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VOLUNTEER RECRUITMENT AND DEVELOPMENT

M essage from the Executive Commissioner/C.E.O.

| am pleased to present this package explaining Scouts Canada’s Volunteer Recruitment and
Development strategy. | encourage you to become familiar with this document and refer to it
regularly whatever your role may be in our Movement. If we “do our best” to ensure all Scouters
are properly recruited, developed, supported, and recognized, the end result will be a Movement
prepared to meet the needs of youth today and in the future. We must particularly focus our
energy in providing section Scouters with the support they need to meet the challenge of
developing tomorrow’ s leaders in our society.
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PHILOSOPHY

We base Scouting’'s Volunteer Recruitment and Development Strategy on the principle that the
delivery of great programs to youth depends on:

1. finding adults who have the aptitude and willingness, then
2. developing their competence.

Recruitment means ensuring a commitment to Scouting’ s Mission and Principles, matching jobs
to people with the necessary attitudes and skills, providing clear expectations about the job, and
being realistic about the time commitment.

Development means enabling people in flexible ways. It recognizes their availability to access
devel opment opportunities, the skills they possess and the need to be competent in core skills
quickly. Our approaches include on-the-job development and self-study through an orientation
period.

Support opportunities are designed to meet the skills and knowledge needs of adult volunteers.
In addition to informal events, workshops or courses and evaluations, adult volunteers can
acquire the skills and knowledge they need through working in groups, coaching and mentoring,
and sdlf-study. Self-development in Scouting often goes beyond the specific needs of the original
job.

Recognition through awards or expressions of appreciation, further challenges, or reassignment
completes the volunteer cycle for the year.
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RECRUIT

Proper recruiting will ensure that the “right” person (rather than “any available” person) joins
Scouting. After identifying arole to be filled, review the job’s key elements and develop a
profile of the person you want in the position. Recruits must be willing to develop the knowledge
and skills necessary for their role. When recruiting a section leader, you would want someone
who enjoys working with young people and understands the basic issues youth face today. If a
Council needs a treasurer, it will identify someone with financial management abilities.

In most cases, recruiters find people with an appropriate attitude. Basic abilities are devel oped
through training, on-the-job learning, and self- study.



PROSPECTING - THE GRIZZLY CREEK SOLUTION

Like a prospector looking for his next golden nugget, Scouting recruiters are aways on the
lookout for good people to fill various roles. Classic prospectors have a simple test to identify
true gold: the metal must be soft enough to bend in their teeth. Sometimes when you're
“prospecting”, the initial “softness test” involves nothing more than hearing the would-be
volunteer say yes.

The training video, Recruiting Volunteers: The Grizzy Creek Solution, presents a more

thorough, but straightforward means to identify and approach the ideal Scouting candidate. In the
video, the selection committee is seeking a new volunteer sheriff. They take you through five
steps:

Define the job.

Determine the qualifications necessary to do the job.

Develop alist of candidates, in order of preference.

Interview the leading candidate.

Hire the person.
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These basic steps have proven very successful in finding volunteers for Scouting jobs in the past.
Why?

Because they focus the recruiting team on the role first, and candidates second. Too often the
first question recruiters ask is, “ Who could we get to be ...?" before they even know, establish
or agree on what the job involves, and what attitudes, skills and knowledge the candidate needs
to be successful in the position.

Review the job description and agree on the priorities for the ideal candidate. Priorities will
change as both the team’s make-up and the demands of the role change. Be realistic about the
time commitment involved. When selecting Venturer and Rover advisers, consult those who may
have a personal interest, such as other current team members, parents, the partner, and the youth.

By starting with the job in mind, you'll identify candidates who might otherwise have been over-
looked. It may help you rule out those you would have approached simply because they would
have agreed with little struggle. Busy people, for example, are often over-looked even though
they might be your best choice. Just ask them. Who knows? They might decide to change their
priorities and take on your Scouting task.

Everyone in Scouting learns how to involve people. Coordination of overall recruiting activities
should happen at the group committee and council levels. Anticipate your future volunteer needs;
take time to plan ahead.

Suggested Timeline For Recruiting Program Leaders

March
Review the current team list and find out who expects to return.
Ask leaders for prospect lists of parents and other known adults.
Encourage sections to involve prospects in limited ways.



April

Draw up a short list of candidates by matching the list of attitudes, skills and knowledge you are
seeking, against the prospect list. Then approach the best candidates. (See Grizzy Creek Solution
to recruiting volunteers.) Y our partner may have additiona requirements. Consider the specia
needs for the ideal candidate at this time such as specialized skills, management potential, or
perhaps an ability to provide leadership. Busy people might be your best leaders if they are the
type of people who get things done.

Gone Fishing!

Where you look for prospects influences who you find. Start by considering the people you
know; this will minimize the risk. Then, follow up on referrals from friends, relatives, your
partner, other Scouting members, and other networks or associations you trust.

Ask Venturers and Rovers who they think would make a good adviser. Be able to describe the
type of person you're looking for, based on a good understanding of what the job involves. This
will bring you higher referrals than if you depended on ssimply ajob title to describe the ideal
candidate.

