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	Elements of Diversity
Diversity doesn't always refer to race or ethnicity. It may include age, gender, language, or social class—all of the things that go into making each of us who we are. There are four layers of diversity. From the inside out, they are: 

· Personality 

· Internal Dimensions -- age, gender, race, ethnicity, physical ability, etc. 

· External Dimensions -- family status, income, religion, education background, personal habits, etc. 

· Organizational Dimensions -- work content/field, union affiliation, agency management status, etc.

Don't forget the innermost layer, personality. Each person is unique. Keeping this in mind helps you walk the fine line between stereotyping and recognizing that there are groups of people who share characteristics.

Identify elements of these dimensions that are pertinent to your community. Use them to do a diversity audit of your organization or volunteer base. Depending on your organization's structure, you may need to audit different volunteer task areas separately.

Why do you want diversity in your volunteers?
Developing a more diverse volunteer base can have many benefits for your organization. First, it opens up a larger pool of potential volunteers (and donors). Second, volunteers with different backgrounds, cultures, and career fields bring different skills to your organization. Third, various groups to which your volunteers do outreach may relate better to different groups of volunteers. Finally, your organization may have a specific commitment to involving all sectors of your community or to facilitating interaction between different sectors.

Diversity is not always a good goal! For example, in a program working with teens on issues related to sexuality, the teens may be more comfortable with a facilitator of the same gender. An organization devoted to helping disabled persons may need to recruit some volunteers who are disabled. Use your diversity audit to identify areas where more diversity makes sense for your organization and its mission.

Awareness for staff and volunteers
As more diverse volunteers enter the organization, you may need to raise awareness of the current staff and volunteers. Don't be shy in discussing issues that may come up! For example, there may be accommodations needed for volunteers with disabilities. Staff may have stereotypes about people from different economic classes or fear that they will inadvertently say or do something offensive to someone of a different faith. Point out that it is okay to recognize and even to celebrate differences in people, and the ways this contributes to a successful organization. However, always respect each volunteer as an individual, not as the representative of an entire group of people.


As you develop more diversity among your volunteers, be aware of how internal communication occurs and what groups form. People are most comfortable hanging out with people who are like them. However, this can lead to bottlenecks in the way information is communicated through the organization or a perception that certain groups are the insiders and others are limited to the periphery of activity.

Recruiting Diverse Volunteers
People volunteer because you ask them. They are most likely to volunteer if the request comes either from someone they know personally, or from someone whom they respect. If there are people in your organization who are members of the group you are targeting, include them in the recruitment campaign. You may choose to focus your initial recruiting efforts on people who are influential among the targeted group. While they may not volunteer themselves, they may assist you in your recruiting. Depending on your circumstances, you may develop a particular recruitment campaign, or you may alter or enhance your ongoing recruitment efforts to reach a broader audience. Rick Lynch, a leading author in the field of volunteer management, describes the sequence of steps to follow, once you have identified a target group: 

1. What is a job that needs to be done? What is a job that will appeal to people in the group? 

2. Where will we find them? 

3. How will we communicate with them? (Don't overlook the obvious! If you are looking for Spanish-speakers, advertise in Spanish.) 

4. What are the motivational needs of these people? 

5. What will we say to them? Be honest as you recruit. You don't want people to think you are asking them solely because of their skin color or whatever makes them diverse. Make clear that you think they are personally qualified and will be an asset to your organization. However, let them know that your organization has identified a gap in its community involvement and is specifically looking to include people from groups that have not been participants in the past. Explain why your organization has made this decision.

Also, don't be afraid to ask questions about areas where the target group's experience is different from yours. A person with a disability is the best one to explain what accommodations would be necessary for him or her to fill a particular position. Someone from a different cultural or religious background than yours may be delighted to share traditions, and can enlighten you on ways to build on those traditions in your recruiting and volunteer placement.

Retention, rewards and recognition
All volunteers, regardless of age, gender, physical ability, etc., respond positively to being rewarded for their work. For some volunteers, the best reward is public recognition; for others, it is more responsibility or the opportunity for training; and for others, the satisfaction of seeing their work pay off in their community. You, or the supervisor of each volunteer, should identify what is a reward to them, and then make sure they get it.

If you have recruited volunteers from different communities, recognize them in their community. For bilingual volunteers working with people who are not fluent or literate in English, recognition in your town's mainstream newspaper may not be a big deal. However, recognition in a paper produced in their language and read by their family and friends may be very significant to them.
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