty to evaluate or measure what is achieved (McCurley
& Lynch, 2011) -, it must also contain elements such
as a title (function designation), purpose, indicators,
requirements, schedule, place, supervision and ben-
efits. In the attachments part of this chapter (pages
42-46), you will find an example of a volunteer posi-
tion description that you can use to create your own.

A possible strategy to make the volunteering pro-
gramme more inclusive is to analyse the volunteer
position descriptions that you already have, and ana-
lyse what conditions are essential to successfully car-
ry out the role. Maybe the position can be carried out
by someone in a situation of vulnerability or social
exclusion, if the person meets the requirements. You
will also find a volunteer profile (pages 42-46), which
can help you make a match between a profile and a
volunteering position description.
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How to recruit
potential
volunteers for
the Inclusive
Volunteering
programme?

At this stage, it is essential to choose the form of re-
cruitment which will work best for your organisation.
Recruitment must be seen as a way to combine two
types of needs - the volunteers’ and your organ-
isation’s —, which then materialise into the effort of
finding volunteers whose needs match with what
your organisation wants and needs, that is, whose
motivational needs and skills can be combined with
the volunteer position descriptions that the organi-
sation is offering.

Therefore, the recruitment process can be seen as a

filter, through which you can identify, in a universe of
potential volunteers (all the population in their com-

Open the

Practical exercise

concepts of
accessibility and
inclusiveness and
emphasise that
everyone has something
to give to others.

munity, without forgetting the people in a situa-
tion of social exclusion), the people that best meet
the needs of your organisation.

If you're looking for volunteers and if the role is de-
signed to be carried out by someone in a situation
of social exclusion, make sure that you publicise
that opportunity to entities that work with that
segment of population or in public places where
that population usually goes to, for example. You
can also look for the support of the Volunteer Centre
in the Municipality where you work (if there is one)
or post those opportunities in other Volunteering
Centres or Platforms.

It's also important to make clear that your volun-
teering opportunities are inclusive in the materials
which are created for the recruitment. One way to
achieve this is to use images of people with different
characteristics in your advertisement, at all times.
For example, if you think a certain volunteer position
can be taken by a person with a physical disability,
you should use images to make that clear. Another
aspect that you need to consider is how people will
apply to your volunteer positions. Many entities use
online forms, but that might not be enough. You
may speak with entities which work with these seg-
ments of population to understand their opinion on
this and act accordingly.

Answer to the following questions in order to pre-
pare your recruitment campaign:

«  Whatis the volunteer position title?

+  What is the main message and information to be
disclosed in the recruitment action?

«  Whatis the target audience?

+  What is the recruitment start date and deadline?

«  Which recruitment types and strategies are you
going to use?

«  What are the key entities and contact persons to
reach out? How will you contact/communicate
with them?

«  What communication materials are we going to
use? When should they be ready to use?

In order to understand how you can apply this to

young people in vulnerable situations, you may

need to read the following practical example, from

SOSPED:

+ Going to the youth, it is more likely to reach
their interest like that than by waiting for them
in the office. Go to public places young people
like to visit and advertise and communicate on
platforms they also operate on. Cooperate with
schools or other educational institutions. Sup-
port staff, therapists or nurses and social workers
working with young people are also a good way
to reach marginalised young people.

« With young people who are socially isolated
and struggling with social problems, the impor-
tance of internet advertising and the employee’s
knowledge of using social media and different
servers is emphasised, because marginalised

young people do not usually leave their homes
to apply for voluntary work on their own initia-
tive.

Open the concepts of accessibility and inclu-
siveness and emphasise that everyone has
something to give to others. Tell about inclusive
volunteering opportunities for youth. Consider
equality and accessibility (inclusivity) thinking al-
ready in the planning phase. That is, for example,
splitting and reshaping volunteer tasks. There are
people who seek communality, and on the other
hand some dislike the idea of being committed
to an NGO or other entity organising volunteer-
ing possibilities for a longer time. Especially for
young people it can be a relieving thought, that
there are also one-time tasks and pop-up volun-
teering activities.

Finally, and once you have figured this out, you can start thinking about the interviewing process.
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How to
interview
potential
volunteers for
the Inclusive
Volunteering
programme?

This interview process allows you to understand how
the organisation’s needs and the volunteers’ motiva-
tions and qualifications match. However, you must
be careful not to treat this process the same way you
would with a job interview. Interviewing volunteers
is not about examining a candidate’s aptitude for a
position, but rather evaluating the ability and will-
ingness of a candidate to adjust productively to a
position within the institution.

As such, you must also consider your own organi-
sation’s flexibility and how you can turn the volun-
teering into a positive experience for both parties.
For this reason, the interviewing process is also an
important moment to do an initial analysis of the
person’s ambitions and expectations, what they
like and do not like, their story, their strengths, and
talents, etc. Of course, this is just an initial contact
and there will be more opportunities to deepen this
affirmation during the following stages of Prepara-
tion and Monitoring, but you can start introducing
the Person-Centred Planning methodology at
this stage. If the person being interviewed belongs
to a more vulnerable social group or demonstrates
need for monitoring or more specific and individual
preparation, you can use the interview to mention
that your entity provides specific support processes
to volunteers and in what terms. You can even use
the moment of the interview to showcase this. For
example, if the interviewee needs someone’s aid to
act as a translator or a sign language interpreter, you
can activate the necessary tools which you already
have within your organisation.

