























































































































The Role of Volunteers in a Contemporary Professional Association
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Graph 11: ABS Full-time and part-time work, males and females by age, 2006

PERSONS IN SELECTED LIFE STAGES - 2006

Rate ol ségular Average weekly hours Total annual hours

volunteering

Selected person's life stage % hours million hours
Lone person aged less than 35 years 14.8 3.3 7.4
Couple only, aged less than 35 years 17.2 2.5 21.3
Couple with youngest child aged less than 15 years 28.6 2.8 151.5
Couple with youngest child aged 15 years and over 18.6 4.8 67.0
Lone parent with youngest child aged less than 15 years 26.5 3.6 21.6
Lone parent with youngest child aged 15 years and over 17.4 4.2 14.4
Couple only aged 55 years and over 19.9 6.4 170.3
Lone person aged 55 years and over 17.6 5.5 53.8
All persons aged 18 years and over 205 4.0 645.9

Table 16: Australian Government Institute of Family studies 2006 selected life stages

Personal members

In the ALIA Membership Survey 2008, the 30-39 year age group had the highest rate of being active
in ALIA but clearly also wanted improved channels of communication. They stated distance and time
were the major reasons for not being more active. This age group would be at its peak of child rearing
and employment obligations. Most family units would live in metropolitan or regional areas where
travel time and distance along with family obligations would play a major role. This group would
benefit from the increased use of technology and online services as this would eliminate distance
travelled to attend events or meetings, saving both time and costs. The use of technology and online
services would also allow them to respond to the opportunities for volunteering in their own time.
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For the 18-29 year age range, again time, but also communication issues were given as the main
reasons they were not more active in volunteering. This group are new to the profession and would be
dealing with the demands of establishing themselves in their career. The need for mentoring was
rated highly for the question 'what would assist in increasing your volunteering activity?’ A ‘new
member mentoring scheme’, and ‘buddying’ for volunteer roles, should be included in any succession

planning strategies.

Relevant events or groups that target the needs of this group, particularly in areas of technology are
seen to be part of the ‘digital generation’, would be an asset to them and, indeed, to ALIA in the long
term. It has also been suggested that Gen Y are impatient multi-taskers and ‘looking for a cause’,
that they are team players but loners on the internet. They need guidance as opposed to being micro

managed and need to be given more responsibility. (McKee, 2010).

Institutional Members

The principal response given in the Institutional survey about why managers fail to encourage
volunteering was predominantly the lack of communication in regards to what was available and how
it would be beneficial to the institution and their employees. Communication in the form of
documentation showing clearly the benefits to the skill base of their staff, advance notice of coming
events, indication of time involved (how often they would meet and for how long) would all help for
forward planning. The relevance of the events, particularly if they were a specialised library or a small
corporate library, was a frequent response as was funding, with some respondents suggesting
discounts for ALIA members as many institutions functioned under tight budgetary constraints.

ALIA Volunteer Survey 2010

Using figures from The Australian Bureau of Statistics 1995 it suggested that 19% of the civilian
population 15 years and over provided some form of voluntary work. A national workplace survey held
the same year found that volunteers were present in 14% of Australian workplaces (10% of all
employees) which showed that the numbers of volunteers were 50% higher than the number of
volunteer house workers/outworkers contractors and agency workers put together (Zappala, 2000).

In 2000 the ABS calculated that the direct value of volunteer work was $8.6 billion.

The 2010 ALIA volunteer study found that the 30-59 years age groups were the most active
volunteers, tapering off at each end of the scale. The 50-59 year age group are the most active with
31.9% involved in ALIA with the 40-49 and 30-39 year olds being equal, but with the 40-49 years

being more diverse in their roles.
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As would be expected the metropolitan regions had more active members than the regional areas.
These figures would be commensurate with population figures but could change with increased use of

online services.

E-List Manager 0.0% | 7.7% | 385 | 7.7% | 23.1 | 0.00 | 23.1

(0) (1) | %(5) | (1) 3 3
Standing Committee 0.0% | 16.7 | 16.7 | 333 | 16.7 | 0.00 | 16.7

0 | %] 1 2 1 1
Advisory Committee 0.0% | 0.0% | 381 [ 952 | 143 | 0.00 | 19.0

©) | (0) 8 3 4

Conference Committee 0.0% | 333 | 444 | 22.2 | 000 | 0.00 | 0.00
(0) % (3) 4 2

ALIA Group 0.0% | 26.7 | 22.2 | 200 | 894 | 6.73 | 15.6
(0) % 10 9 7

Total 0.0% | 266 | 234 | 18.1 | 858 | 747 | 16.0
(0) 25 22 17 15

Table 17: Years of ALIA membership of ALIA volunteers (position comparison)

