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Current OLLI Membership

Full Dues Paying Members: 1112 Fall ‘18
Introductory Members: 48 Fall ‘18

Presenter
Presentation Notes
OLLI counts over 1,200 active members.  OLLI’s membership is expanding at 3-5 percent year over year and, with surge of baby boomer retirements in Fairfax County (nearly one-fourth of county residents currently are over the age of 55), 



The OLLI Program 2018

 Over 600 offerings!

 Reston/Loudoun Clubs & Socials

 More cross-campus exchanges
 Faculty Club

 Library Partnerships

 Fall for the Book

 Dean & Director Engagement

 Percentages are estimates

20%

50%

30%
GMU

OLLI

Region



• The overall level of commitment to 
the organization was: up to 32% 
Extremely Committed, 28% 
Moderately Committed, and 3-7% 
Uncommitted

• The overall Satisfaction was rated 
as: up to 51%Very Satisfied, 15% 
Moderately Satisfied, 2% -3% 
Unsatisfied 

• Overall, when asked about positive 
or negative relationships with other 
volunteers, respondents reported: 
64% Positive

• Relationships with staff were 
reported as: 73% Positive

Understanding the OLLI Member Perspective
via OLLI Survey Results

Influences on 
Recruitment and 

Retention of 
Volunteers at 

OLLI

Motivation

Organizational 
ClimatePersonal 

Sentiments

Leader/Follower 
Relationships

Presenter
Presentation Notes
In an effort to address the need to support recruitment and retention at OLLIs, I conducted a survey of 300 respondents from 4 OLLIs within the national network; participants included: The Osher Lifelong Learning Institute at George Mason University in Virginia, TheOsher Lifelong Learning Institute at The University of Rhode Island, Osher Lifelong Learning atFurman University in South Carolina, and Osher Lifelong Learning Institute Yavapai College inArizona300 respondents answered 20 questions and provided comments which focused on four core areas: MotivationLeader/Follower RelationshipsOrganizational ClimatePersonal SentimentsIn interpreting responses and assessing survey data, the following resultswere found: Of 300 OLLI member respondents, 273 identify as OLLI volunteers. Volunteerscontribute a minimum of 1 hour and up to 100 hours a month, with an average of 11 hours ofvolunteer effort per month. Members have volunteered at OLLI between 1 and 35 years(reflecting volunteerism at the organization prior to becoming endowed by the Bernard OsherFoundation), and the average OLLI volunteer surveyed has contributed 6.5 years to theorganization. Respondents were born between 1921 and 1961 - 70% are of the Baby BoomGeneration (1940-1961), and the remaining 30% are of the Silent Generation (born prior to1940). 33% of respondents identified as Leaders, 44% identified as Followers, and 23% ofrespondents identified as both a Leader and a Follower. Respondents chose commitment andcommunication as the top two volunteer characteristics most important to the organization. 66%of respondents felt rewards and recognition of volunteers are important. 65% of respondents feltsupport and training of volunteers was important. 78% of respondents reported that volunteeringgave them a sense of accomplishment. 65% of respondents reported that volunteering enrichedtheir self-confidence and interpersonal skills. The overall level of commitment to theorganization was: 28% - 32% Extremely Committed, 28% Moderately Committed, and 3-7%Uncommitted. The overall Satisfaction was rated as: 27%-51%Very Satisfied, 15% ModeratelySatisfied, 2% -3% Unsatisfied. Overall, when asked about positive or negative relationships withother volunteers, respondents reported: 64% Positive, 19% neutral and less than 1% Negative.Relationships with staff were reported as: 73% Positive, 11% - 12% Neutral, and less than 1%Negative.Several OLLI volunteers expressed their enjoyment being involved in an educational organization and spending time with peers that also enjoy learning. The majority of respondents stated a lack of time to volunteer due to other commitments; such as family obligations or commitments to other organizations.  Physical ailments, such as vision and mobility issues, were the second most common response to not being able to volunteer. Overall, comments reflected a positive attitude about the volunteer experience and a deep organizational commitment. 