In some situations, however, you will find that certain
people, due to their situation of vulnerability, have a
harder time picturing themselves in such a way, es-
pecially if they were never stimulated to think of that
before. Many have a strong feeling of being an out-
sider and not belonging to any community or even
the society. They might have learning disabilities or
other disabilities, mental health problems, lack of
self-esteem, language skills or social skills etc., and
they don't feel applied by volunteering activities.
Because of this, you can try to collect this informa-
tion later and provide customised accompaniment
in that sense. You can allow the person to explore
more about themselves and have many different ex-
periences, so they work on their own ambitions and
choose the specific paths which they wish to explore.

In Pista Magica's experience, it has often happened
that people in more vulnerable situations need time
to get comfortable with those leading the process
of helping define the person’s happiness project in
order to actually explore and identify their interests,
talents and obstacles, for example. One of our vol-
unteers in the project VolunTalento, for instance, had
identified, from the start, handicrafts as their main
interest, because they knew that was something
they were already good at. However, with time, re-
alising that volunteering is a space to grow other
talents and interests, they started sharing that they
would like to do something completely different:
volunteering with farm animals.

Gather a group of volunteers or coworkers and do
a role play on the Interview Process. Do it as many
times as needed so everyone can have the chance to
be the interviewer, the interviewee and the observ-
er. Share feedback and see what you already do well
and what needs improvement.

Interviewing volunteers is not about
examining a candidate’s aptitude
for a position, but rather evaluating
the ability and willingness of a
candidate to adjust to a position.
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Practical tip

When it comes to orientation and training, you can

do just as SOSPED suggests:

« Always organise a training and orientation
course for new volunteers. When organising in-
clusive volunteering training, make sure there is
enough time for each gathering. When training,
speak calmly and in clear language. Leave time
for questions.

+ In the first training session tell the young volun-
teers about your NGO and /or other background
community and frameworks of the operating
model. Open the concepts and principles of vol-
unteerism. Tell the young volunteers what is ex-
pected from them, and what they gain in return.
Set joint and individual goals to reach.

+ Next training meetings should be planned in
the frame of references of your own activity. If
the volunteers act as group leaders, teach the
trainees principles of group leading, or if your
activities are around a certain theme, open it up.

Along with this, you need to focus on coaching,
counselling, and mentoring of the volunteers. This
is a key-moment in the Inclusive Volunteering Pro-
gramme’s implementation and you can plan Per-
son-Centred Support sessions with volunteers who
need it, as it is the case with people at risk of social
exclusion. You can find an example of one of these
plans from one of our projects in the attachments
(pages 42-46). The first sessions (at least, two) should
focus on the creation of a plan (see Attachment 3)
which allows you to understand the volunteers’

To prepare your potential young volunteers, you
need to take in consideration what McCurley & Lynch
(2011) wrote. According to them, the preparation in-
cludes five elements, namely orientation, training,
coaching, counselling, and mentoring.

Understand and open up the role of volunteers
in your community. Don’t cover too many topics
in one training session, and combine theory and
exercises.

+  Remember that the target group has challeng-
es in different areas of life, so make sure that
everyone knows that participation in exercises
is not obligatory. Also, the concentration ability
of different participants varies, so take enough
breaks and repeat and summarise themes you've
already gone through from time to time. Interest-
ing themes to go through in the training are for
example:

+ Interaction skills;

« Recognizing individual values;

« Identifying one’s own skills and assets relat-
ed to volunteer work;

« Concrete planning of voluntary activities
(themes, duration, content goals etc);

goals and how volunteering work can support them
in achieving those goals.

According to Pereira (2014), it is important to obtain
the following answers:

+  What are the goals which need to be achieved to
get us closer to the desired future?

+  Which steps does each one of those goals entail?

«  Who can help the person achieve those goals?

asnoeid poos e jo ojdwrexyy

Here, you must give full power to the person to
decide. You need to respect their wishes and their
self-determination, while also reassuring your ethi-
cal duty to ensure their safety. In other words, this
is a process of negotiation, and you will need to un-

As such, you can look at SOSPED’s example here,
who often work with young people at risk of social
exclusion. They believe that you need to hear young
people at all times and respect them, which is why
you must follow these steps:

« Highlight the meaning of volunteerism as
civic action. People usually need to feel
that their actions make a difference and
that they lead a meaningful life. This ap-
plies especially to young people who are
otherwise excluded from communities.
Volunteering is a great way to influence the
environment and society. Capacity building
through volunteering also improves one’s
ability to function in other areas of life.

« Give attention to the participants’ experi-
ences. Many marginalised young people
suffer from the feeling of not being heard
in the system or being bullied because of
mental health issues or disabilities. Some
have illnesses, some have immigrant back-
grounds, there are different traumas and

After this, you will execute the plan, side by side with
the person and the support network they have cho-
sen. Be aware that this plan needs to utilise volunteer-
ing as a tool for development, growth and achieve-
ment. What you want to do here is to help the person
reach their objectives. Many times you will find, for

derstand the available resources within your line of
action. It can also be relevant to listen not only to
the person, but also to other key members which
can have an active part in their plan’s success (family,
friends, workers from certain entities, etc.).

other difficult life experiences. That is why
safe space guidelines and community rules
created with participants are recommend-
ed when structuring inclusive volunteer-
ism. Everyone should have the right to par-
ticipate in their own way and feel safe.