Role of volunteers in a contemporary association

The majority of the ALIA volunteer responses gave altruistic reasons such as the ‘importance for the
continuing existence and success of ALIA', ‘support the profession and the association’, ‘mentoring
new members’, ‘giving back to the association’ and to ‘ensure the association remains relevant and in
touch’ and advocacy. Also of importance was to contribute to and receive professional development.
These reasons are consistent with the six categories of motivations or psychological functions that

may be met by volunteering that had been identified by Clary et al (1996).

1. Values function: people may volunteer to express or act on values important to the self (e.g.
altruism)

2. Understanding function: people may volunteer as they see it as an opportunity to increase
their knowledge of the world and develop and practice particular skills

3. Enhancement function: volunteering may allow people to engage in psychological
development and enhance their self esteem
Career function: people may volunteer to gain experiences that will benefit their careers

5. Social function: volunteering may help people ‘fit in’ and get along with social groups they
value

6. Protective function: volunteering may help people cope with inner anxieties and conflicts.
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What members wanted to receive in return for their efforts are networking opportunities, recognition,

experience personal satisfaction and career enhancing skills. These six motivational functions could

form a base for a marketing plan for future volunteer positions.

~ Gen Xers

May not connect with their
grandparents’ concept of
volunteerism as civic duty

6.1 How to attract and retain Gen X and Y

Attracting

Promote the value of changing the
life of one individual.

Retaining

Give them meaningful assignments

May not buy into their
parents’ optimism about
changing the world.

Make it local, not global.

Listen for their preferences and
concerns, respect their skills and
opinions.

Feel capable of helping one
person.

Talk about results - be specific about
the difference they can make.

Remember that they are very good at
multitasking.

May prefer to focus on local,
not global issues, on tangible
results, not idealism.

Encourage flexibility, creativity and
the freedom they need to reach the
desired results.

Build in socialising, fun, celebrations
(food!).

Build in socialising, fun, celebrations
(food!).

Volunteer mentor scheme

Make it easy for people to participate.

Recognise individual contributions.

Likes Technology

Provide challenging projects

Be flexible. Use emails and conference
calls

Advancing their careers

Give opportunities to be involved in
organisation. Mentoring.

Empower them to make decisions and
act on those decisions.

Table 18: How to attract and retain Gen X

44



The Role of Volunteers in a Contemporary Professional Association

Look for variety, stimulation
and "push button" action.

Attracting

Promote the cause/mission or issue
to attract this civic minded
generation.

 Retaining

Provide opportunities to be innovative
and creative.

Are searching for their
causes.

Focus on issues that represent the
interests of the community rather
than individuals

Engage them quickly, keep them busy
and give ongoing, immediate
feedback.

Exhibit a strong interest in
volunteering/causes.

Focus on issues that represent the
interests of the community rather
than individuals

Clearly define tasks and expectations.

They think digital

Talk about multiple options, parallel
opportunities instead of asking them
to commit to one thing.

Use technology.

Offer a variety of exciting and
challenging experiences.

Provide an atmosphere of
collaboration and teamwork.

New members mentoring

Treat the Gen Y volunteer as a
respected equal.

Multi taskers

Ask them what they can offer

Ask them for their help.

Impatient but tolerant

Give them opportunity to use their
technical skills

Give them responsibility and diversity

Contradiction between team
player and loners

Provide opportunities for them to get
to know other team players

Allow them to share their insights and
skills. Allow them to ask questions
and challenge assumptions.

They don’t want to be
managed they want to be led

Provide mentoring. Coaching not
managing

Don’t micromanage. Allow flexible
work arrangements

Table 19: How to attract and retain Gen 'Y

7.0 Codes of Conduct

Definition: code of conduct - a set of conventional principles and expectations that are considered

binding on any person who is a member of a particular group.

Why have a Code of conduct or ethics?
The existence of an effective code of professional conduct is one of the key elements of identifying a

profession. It can also be just a cosmetic exercise. (Freeman,1996)

The purpose of a code of conduct and its allied code of ethics is primarily one of protection for the

professional and the client (Freeman,1996). It also:

o defines accepted/acceptable professional conduct

e promotes high standards of practice

e provides a benchmark for members to use for self evaluation

o to establishes a framework for professional behaviour and responsibilities

e is used as a vehicle for occupational identity

e seen as a mark of occupational maturit
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e communicates an expectation of ethical conduct.