Understanding 
Motivation

Motivation is a concept in psychology which attempts to interpret 
the unseen force or inclination within a person to act. Although 
research is divided on the exact definition of motivation, in essence, 
the concept of motivation defines a person’s desire to act, and is 
subject to individual differences, desired goals, and unique 
circumstances that create a stimulus to action.

Presenter
Presentation Notes
Motivation is a concept in psychology which attempts to interpret the unseen force orinclination within a person to act. Although research is divided on the exact definition ofmotivation, in essence, the concept of motivation defines a person’s desire to act, and is subjectto individual differences, desired goals, and unique circumstances that create a stimulus to action(Bunch, 1958; Kanfer, 1990).



Maslow’s 
Hierarchy or Needs
Maslow's Hierarchy of needs is a pyramid shaped upward step process which at its base we find 
the most basic needs such as food, water, comfort. The next level up is Safety, then LOVE and 
belonging, followed by esteem or respect and finally self-actualization and Spiritual growth.

Presenter
Presentation Notes
Mazlow’s Hierarchy of needs is a pyramid shaped upward step process which at its base we find the most basic needs such as food, water, air. The next level up is Safety, then LOVE and belonging, followed by esteem or respect and finally self-actualization and Spiritual growth.Mazlow’s theory has been debated as there is not much empirical evidence to support this theory and there are problems with the uniform structure of assent to self-actualization. In reality people are more likely to skip around on the pyramid as the importance of those higher level needs may vary depending on our culture, finance, and personality. But still everyone is restricted by the relative levels of the pyramid so, regardless of theories of WHY we have them, most schools of physiological thought agree that we are driven by at least THREE BIG Motivations: 



The BIG Three 
Motivators

• Sex

• Sustenance or 
Hunger

• Socialization or 
the Need to 
Belong

Presenter
Presentation Notes
SexSustenance or Hunger And, Socialization or the Need to Belong.Considering we are talking about Volunteering at OLLI we can set aside the Sex motivator (although, at my OLLI we have had a number of folks who met at OLLI and got married, even at 80!). Regarding Sustenance or Hunger—Most OLLIs have cookies and coffee on hand so, you’ve got that going for you!For our Purposes, let’s focus on Socialization or the Need to Belong. Belonging or relationships, and how social interactions occur, are the core motivation for OLLI Volunteers and those interactions can make or break your recruitment and retention goals.  Humans are social animals. Evolutionally speaking it’s fair to say that social bonding has helped us survive.  It’s a knockdown, drag out, difficult world out there and we have a better shot at prospering if we are sharing resources and responsibilities, protecting and supporting each other in groups. That isn’t to say that you need to be close with everyone. Our social needs have to be balanced with independence, or a sense of personal control so we feel both connected and autonomous. But sometimes we are denied that sense of belonging. We’ve all experienced the pain of being ignored or excluded in our lives. It’s No Fun! It can lead to displacement, abandonment of our goals, and turning away from the things we enjoy because of a negative experience and a feeling of rejection or not belonging. 



Volunteer
Motivation

• In order to optimize recruitment 
and retention of volunteers it is 
important to know what 
motivates volunteers.

• Research shows that individuals 
volunteer for prosocial and 
humanitarian reasons as well 
internal and external drivers.

Satisfy Curiosity Achieve notoriety 
Build skills Feel Needed
Satisfy a social 
demand

Feel Good about 
oneself

Give back Allay Guilt
Obtain benefits To distract oneself
Mattering Meet a goal
Share talents Find a peer group
To feel relevant To feel wanted
Help the community Help oneself 

Presenter
Presentation Notes
In order to optimize recruitment and retention of volunteers it is important to know what motivates volunteers. Research shows that individuals volunteer for prosocial and humanitarian reasons as well internal and external drivers. Understanding “mattering”, individual satisfaction, and needs drivers are essential to courting the OLLI volunteer, but equally essential is the notion that once acquired, volunteer relationships should be nurtured and organizational cultures optimized to maintain motivation. See examples on the slide. Can you think of any other Motivators? In addition to understanding individual motivation, endorsing the value of one’s work is critical to encouraging volunteerism. OLLI organizations that provide for individual needs and volunteer satisfaction may experience increased organizational commitment. One study in the research took into account autonomous needs, psychological needs, and volunteer satisfaction and examined the development of volunteer satisfaction within the framework of Self-Determination Theory (SDT). SDT suggests that, "humans are inherently motivated to grow and achieve and will fully commit to and even engage in uninteresting tasks when their meaning and value is understood.” Therefore, it is important for volunteers to know the value and impact of their efforts. Volunteers that understand the importance of their effort, even the most seemingly menial task, will express increased volunteer organizational commitment if the work is perceived as essential and important towards achieving mission goals. 