+ Help the youngsters find new perspectives.
At the same time, always be open to new
perspectives. Ask what would be of interest
to them, offer options and give space to
answet, listen. Be respectful, don’t assume
things about participants feelings or needs.
Be present and available but let the volun-
teers as individuals decide what is the best
task for them. Hear ideas, encourage, and if
needed, help to shape the realisation of the
ideas to volunteer activities. Make sure that
orientation and support for the voluntary
tasks are available in different forms and
throughout the duration of the task. Intro-
duction and the role of the professional in
the program are important, but the people
volunteering should be in focus.

example, people aiming to conquer more autonomy
in their lives or who have goals which imply that. Vol-
unteering can be a way to train certain habits which
contribute to that overall process; in this case, some-
thing like using public transport can be an important
step for some people, among others.

asnoeld pood e jo ojduwrexyy

asnoead pood e jo ojdwexy



Practical tip

Volunteering managers need management skills for

the following reasons:

«  They might need to directly supervise volun-
teers;

« They should make sure that others do a good job
of managing volunteers.

This means you will need to have efficient communi-
cation plans with your volunteers, and you can take
SOSPED’s indications here:

+ Organise regular peer meetings for young volun-
teers and emphasise that between the meetings
you can always be reached even for the smallest
questions. In addition to support in the planning
phase, offer concrete support when the volun-
teer goes to do their task, go with them if nec-
essary. A more experienced volunteer can also
support a new volunteer during the activities.

«  After the young volunteer finishes the task, pro-
vide an opportunity for a debriefing and mentor-
ing discussion. Create also own communication
channels for volunteers, such as closed and pri-
vate social media channels, where they can have
peer-to-peer discussions with each other. Volun-
tary work guidance and counselling for the vol-
unteer community by an external professional a
few times a year is recommended. Remember to

To be successful in managing people, a volunteering
manager’s job is to make sure that people want
and can do the tasks they have been assigned, by
taking their needs and skills into account.

In this sense, it is equally important that the volun-
teer is also in control over what they are going to do.
With this, you will make your volunteers more au-
tonomous and capable of acting independently to
accomplish better results. In this kind of relationship,
the volunteer manager becomes a supporting
source to the volunteer, not a managing one.

thank the volunteers every time for giving their
time to others and enabling the continuity of
your volunteer program through their own activ-
ity.

« In between meetings, keep in contact with
young volunteers with social media apps, emails,
messages, phone calls, etc. When meeting face to
face, always offer time for reflection discussions
to ensure that no young volunteer is feeling
alone or overloaded with their duties, and that
everyone has a possibility to reflect their feelings
(both good and bad) after volunteering. Vol-
unteering can be a significant learning process
about one’s own skills and limits. Reflecting on
the feelings afterwards also provides tools that
are usable in other communities and parts of life.

+ Use plain language, recognize the means of com-
munication of your target group and explain why
and how everything is done. Use visualisation
and remember picture cards and/or communica-
tion interpreters to help interaction if needed.

Practical exercise

Another thing you must consider is that the monitor-
ing phase is particularly important for the execution
of the majority of the Person-Centred Plan. Here, and
according to Pereira (2014), you need to question if:

For the plan to be truly effective, and based on Perei-

ra (2014, p.95), you should:

+ Identify the necessary support and services to
guarantee the plan’s success;

+ Identify who is responsible for ensuring each pre-
dicted support;

+ Set deadlines so the goals are achieved;

« Ensure that the plan doesn’t take the person
away from other types of support already as-
sured by their network of people;

« Ensure the plan runs smoothly and is able to
change the way some support and services lines
work, according to the results being achieved
and the changes people wish for.

Because of these, you might have to apply many
changes according to the person’needs. Sometimes,
volunteering will need to be adapted in terms of
duration and tasks, since you might not take some
aspects into consideration during the planning pro-
cess. For example, a volunteer might choose a cer-
tain schedule and duration according to the entity’s
necessities and then notice that it does not match
with their own personal needs. In Pista Magica, we
see this situation very often on the projects we lead.
Once, one of the volunteers started to do autono-
mous volunteering work on a farm and noticed that
the tasks and the duration itself were too demand-
ing, given their physical constraints. They felt that
such a situation was not sustainable in the long term
and shared with the team that, although they did en-
joy the work, the duration was not compatible with
their capacity. Because of this, we had to adjust and
speak with the entity, in order to update their volun-
teer position description and reduce the duration of
the volunteering itself.

« Isthe plan working?

« Is progress being made and are we moving to-
wards the desired direction?

« Are changes to the plan needed?

Here, you can also listen to SOSPED’s good practices,
who mention that, when you work with marginal-
ised young people, you must:

+  Remember you are an enabler of activities, not
the main performer in the volunteering pro-
cess. Learn to tolerate incompleteness or the
fact that you yourself would maybe carry out
the activity in a different way than the young
people planning the volunteering program. Be
curious to learn from them. Treasure diversity.
Help shape tasks individually, be clear about
your expectations, and always be open and
available for questions and dialogue. Show ap-
preciation.

+  Give room for individuality and different person-
alities. Everyone’s needs are different, and the
program should have room for creativity and dif-
ferent levels of challenges, so that the forms of
participation can be defined individually and ac-
cording to the young person’s resources and en-
durance. Remind the young volunteers that they
can also take a break from activities if their life
situation changes, or if they need to rest. Don't
demand actions but support activity.