It should not be regarded as a comprehensive listing of compliance issues. Instead, the Code of
Conduct should be regarded as a guiding principle that applies to everything that we do.

Questions that should be considered when planning to operate a code of conduct:

¢ Does a code of conduct apply to “non professionals” or is there a need for para professional
code of conduct?

e Wil it work when working with other professions?

¢ Does it create tensions between the employer and the requirements of the profession?

e What sanctions are appropriate and realistically feasible?

e Are the sanctions sufficient to deter professional misconduct and malpractice?

o Is there merit in the public dissemination to the LIS profession and others of a verdict of
“reprimand of a member?

¢ Does public shame and obloquy have a place to play in the disciplinary process of a

professional body? (Freeman, 2006)

Judith Broady Preston (2006) also raised problems with the “two tier” system of professions in the
UK, as is the same in Australia, namely those equipped legally to enforce standards, and those for

whom compliance with any ethical framework, is, in effect, voluntary.

e |If a member holds a particular job by virtue of being a Chartered Librarian and is then
expelled and loses his Charter, would that put the job in jeopardy?

o What is the attitude of employers in cases like this?

e For architects, lawyers and doctors, for instance, to be struck off the Register invariably
means loss of employment and the licence to practise. For LIS professionals the same is
unlikely to apply. Most professions seem to have some sort of formal mechanism in place to

cope with the administration of a code of conduct.
Other points are those of publicity and policing:
e Does the membership fully understand the code and its provisions — and do employers
understand this too?

¢ |s the code well enough publicised among members, potential members and employers?

Effective policing of the code might be difficult.
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e How does the code of professional conduct cope with the impact of deprofessionalisation
and deskilling in the LIS work sector? — with technological advances in information services,
or with the rise of alternative information work sectors?

e Does the increasing commercialization and privatization of LIS bring in its train opportunities

for financial and commercial malpractice?

8.0 Conclusion

Further research is required to answer the following questions that are relevant to ALIA:

What has changed since the government paper ‘The Value of Volunteering: A discussion paper
on volunteering in the community and welfare sector’ (Australian Government, 2008) were
released?

What will be in the Australian Federal Governments National Volunteering Strategy (Australian
Government, 2009), to be released in 2011, that will be of significance to ALIA?

Volunteering Australia (2006) listed emerging trends to ensure sustainability of volunteers. These are

trends need to reviewed by ALIA reviewing their business activities particularly those involving

volunteers.

Legistative Issues. Volunteers are not always covered by legislation that protects or
compensates within the workplace. They are also often weighed down by ‘bureaucratic red
tape’ and onerous competitive tendering that waste limited resources. Government
administrative policies create a risk those organisations will come to be regarded volunteers as
cheap inputs rather than recognising them for their unique contribution.

Resource Issues. Little attention is given to calculating and recognising the financial burden that
volunteers themselves bear. Organisational resources needed to support volunteers include
adequate and affordable insurance, training for volunteers and managers and reimbursement
for out of pocket expenses and affordable police checks.

Supply and Demand. There is a disparity between supply and demand for volunteer labour.
There is no shortage of prospective volunteers but a current paucity of roles to suit their needs.
Changing demographics and a trend toward short term, project based volunteer commitment
provide challenges for organisations that depend heavily on volunteers to delver services.
Support is needed to promote and foster change so that new roles are developed and new

approaches encouraging diversity and service delivery.
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Is there any new legislation that may affect the way ALIA recruits and works with its volunteers?

9.0 Recommendations
Succession planning is required for all volunteering positions. This could be attained by:

The appointment of a Volunteer Manager (key contact person).

‘Buddying’ for volunteer roles

Research opportunities for ‘Virtual volunteers’ i.e. look tasks that can be completed in whole or
in part via the internet for those who can’'t commit face to face and have self motivation.

They can still be managed from a distance by responding to enquiries and requests immediately

and following up by email or phone.

Other suggestions:

Capitalise on ‘IT Geeks’ for new IT projects e.g. ask for suggestion on improving the ALIA
website or designing a volunteer web page. They can sign a confidentiality agreement if
necessary and still work from a distance.

Recognise the work of volunteers by public acknowledgement, certificates or reduced fees.
Develop a volunteer mentor scheme and/or a new member mentor scheme

Develop volunteer training programs either face to face or on line.

Empower volunteers by allowing them to make some decision o encourage commitment to ALIA.

Give timely warnings of events to industries so they can plan staff allocation.
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