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	7.1.1 Low et al (2007) undertook a national survey of volunteering. The report ‘Helping Out: A National Survey of Volunteering and Charitable Giving’ is based on a survey of 2156 people of whom 59 per cent had taken part in some form of volunteering in the past 12 months. Of these, 39 per cent were regular volunteers. This report provides useful information on the extent of volunteering, who is involved in volunteering, how this varies amongst different groups within the population, what work volunteers are involved in and how they found out about it.
	7.1.2 Low et al (2007) explore the groups within the population who are most likely to volunteer. They found that people in the 35-44 and 55-64 age range were more likely to volunteer as a one off activity than other age groups. However, regular volunteers tended to be in younger age groups (16-24) or older (55-64 and 64+). Women were more likely to volunteer than men. Ethnicity did not seem to significantly affect rates of volunteering for current volunteers. For those who were regular volunteers the survey reports highest percentages amongst white (40 per cent) and Black (36 per cent) populations and lower levels of volunteering amongst Asian (23 per cent) and other (23 per cent) populations.
	7.1.3 Skills shortages, difficulties recruiting volunteers and competition for volunteers have meant that although many people get involved in volunteer work, rates of volunteering do not appear to be keeping pace with the speed with which the work of the sector is growing. Being able to attract the right individuals, who hold motivations appropriate to the role, is believed to be crucial to retaining volunteers. Hence recruitment processes are of considerable significance to organisations and getting them right can be critical to an organisation’s success. 
	7.1.4 A recent national survey of volunteer management shows the extent of recruitment difficulties faced by organisations in the third sector (Machin and Ellis Paine, 2008). The survey found that 23 per cent of Voluntary and Community Sector organisations suggested that they were experiencing a lot of difficulty in recruiting volunteers. A further 38 per cent of these organisations suggested that they were experiencing a little difficulty in the recruitment of volunteers. Just over a third of these organisations (39 per cent) suggested that they experienced no difficulties in recruiting volunteers.
	7.1.5 Recruiting volunteers may be achieved through a number of channels including word of mouth, local and national newspaper adverts, radio, television, job centres, employment agencies and the Internet. Broadbridge and Horne (1996) provide an interesting, though now dated, study examining the UK charity retail sector. Based on 810 questionnaires from managers and volunteers in 56 branches of charity shops, they found that charity shop volunteers were not ‘typical’ volunteers tending to be white, married or widowed women over the age of 55. Despite the atypical volunteer, methods of recruitment were found to be very similar to those found amongst other volunteers. Recruitment to the sector tended to be achieved through word of mouth, notices and leaflets in the shop window and local press. Crucially they also found that the managers appeared unaware of the methods by which their volunteers had heard about the posts.
	7.1.6 Low et al’s (2007) national survey of volunteering and charitable giving provides more recent evidence on how volunteers found out about volunteering. Word of mouth continues to be the most common means of finding out about volunteering opportunities and two thirds of current volunteers in the survey had become involved via this route. The second most common means of finding out about volunteering opportunities was through people having used the services of the organisation themselves (20 per cent) and third most common was poster or leaflet advertising (15 per cent). Whilst some volunteers were recruited through radio, volunteering websites and national newspapers these were the least common routes into volunteering.
	7.1.7 Bussell and Forbes (2001) produce a very interesting paper on successful volunteer recruitment. The basic argument of their research is that to be successful in getting more volunteers, you need to know your volunteer market better. This sounds simple, but the paper shows that there is a lot to be learned in order to get on top of the issues involved. Bussell and Forbes (2001) review a wide range of earlier research on volunteering and examine the critical success factors relevant to volunteer recruitment. The paper starts with the meanings of volunteering, who the volunteers are, why people volunteer (motivation) and how they do it (where). The results show that individuals and organisations volunteer for a variety of reasons other than altruistic motives. For example, young people may want to develop their skills and experience; organisations may want to network and project an image of corporate responsibility as a better way of connecting to customers; for some people volunteering provides the opportunity to travel. The paper identifies a wide range of examples in the UK and abroad. The paper also looks at strategies for retention, such as offering variety, autonomy, feedback and job satisfaction. In sum, the paper provides a thorough analysis of the complexity of the volunteer market, and argues that a successful recruitment strategy will require managers in the third sector to fully appreciate the many dimensions and issues relevant to the volunteer market.
	7.1.8 There is growing interest in encouraging young people to volunteer. Evidence suggests that past volunteering is a good indicator of volunteering in later life. Secondly, volunteering may be a means of passing on information about the sector that may encourage young people to pursue a career in the third sector and so ensure the continued and increased supply of skilled labour for the future. Finally, there are seen to be inherent social benefits of young people being involved in volunteer work. So much so that Gordon Brown has announced that the election manifesto will include plans for accredited schemes of volunteering for young people. The aim of this would be both to help voluntary organisations but also to enable young people to develop skills necessary for progressing into further education and training (Jump, 2009) .
	7.1.9 In terms of targeting older people in the population, an aging population across the western world has significant implications for the world of work. There are now a greater proportion of retired workers and as increasing numbers of workers remain employed for longer a multigenerational workforce is emerging. The bulk of literature that considers these issues focuses on paid workers in the public and private sector. However as retired persons have made significant contributions to the volunteer workforce there is extensive interest in this population’s engagement in the sector. Part of this interest stems from the assumption that when working individuals retire they have more time on their hands and are therefore more likely to volunteer thus bringing skilled and experienced people to volunteering. This is called the ‘activity substitution’ argument. However, there is also a competing argument that leaving the workforce involves cutting back on other productive activities as well as employment, and leads to shrinking social networks and changes in outlook that can result in a declining commitment to volunteering. 