+ In inclusive volunteerism activities where two
participants meet somewhere other than in the
communal meeting place and without the pres-
ence of the professional, it is recommended that
communication takes place through employees
of the organisation. It ensures that the meetings
related to the volunteering program are always
arranged to fit the calendars of both parties, and
that the support relationship doesn't become
too continuous and burdensome for the volun-
teer. The employee arranges the meetings and
takes care of communication related to volun-
teering tasks.
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Volunteering managers don't always foresee the
evaluation of volunteers enthusiastically. However,
this step should not be avoided, given that:

« Most of the volunteers want to do their best, so,
the lack of feedback and support can be discon-
certing and reveal carelessness regarding them
and the quality of the work they do.

+  Most of the volunteers will win in evaluation situ-
ations.

By ignoring this step, the organisation’s volunteers
will detach themselves from your organisation and
not have a real notion of their impact. This can not
happen, since you need to understand if the per-
son completed the tasks efficiently, if they felt good
about it and if it contributed positively to their per-
sonal growth.

In inclusive volunteering, this moment is particular-
ly important for the revision of the Person-Cen-
tred Plan. As Pereira (2014) demonstrates, you need
to schedule sessions to speak with the volunteers
and make revisions of the plan. In these evaluation
sessions, you should keep in mind the indicators
that were defined for the person’s tasks, but also
the “effectiveness of the support” in reaching the
“desired results” (Pereira, 2014, pp.87-88). Keeping
in mind the abilities and defined goals of each per-
son, being realistic and adapting to the individual in
question is crucial for the evaluation process. People
are all different and always have a lot to offer if their
individuality is respected. When we respect that di-
versity and celebrate it, we allow people to have ex-
periences which make them comfortable and happy.

In Pista Mdgica, and within the projects we lead, we
often see situations where the volunteers prefer cer-
tain tasks over others, given their overall personality
and other conditions they might have. For example,

one of our project’s volunteers deals with social anx-
iety, but loves animals. As a result, they started to
volunteer on a kennel and were given tasks which
do not involve much human interaction. However,
given that the work still implied changes in her usual
routine, it still caused her great anxiety and even led
to a panic attack. In these situations, you will need to
act quickly and give them space. Most of all, you will
need to hear what the person has to say and help
them understand what triggered them. Remember
their Person-Centred Plan and review it with them,
try to understand if it still makes sense for them
and which adjustments you must make in order for
them to achieve what they wish for, within a frame
of action that is comfortable for them. In this case,
our volunteer started to be accompanied by us and
it had a great impact on how well they felt overall.
It was easier for her to deal with their social anxiety
when in the presence of someone who they knew
well.

Another thing that you need to consider is the im-
portance of the person being engaged in other
community activities that go beyond the accompa-
niment you are doing with them. As such, you need
to listen to SOSPED’s suggestions, especially with
young people, who say:

+ Inform the young volunteers also about other
participation possibilities in your society and
encourage them to take part in other activities
as well. Go with them if they feel insecure. Help
create equality and inclusivity by blurring the dif-
ferences and dividing lines.

Now we present some examples of evaluation meas-
ures, stated in Pereira (2014, p.88):

« Did the person develop new relationships?

- Did the person gain new skills?

«  Was the person able to participate effectively in
the community, while carrying out significant
and useful activities?

- Did changes occur to their status in the commu-
nity (the person has become more respected,
can express their gifts and talents)?

«  Was the person able to make significant choices
and express their identity?
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Practical exercise

Keeping your volunteers around is an important step
for your organisation’s volunteering practices’ suc-
cess. Therefore, it is crucial to ensure that volunteers
get their motivational compensation and a show
of appreciation in response to the valuable con-
tributions they make with their work. This is where
recognition comes into the picture. It can be more or
less formal and can happen more or less regularly.

Some examples of recognition activities/objects
are prizes, certificates, plaques, pins, dinners, saying
thank you, planning free trips, offering a meal, saying
something positive about their personal qualities, and
writing articles about their performance in newspa-
pers and magazines. In Pista Magica, for example, we
often plan trips to stadiums or concerts, if the volun-
teers themselves show interest in such events or make
comments in that sense. Such happens with our Carry
project, where we work with young people in situa-
tions of social vulnerability. Overall, this works as a

Do not forget to share this victory with other entities
too. As a result, you can follow SOSPED’s suggestion
of:

« Provide information and support also to other
entities offering inclusive volunteer activities for
youth. Share good practices, participate in net-
works. Synergy between small organisations and
projects and e.g. public actors enable bigger visi-
bility, resources and larger events

Another aspect you must consider is that the person
may eventually leave the volunteering opportunity

recognizement moment for them which allows them
to come in contact with experiences which were not
easily accessible to them to begin with, due to finan-
cial and social constraints.

However, keep in mind that recognition should al-
ways be adjusted to the actions of the volunteer (that
is why it is only done after the evaluation phase) and
thatit should not be exaggerated or blown out of pro-
portion, because then it could be seen as something
performative.

Finally, it is important to not forget that inclusive vol-
unteering and Person-Centred Planning are root-
ed in the idea that everyone should have the same
rights and opportunities and that people with dis-
advantages should not be excluded from that (Perei-
ra, 2014). If your entity was able to guarantee that
access to someone, celebrate the fact that you have
taken a step towards truly inclusive volunteering.

too. SOSPED refers that, as the volunteer moves on in
life and leaves, you should ask for their life-updates
after a certain time. In some cases, a person may re-
gret leaving, but doesn’t dare to ask to come back to
the activity. The fact that a familiar person asks for
news and invites you to say hello again is sometimes
an easy way to get back into action. So, remember to
stay inclusive afterwards also.