Understanding Relationships and Cultures

Presenter
Presentation Notes
In addition to understanding individual motivation, endorsing the value of one’s work is critical to encouraging volunteerism. OLLI organizations that provide for individual needs and volunteer satisfaction may experience increased organizational commitment. One study in the research took into account autonomous needs, psychological needs, and volunteer satisfaction and examined the development of volunteer satisfaction within the framework of Self-Determination Theory (SDT). SDT suggests that, "humans are inherently motivated to grow and achieve and will fully commit to and even engage in uninteresting tasks when their meaning and value is understood.” Therefore, it is important for volunteers to know the value and impact of their efforts. Volunteers that understand the importance of their effort, even the most seemingly menial task, will express increased volunteer organizational commitment if the work is perceived as essential and important towards achieving mission goals. Organizational climate refers to individual and team perceptions of emotional and cultural environments within organizations. Optimal teams operate in organizational climates that are psychologically safe.  In her research, Edmondson posits, “Team psychological safety involves but goes beyond interpersonal trust; it describes a team climate characterized by interpersonal trust and mutual respect in which people are comfortable being themselves”. Levi elaborates further on the importance environments to team behaviors by stating, “Creating a psychologically safe environment helps teams collaboratively deal with conflicts, rather than trying to avoid them”. Psychologically safe organizational climates optimize teamwork by allowing freedom of thought, alignment of goals, and personal investment in teams. Psychologically safe organizational climates foster positive leader/follower dynamics, collaborative and cooperative interactions, and ultimately, enhance recruitment and retention of vital volunteers.



Intervention Design

Presenter
Presentation Notes
The objective of the Intervention Design is to provide resources for OLLI organizationsto foster recruitment and retention of volunteers. The results of the OLLI Volunteer Surveyrevealed several key points that inform this intervention. In particular, respondents indicated astrong desire for rewards and recognition, as well as for support and training. Therefore, the intervention design includes a variety of suggested rewards and recognition options as well assupport and training mechanisms. The intervention design also takes into account the top twocharacteristics identified as most important to respondents: commitment and communication, aswell as the positive influence of self-confidence and building of interpersonal skills, as these areareas respondents reported as essential.



Posters

Presenter
Presentation Notes
The intervention design consists of two tiers. Tier 1 includes reward giving and recognitions, and Tier 2 includes training and support recommendations. In addition, rubrics are provided with milestone suggestions and recommendations for duration and frequency for each effort and a poster is provided to support implementation of training services, as well as a poster for implementation of rewards and recognitionsRewards and RecognitionRewards consist of certificates, gifts, monetary or other physical items. Recognitions are accolades, testimonials and other non-material items. Administration of the ProgramStaff or volunteer run committeeConduct an internal review to inventory volunteer hours/tasksAfter two years, conduct another inventory review to see if recruitment and retention of volunteers has improved as a result of the intervention. Establish rules for identifying award recommendations Peer-to-Peer, Self-nominations and StaffEstablish baseline criteria for award recipientsRefer to the intervention design rubric based on hours/tasksOLLIs should customize the type and frequency of awardsTraining and SupportAdministration of the ProgramStaff or volunteer run committeeConduct an internal review to assess current training and impact of effectiveness through an OLLI wide volunteer surveyAfter two years, conduct another survey to see if recruitment and retention of volunteers has improved as a result of the intervention. Determine if training is to be compulsory or optionalEstablish whom to train, training and goals frequency of training and retrainingFollow the OLLI Ten Modules of Training as a guide to customize a training plan that works at your OLLI
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