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Recruiting is sales. Some people in our organization will quickly say, “I am not a sales person” or “I hate sales.” Their preconceived notion about what sales is limits their ability to recruit. Gone are the days of the used-car sales approach. Nowadays, sales is relationship building, and so is recruiting. The following hints will help in your recruiting efforts:
Make two lists explaining:
· why you joined your club
· what benefits you have received as a result of being active in the club and the AAF
These lists become your selling points when you are engaged in conversation with a recruit.
· Remember how you felt when that first person in the club asked you to help out. Weren’t you flattered? Wasn’t it a positive experience?
· Listen to potential volunteers before you recruit them. What are their interests? Is there some position within the organization that can help them meet their personal goals?
· If time is a problem, ask them if they would be willing to do one-time-only or on-call tasks. Then set up a Volunteers Committee for volunteers who can work on an on-call or one-time-only basis.  
· Ask one-on-one (either over the phone or in person). Announcements from the podium or articles in the club’s newsletter rarely result in volunteers. People like the personal attention from someone who is already a leader within the organization.
· Set a goal to meet five members you didn’t know before each meeting. Get to know each one. If each of the members of your board does this, your volunteer pool would be larger than you need.
· When you ask someone to volunteer, explain to that person exactly what will be expected. Offer training from the person who previously held the position, if possible.
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The AAF is primarily a volunteer organization. We not get paid for our efforts. You must be creative when it comes to retaining your volunteers. The following ideas will help you retain your volunteers for the long haul-if you are diligent.
· Listen. Your volunteers will let you know if they are approaching burnout. Pay attention to what they are saying about themselves, their personal lives, their professional lives. Note that there are those of us who work on overload all the time. Use your best judgment in knowing when to say something.
· Guide. Provide guidance and training for your volunteers. This will help ensure they have a positive experience and have the potential to develop into a club leader.
· Reward. Recognize your volunteers. Thank them in person and at meetings. Thank them in newsletters. Give them small gifts (it’s the thought, not the cost that counts). Some clubs have annual recognition banquets where volunteers are publicly recognized and thanked.
· Assess. Continue to assess each volunteer’s needs. Make sure they are meeting their own personal goals while serving the organization. Give a break to those who have been hard working in previous years.
Recruiting and retention are how we grow in our organization. It makes our personal and professional networks strong. Only when we are strong can we best serve our professional community.
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If your club is going to succeed, you must recruit volunteers for key positions. If you try to do it all yourself, you run the risk of burnout. Look around you. Your club has many members. From this extraordinary pool of talent are the makings of a very exciting and dynamic club. Ask for help and you will be well on your way to success.
Before you begin recruiting, bear in mind that club members have spent time and money to join the club and obviously, expect some benefits from it. When people hear the word “volunteer,” they tend to flee.  Help them to understand what you’ve come to understand: that the greatest benefits of AAF belong to those who participate. Roll up your sleeves and be enthusiastic about this assignment. This is “selling” at its most rewarding the empowerment of others.
There are two types of recruiting:
· finding volunteers for committees and board members
· finding leaders for officer & committee chair positions
Many of the following suggestions can be applied to both types of recruiting. However, recruiting leaders for officer positions requires greater circumspection. An ineffective volunteer negatively affects a few people; an ineffective officer affects the entire club. 
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Don’t stand up at a meeting and say, “Would anyone who would like to volunteer to work for the club please raise their hand or come and see me after the meeting.” You will have better results if you speak one-on-one with potential volunteers.
At each meeting, talk to the individual new members or people you think might be interested in being more involved, and try to get an idea of what their interests are. Then try to get them to do jobs that match their talents and interests. 
Even if the person has no identifiable interests, suggest that something about the person would make them ideal for whatever position you want to fill. It is important to make a volunteer feel he or she is the ideal candidate for the position you want to fill.
Newly discovered volunteers are best started with one-shot jobs. That way the volunteer has the satisfaction of a quick accomplishment, and you can easily determine if the person does the kind of work that makes him or her worth keeping on your team. And don’t be disappointed if someone turns you down now and then. You may actually be pleasantly surprised by how few people will turn you down if you follow this technique, and if you approach potential volunteers in a positive way.
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Here are some suggestions about how to recruit someone to accept the role of committee chair or a volunteer on a committee.  
· Ask individuals directly. Do not stand up at a meeting and say, “A position has opened and I need a volunteer.” Such an announcement is almost always met with silence, but don’t think, “Nobody wants to work.” This usually is not true.  People need to be personally asked. They may be shy or need encouragement. You need to make them understand what their contribution of time and energy will give to them and to others.  