Gather a team and create a list of group and individ-
ual methods for recognizing your volunteers. Try to
have at least one strategy for each volunteer, and at
least 5 strategies for the group.




From the

“+ Inclusive
Volunteering”
methodology to
a hew
beginning:

final thoughts

In this chapter, we spoke about the importance of
the process of Volunteer Management and the Per-
son-Centred Planning methodology when it comes
to the promotion of inclusive volunteering. With
these approaches in mind, you can ensure volun-
teering has a great impact not only on the commu-
nity, but also on the lives of people who live in less
favourable social positions. If you belong to a youth
organisation which already practises volunteering
or if you see potential for it, you can use the tips we
gave you on the previous pages to make the whole
process more inclusive, especially for young people
with less opportunities.

However, our journey does not end here. While
working with this methodology, we noticed that
volunteering had the potential to work as a tool of
social inclusion in itself. In a way, volunteering allows
us to work certain aspects of people’s lives, such as
self-esteem, autonomy, development of skills and
talents, new experiences, and enlargement of social
support networks. This can be crucial for people who
face, in the different spheres of social life, addition-
al challenges. From the economic to the political
sphere, and through all the stigma which generally
accompanies these groups, volunteering can be an
empowering tool.

With this in mind, Pista Magica developed a new
methodology based on the one we have presented
to you earlier (“+ Inclusive Volunteering”). Pista Magi-
ca, which is one of the entities involved in Vol'Go, is
an entity dedicated to volunteering and innovation

from Portugal and has been testing this in two pro-
jects which they are responsible for: “Carry” and “Vol-
unTalento”. The first one aims to attenuate the social
exclusion of young people, either they're institution-
alised or living in social housing neighbourhoods,
through their integration in volunteering activities;
while the second is aimed at handicapped people
who are over 18 years old.

Here, and unlike what we described previously, we
are not using the methodology to turn volunteer-
ing’s recruitment processes more inclusive them-
selves, but to promote people’s social inclusion while
working with entities which maintain a close contact
with them. To do this, we follow the PERMA model
(Seligman, 2004) of Positive Psychology proposes
that happiness or psychological well-being is based
on 5 pillars:

+ Positive Emotion: what we feel (joy, pleasure,
comfort, warmth, etc.);

« Engagement: being fully absorbed in stimulating
activities, being in “flow”;

+ Relationships with others that are positive, nur-
turing, rewarding;

+ Meaning: serving some purpose that is larger
than oneself;

« Accomplishment: pursuit of achievement and
mastery.

In order to promote these, we created 3 differ-
ent phases which are the central core of this new
methodology. On the first phase, we try to promote
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VolunTalento’s volunteers at Agrupamento de Escolas de Prado Source: Pista Mdgica

training sessions which cover 4 themes: self-knowl-
edge (based on the Hero's Journey — Campbell,
2014), health education (related to the adoption of
healthy behaviours that promote biopsychosocial
well-being), empathy and education for volunteer-
ing (training developed by Pista Magica in the last
14 years).

In the second phase, we promote Generic Volunteer-
ing Activities (GVA), which refers to group volunteer-
ing activities directly related to the interests of the
beneficiaries and the needs diagnosed in the com-
munity. Here, beneficiaries have the opportunity to
explore what they enjoy the best and give feedback
on how they felt during those.

In the third phase, each beneficiary has at least 2 Per-

son-Centred Planning sessions, based on the Peda-

gogy of Interdependence, a methodology adapted
and tested by Pista Mdgica. In these sessions, each
beneficiary is able to develop their Happiness Pro-
ject, define concrete dreams and goals, as well as un-
derstand, with the help of the technical team, where
volunteering can be useful for its realisation.

After these 3 phases, and if possible, the person can
decide to practise autonomous volunteering accord-
ing to the goals they described. With this in mind,
and given you have the opportunity to work with
young people, you can try to see the potential that
this new methodology might have as well. As you
may know, young people face multiple challenges,
such as difficulty entering the labour’s market. By
working with young people, you are intervening in
an early phase of people’s lives which can make a big
difference in the long run.

VolunTalento’s participant creating their own Person-Centred Plan
Source: Pista Magica




4. Promoting
international
inclusive
volunteering
opportunities

n previous chapters, we have already defined
inclusive volunteering as volunteering oppor-

34 tunities that are available to all people regardless
of age, culture, gender, sexual orientation, eth-
nicity, religion, social status or disability.

Cambridge dictionary defines promotion as an ac-
tivity or activities to advertise something (to make
something known generally or in public). Promotion
is the act of encouraging something to happen or
develop.

In general, the youth workers and volunteers are get-
ting aware of inclusive volunteerism and are starting
to discuss the importance of approaching it as a
unique form of volunteerism. Raising awareness of
youth workers, volunteers and stakeholders regard-
ing inclusive volunteering practises can be increased

by making it accessible and strengthen partner-
ships that make their volunteering programmes
inclusive. For the development of inclusive volun-
teerism, it is important that different volunteering
organizations share their experience on the na-
tional and international level.

Promotion plays an important role in the devel-
opment of volunteering so it is important to place
great emphasis on showcasing and building visi-
bility. Any youth organisation aiming to promote in-
clusive volunteering has to show that inclusive vol-
unteering is a form of personal responsibility and
a socially recognised value while also showing
young people the benefits of getting involved in
volunteering. Different opportunities will lead to
different benefits:

Social benefits. Research finds that volunteer-
ing can improve companionship, tackle social
inclusion and increase social capital. (Howlett,
2004)

Physical health benefits. Volunteering can
promote heathy lifestyle and improve self-rated
health.

Mental wellbeing. Volunteering can improve
confidence, purpose and life satisfaction.
Personal growth. Volunteering can enhance
sense of purpose and belonging, compassion
and increase the skill of facing new challenges
and overcoming obstacles.

Instrumental benefits. Volunteering can help
people to develop new skills like communication,
networking and teamwork, gain knowledge, de-
velop attitudes and increase employability.

So how do we promote inclusive volunteering op-
portunities? How do we make them attractive to
young people with fewer opportunities?

Inclusive practices for young people with fewer op-
portunities, e.g. mental health issues or other disa-
bilities or shortcomings are becoming increasingly
important in a time when society is changing rapidly.
These changes result in a growing number of young
people with fewer opportunities who are excluded
from living a full life due to different personal, social
or psychological backgrounds. For them life is often
unpromising and disadvantageous as they face so-
cial exclusion. Inclusive volunteering practices can
thus be an opportunity for young people to be
fully integrated into social life and become equal
members of society. Youth organizations provide
an informal space where young people can gain
valuable experience and connect with peers
through a variety of activities, and an important
part of those activities is volunteering.

Virtual Volunteering

A form of volunteering that is gaining recognition
is virtual volunteering and it is characterised by the
participation of live people, only the services they
offer are virtual. It is interesting and welcome that
the whole concept of such volunteering is not a sub-
stitute for traditional “face-to-face” volunteering. On
the contrary, one of the most striking novelties in
this innovative use of technology is that it deepens
and increases the quantity of the traditional mode

by including volunteers who have previously been
unable or unwilling to participate. (Mesec, 2001)

Virtual volunteering, which is considered as inclusive
volunteering practise has increased in the time of
Covid-19 pandemic and greatly contributed to the
resilience of youth work, while at the same time a
large proportion of young people with fewer oppor-
tunities have become involved.

From Beneficiaries to Volunteers

Still, the two most common types of inclusive vol-
unteering are projects and programmes targeting a
specific marginalised group (homeless people, mi-
grants, unemployed people and people with mental
health issues) and volunteering done by a partici-
pant/beneficiary. A young person who used to be
a participant in a programme becomes a volunteer
who helps other young people and co-creates an
environment that increases social inclusion. An in-
clusive climate can provide volunteers with a fulfill-
ing and rewarding opportunity to connect with the
community. At the same time, it can improve mental
health, which is what we, as a society should strive
for.

The Importance of Planning

Planning promotion actions of inclusive volunteering
opportunities is important in order to involve young
people with fewer opportunities in the activities of
youth organizations in the long term and to involve
them in the planning of the various programmes
and activities. Working together with young people
will ensure that programmes and activities are
also responsive to the contemporary needs for
the inclusion of diverse young people in society.
As youth organizations continuously seek more vol-
unteers, opportunities for volunteer inclusion seem
limitless. Volunteer organizations tend to target in-
dividuals with high “participation potential” in their
volunteer recruitment. That is, those individuals with
positive volunteering antecedents. Youth organiza-
tions can enhance volunteer inclusion if volun-
teer recruitment would deliberately target young
people with fewer opportunities. (Meijs, 2021) In-
clusive volunteerism practises are able to strength-
en civil society and build a culture of volunteerism
that can support vulnerable and marginalised young
people to take action on issues important to them.




Practical tip

Try to think of inclusive ways of promoting volun-
teering opportunities available within your organisa-
tion by using various channels that will help you
reach young people with fewer opportunities:

- Share your experience of inclusiveness in volun-
teering with other organisations in order to help
them to become more open to diversity.

- Distribute posters and leaflets in your local
community, covering places such as youth cen-
tres, health centres, libraries, post offices, bus
and railway stations, employment service, youth
events, popular meeting places or social media
so you can access them directly.

« Try to use inclusive images and language in
your promotional materials — make sure they il-
lustrate the diversity of your volunteers and use
simple and clear language.

« Try to include your advertising in the existing
communication materials of other organisa-
tions, such as schools, which are already working
with young people with fewer opportunities.

+ Create a newsletter that goes out to members of
disability groups.

+  Spend some time building relationships with
community organisations and informal networks
that already work with groups of young people
with fewer opportunities in volunteering and
who can give support in case it is needed.

« Provide meaningful support to your volun-
teers. This includes appropriate training, peer
support and supervision.

- Offeravariety of opportunities to choose from,
leave room to co-create inclusive volunteering
opportunities with young people.

+ Provide meaningful support to your volunteer
coordinator if they work with young people
with fewer opportunities, including supervision
or consultation with specialists.

Think about the ways you can help volunteers
to prepare better to volunteer. Organise volun-
teering trainings, assign a mentor to new volun-
teers, as some volunteers may need a bit more
attention and time, so it is very important to set
clear expectations for both sides.

Try to develop an action plan of the inclusion
process that is friendly and not overly formal. Be
mindful of the language you use.