· Look over your member roster. Think about who consistently shows up at meetings, but has not yet volunteered. This person is just waiting to be asked. So ask. But don’t deliver the request like a death threat or with fear. Your potential volunteer might take it the wrong way.
· Keep information on your members: what jobs they’ve done, what assignments they’ve liked, and what motivates them. When you need a volunteer, this information is invaluable. If you know of a promising prospective volunteer, find a job that fits that person’s knowledge, experience, and interests.
· Hook a volunteer with a small, clearly defined, short-term task.
· Divide big jobs, to make them manageable (e.g., the newsletter, programs).  Don’t throw a fledgling member to the wolves for expedience’s sake. Break up the job and spread the tasks around to create more teamwork and less burnout.
· Build new committees or rebuild old committees.  Give many people small assignments. Expand your volunteer base as your chapter grows.  
· Give good assignments to enthusiastic new members.
· Use the personal touch—the best tool you have—to recruit new volunteers. Call people. Greet them at meetings. Stay in touch with your members.  
· Encouragement and sincere praise are powerful techniques for keeping current volunteers active and recruiting new volunteers. In fact, happy volunteers are your best recruiters.
· Be generous with thanks, regardless of the size of the task. Express your thanks at meetings (make notes so you don’t forget anyone). Publish your thanks in the newsletter and put names in bold so they will be noticed. It’s amazing what people will volunteer for once they see their names in print. You are building their self-esteem.
· Ask someone to perform a seemingly insignificant task and turn yesterday’s passive member into today’s volunteer and tomorrow’s leader.  
· Never forget the following principles: 1) you are working with volunteers, and 2) you are supposed to be having fun.
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Recruiting candidates to run for office is recruitment at a higher level. Take the time necessary to develop future leaders before you perform this task.
A talent for club leadership is unique. Look for this talent, rejoice when you find it, and be sure to nurture it. Consider doing the following:
· Give talented individuals opportunities to gain experience, acquire new skills, and grow.
· Sit down with your board and develop a leadership career path for newer members. 
· Encourage committee heads to bring volunteers up through the ranks and train them to ensure that future club leaders will build on the current leaders’ successes.
· Coach those with leadership potential. Doff your leader’s hat and don your mentor’s cap. Make time in your busy schedule to work with and encourage less-experienced talent. Discuss your current problems and how you plan to handle them. Ask for volunteers’ input. Get them to think from your viewpoint as a leader.
· Leadership development is an ongoing process, not a Cinderella transformation. As talented volunteers begin to exercise power, suggest, at some point, that they run for office.
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The biggest problem with recruiting new leaders is that “People are too busy.” New leaders are recruited from the ranks of active volunteers, people with many demands on their time from job, family, chapter, and others. An otherwise acceptable candidate may be over-committed, burned out, not interested, overconfident, misinformed, afraid, or have some other good reason.
Good recruitment of candidates means: l) knowing the office (duties), 2) knowing the candidate (wants, needs, strengths, weaknesses, and availability), and 3) correlating the two.
Here are suggestions for candidate hunting:
· Pick capable people. Select someone who is ready and able to handle an office.
· Personally ask the potential candidate to run for office. Give this moment the importance it deserves. Ask in person. Using the telephone diminishes your invitation.
· Cite the reasons for selecting the individual and recognize past accomplishments.
· Give a clear description of the job and put it in writing.
· Encourage questions.
· Give the individual time (about a week) to consider the nomination. Encourage, but don’t pressure, the person.
· Reassure the wavering candidate. Some highly capable people can be maddeningly unsure of themselves!
· If the candidate is truly over-committed, don’t ask.  Otherwise, you’ll be set up for failure.
· If the candidate is burned out, don’t ask. Someone who is burned out will avoid the job at every opportunity.
· If the candidate is overconfident about the job, be clear about the scope of responsibilities. Be specific about the expected results and put it in writing.  
· If the candidate seems unsure of her or his capability, calm the worried imagination, carefully review the duties, and suggest acceptable limits of responsibility. If the duties are extensive, consider dividing the job between two or more people. For best results, you must be flexible and imaginative.  
· If the candidate is “not interested,” try to find out why. Vagueness often suggests shyness, misconceptions, lack of self-confidence, or indifference to the assignment. Proceed gently.  Point out the benefits and satisfactions of holding office. Refer to your own experience and growth.  Encourage and challenge the candidate. Let him or her know that the nomination was made because you and others had confidence in them.
· When you recruit candidates, learn to discriminate between those who are unable or unwilling to serve and those who are quietly waiting to be called out from the wings.
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