Take time to create an inclusive environment
within your organisation by offering diversity
training to youth workers and volunteers and
developing equal opportunity policies.
limprove the physical accessibility of the vol-
unteer sites.

Think about resources you already have in
terms of transport, covering expenses, virtual
volunteering opportunities.

Focus on the skills and experiences of each
volunteer and consider how you can fit and
adapt the roles to fit their abilities.

Create a strategy for implementing long-term
inclusive volunteering practises for your organ-
ization. Think about the core values and ask im-
portant questions about the organization (aims
and purpose, past experience, strengths and
weaknesses).

Awareness of the experiences you have had so
far (what worked in the past and what did not
work).

Evaluation of the programmes with youth
workers, volunteers and participants. Evaluation
is a process that critically examines a programme.
It involves collecting and analysing information
on the activities, features and results of the pro-
gramme.

Once volunteers have heard about the volunteer-
ing opportunities, the next step is to convince
them to actually do it.

Field research of Volunteer and Go! project showed
that youth workers and volunteer coordinators are
well aware of the fact that the best promotion is
still oral - volunteers spread the word about vol-
unteering programmes and inclusive practices con-
ducted in specific youth organisations. The virtual
world is a good tool for spreading positive promo-
tion of inclusive volunteering programmes - young
people can share their experiences through blogs,
vlogs, podcasts and other different ways that essen-
tially reach only young people and are increasingly
becoming their exclusive world. In relation to the
general public and other relevant stakeholders, it is
also advisable to share good practices of inclusive
volunteerism in the traditional media at local, re-
gional, national and international level.

International Inclusive Volunteering through
Erasmus+

More and more inclusive volunteering opportunities
are available in the Erasmus+ and European Solidar-
ity Corps programmes, as the European Commission
is keen to offer volunteering opportunities to young
people with fewer opportunities. Inclusion and di-
versity strategy 2021 - 2027 reinforces inclusion
and diversity, builds on the experiences across the
different sectors of the Programmes and encourages
mutual inspiration and motivation amongst them.
This strategy provides an enabling framework for
inclusion and diversity projects supported through
the Erasmus+ and European Solidarity Corps pro-
grammes by:

1. Establishing a common understanding of those
who may be considered people with fewer op-
portunities and set op a coherent framework for
including them in the programmes;

2. Increasing commitment to inclusion and diversi-
ty from all actors in the programmes’actions and
a positive approach to diversity of all kinds in the
projects;

3. Supporting beneficiary organisations in estab-
lishing more quality projects involving people
with fewer opportunities (e.g. provide training,
tools, funding, coaching etc.);

4. Reducing barriers to participation in the pro-
grammes for people with fewer opportunities
and helping applicants and potential applicants
to overcome these barriers, as well as establish-
ing appropriate conditions for learning, work-
ing or volunteering by addressing their support
needs;

More and more
inclusive volunteering
opportunities are
available in the
Erasmus+ and
FEuropean Solidarity
Corps programmes,
as the European
Commission is keen
to offer volunteering
opportunities to
young people with
fewer opportunities.

5. Fostering the recognition of the experience and
competences developed by people with few-
er opportunities in the programmes and by the
people working with them;

6. Ensuring that the focus on inclusion and diver-
sity is taken into account at all stages of the pro-
grammes’ management and project life-cycle:
before (promotion, outreach, support, assess-
ment, etc.), during (participant selection, prepa-
ration, implementation, results, etc.) and after
the project (evaluation, dissemination and ex-
ploitation of project outcomes, follow-up, etc.);

7. Increase the visibility of inclusion and diversity
and its role in the quality implementation of the
Erasmus+ and European Solidarity Corps pro-
grammes.




Mechanisms to support inclusion and diversi-
ty through Erasmus+ and European Solidarity
Corps programmes:

—_

Inclusion and diversity as priorities in the assess-

ment process;

2. Accessibility and user-friendliness of the pro-
grammes;

3. Preparatory visits;

4. Reinforced mentorship;

5. Dedicated financial support:

Additional funding aimed at covering costs
of any specific needs of participants expe-
riencing fewer opportunities (reinforced
mentorship, or costs linked to adapted trav-
el and accommodation, personal assistance
or specific intercultural or linguistic prepara-
tion).

Additional financial support for organisa-
tions who run projects actively fostering in-
clusion and diversity - specifically to reach
out to hard-to-reach groups, for the addi-
tional workload that may result and for staff
dedicated to support the full participation
of people with fewer opportunities in the
project.

Flexible and easy-to-understand financial
mechanisms, in order to better adapt to the
needs of the different targets groups at na-
tional level and to accommodate possible
synergies with other national/European
funds; including the possibility to finance
in advance or on an ongoing basis the costs
linked to individual needs to take the finan-
cial burden away from the participant(s)
with fewer opportunities, as well as from the
applicant organisation, or to encourage the
portability of national support when partic-
ipating on mobilities abroad.

Dedicated funding specifically intended to
support smaller organisations with little or
no prior experience in submitting applica-
tions under the programmes, including a
simplified and more flexible funding proce-
dure.

Smaller, easier-to-access actions;

Step-by-step capacity building pathways;

Project format and mobility duration;

9 European activities at the local level;

10. Online exchanges;

11. Language learning support.

© N o

Outreach activities are very important for the pro-
grammes in order to make sure all the opportunities
are known and also reach those target groups that
face difficulties to access the programmes. Concrete
approaches and measures to reach out to people
with fewer opportunities include:
Face-to-face meetings or events with specific tar-
get groups with fewer opportunities;
Cooperation with organisations and individuals
active in fields relevant to the inclusion of people
with fewer opportunities;
Targeted promotional material and publications
in relevant languages, including sign language,
and appropriate formats such as large print,
easy-toread and braille;
Clear and understandable language for informa-
tion and communication;
Testimonials, “ambassadors” and role models:
former participants with fewer opportunities
and alumni networks and organisations such as
the Erasmus Student Alumni Alliance (ESAA), the
Erasmus Ambassadors or the Europeers, etc. can
help promote the programmes to people with
fewer opportunities by sharing their own expe-
rience with friends, fellow-students, staff in their
organisation, journalists or schools.
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Example of a Volunteer Position Description Example of a Volunteer Profile

Volunteer Position Description

5 S
Title: > o
Gardening volunteering
S @
Position’s purpose: ﬁ S §:
<= s
Maintenance of a garden and orchard belonging to an elderly nursing home, in order to ensure its good < <
conditions and overall appearance.
-
Tasks: 8
e Cleaning the garden; 2
e Pulling/cutting vegetation; <
e Pruning the roses;
e Picking up the fruits; -
S
Indicators: E.

Degree of tasks’ completion (periodic evaluation, which must be done by the person who verifies if the
tasks are being done and if they are up to date).

m s
Qualifications/Skills/Requirements: - § o g o
e Ability to use gardening materials (not including machines);* g ‘; = § <_T>.;
e Use of protective material associated with the use of the indicated instruments; o < < s o
e Availability to work as a team with the gardener; % 8' zg
e Listening capacity in order to contact and interact with beneficiary people. <@ @ 2
)
Schedule and duration of the commitment: ﬁ'
e Six months, automatically renewable for equal and successive periods, unless terminated by o s
either party within at least 30 days prior to the end of the initial term, or of the renewal in & 3
progress. ' 3
e Schedule: Wednesday, from 10 AM to 4 PM, with 1 hour for lunch break. g
e A week of previous volunteer work at the entity is required in order to learn all about the routines
and safety procedures.
S5 Q =5 —
Place of work: gﬁc§§mﬂc§.§~'9§§8%§5% g
S8%28233<33c022850 3
Elderly nursing home. %@gﬁ%%f—,s%:%@%ﬁ%f%? 7
- 29222255583 02228% 3 z
Supervision of the volunteer work: 7950 <20 g-= S =5 9 20 3 =
: o nwgae® Q Q »
e Constant monitoring from the gardener in order to oversee the execution of tasks;
e Tasks’ distribution and supervision by the person in charge of the general services. o _
IO a
Benefits for the volunteer: 2 g Ry 2
e Access to lunch and an evening snack break; = g g g ﬁ
=0 3 a

Insurance;

Volunteer agreement;

Participation in training sessions headed by the entity;
Participation in the entity’s events (Christmas, Easter...).

sjoeju0n



Example of a Person-Centred Plan Translation of the Person-Centred Plan,

How does the volunteer see themselves in the What do they need to do in order to achieve their

future: dreams:
How do you imagine yourself in 10 years?
What do you hope to have already achieved? For

example, what would you like to be doing from

What are the small steps you can start taking right
now in order to reach your dream?
Monday to Friday? And in your free time?
How are you going to move?

What will be your greatest talent?

-Have a course (which they already have);
-Learn more;

-With a job related to gardening;
-Riding a bike and dining with friends as hobbies;
-Going shopping and playing football on the weekends;

-Respect schedules and tasks, which they will do during
volunteering;

-Surrounded by animals;
-Happy and with a girlfriend;

1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1
i
1
1
1
1
1
1
1
1
1
1
1
1
1
1
1 _ F
. Volunteering;
1

1

1

1

1

1

1

1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
] -Look for a job; i
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1
1 1

Strengths that will Mentors who can Aspects that can First step:
help them achieve help them achieve strengthen the
their dreams: their dreams: volunteer’s path What next?

-Being nice; -Parents; (what kind of
-Being smart; -Friends; volunteering -Ready to take it!
-Being hardworking; -Ricardo; opportunity can -Go to a elderly
-Being persistent; -Mrs. Inés; help with that): nursing home on
-Being happy; -Lia; August 1st, during
-Enjoying when | feel -Mrs. Margarida; -Needing other the evening, to get to
others like me; -Fernanda; people’s support; know the people and

-Enlargement of
support network;

see the gardening
Obstacles which work that needs to be
Teams which can done;
help them achieve

their dreams:

they will need to -Having a

overcome to volunteering
opportunity related to

gardening;

achieve their

-Social Inclusion
Centre;

-Football team;

dreams:
-Being afraid of
people not liking me;
-Being afraid of
people not respecting
me;
-Being afraid of
people not
understanding me;

-The project’s team
(VolunTalento);




Continuation of translation of the Person-Centred Plan, on page 45
Overview of the plan:

How do you feel about this plan?
Why?
Would you like to change something?
Do you feel that you have what it takes to reach your dream?

-The volunteer feels they are responsible and motivated to pursue the plan;
No changes mentioned;
-The workers at the Social Inclusion Centre will help them by giving them motivation and offering help;
-Pista Magica will accompany them;
-Parents will give them support;
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