Plan ahead. Don't stop recruiting. Get people involved in small ways, year-round. Build up
relationships with everyone around. January is the time to begin serious recruiting for the fall.
Just think: this year’s winter camp cook might be next year’s Cub leader!

Potential Sources

Here's alist of some people who might have a great deal to offer Scouting youth:
- paents

- relatives

- neighbours

- senior youth members for junior leadership
- education students

- volunteers through the council

- recreation students

- specia interest groups (e.g. canoeing)

- former members

- current members looking for a change

- sponsor organization

- friends of current members



SCREENING

Volunteer Screening Procedure

Scouts Canada recognizes the importance of adult volunteer members in such roles as program
leaders, group committee and council volunteers within its organization. Therefore, Scouts
Canadarequires that all applicarts be screened by Scouts Canada in accordance with the
following five step screening procedure.

Step 1 - Application

Step 2 —Interview
- Invitation
- How to Prepare
- Whereto Mest
- Probe Relevant Information
- Warning Signs
- Selection Interview Guide/Questions (Appendix 1)

Step 3 - Reference Checks
- Tips

Step 4 - Police Record Checks

- Why PRC's?

- What isaPRC?

- What Information Will Y ou Receive?

Step 5 - Approval by Council Executive Director

The Screening Procedure must be totally completed prior to an adult becoming a registered
member and being in contact with youth members.

January 2002

Note: For additional information on the following, please see page 23.
New Canadians or Temporary Residents

Volunteer Helper / Resour ce Person Roles



Scouting’'s Adult Volunteer Screening Procedure

STEP 1- APPLICATION

All adults applying to become volunteers members must complete a Scouts Canada
"Application for Membership and Appointment of Adults’ form. Signing the application
constitutes a personal commitment to the Mission and Principles and adherence to the
Policies and Procedures of Scouts Canada. Job descriptions that emphasize Scouts Canada's

commitment to the safety and protection of members and the safekeeping of resources will
be provided to applicants.

Volunteer Screening Procedure

The application also serves to ensure that adults will take, to the best of their ability, reasonable
precautions to ensure the safety and well-being of those youth entrusted to them, as well as their
own personal safety (www.scouts.ca).

When we accept this application, we commit ourselves and the organization to support this
individua in their volunteer role.
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STEP 2- INTERVIEW

Each volunteer applicant will be interviewed in accordance with Scouts Canada interview
guidelines which are set out in detail in Scouts Canadas Volunteer Recruitment and
Development Handbook. The following minimum standards will be followed:

- the confidentiality of all applicants will be respected

- there will be at least two interviewers present at the screening interview
- areview of the acceptability of the job description by the applicant

- a determination whether this person is acceptable to work with youth

Volunteer Screening Procedure

INTERVIEW GUIDE:
Thelnvitation

Once you have identified a candidate for a role and established the person’s potential suitability,
ask them if they would consider helping out.

How?

This might involve a relatively brief discussion with a parent at an activity night; it also could
come after an intensive, two-month search for the next commissioner.

When you ask the candidate, have some print materials readily available that outline the role; a
job description would help. New people to Scouting might like some general information on the
Movement. (I it gives them vision and sparks excitement, all the better!)

Briefly outline the steps involved in our screening process, and our commitment to providing
safe programs. Exchange phone numbers and set a time for follow-up. This gives the candidate a
chance to read over the material and reach a decision.

Don't recruit volunteers at registration time. This type of last-minute appeal makes it more
difficult to be selective. An appeal through the media inviting anyone to apply also appears
desperate. Keep your appeals positive; focus on both the challenges and benefits of volunteering.
Remember: people respond to challenges and opportunities as well as pleas for assistance. Make
sure you get the message across that SCOUTING IS FUN!

11



Face-to-Face

Call ahead to set up the screening interview and repeat your original invitation. Tell the person
again about the volunteer screening process steps and why this procedure hel ps ensure both the
safety of our youth and a good match of volunteers to roles. Remind the candidate to bring the
names and phone numbers of three references who have known him or her for at least five years.

Be brief. Save the interview questions for the face-to-face discussion. As well, know when the
other interviewer will be available prior to calling.

How to Preparefor the Interview

Read over the candidate’ s application. Discuss with the other interviewer what you know about
the candidate and how the person came to be invited or applied for the Scouting role. If neither
interviewer was involved in actually recruiting the candidate, you may need to call the person
who made the initial contact. He/she will be able to provide background information like (a) the
applicant’ s knowledge of the role (b) any relevant experience or contact with Scouting (c) any
specia consideration for the role, or (d) information about the team this person will be joining.

Decide in advance who will ask which questions, and note any special questions or information
that needs clarification.

Assemble the materials you will need for the interview (Job Description, Duty of Care)
What’s an Interview’s Purpose?
An interview has many purposes or aims. Here are but a few:

It gives an opportunity to get to know the candidate better.

It gives you time to sell the role, to provide some basic orientation to Scouting, and to
consider whether this person would fit the requirements of the position.

It's atime to share information, a time to establish a relationship, and a time of judgement for
both parties.

It's an opportunity to determine if this person is acceptable to work with youth.

Make the meeting friendly and warm, like a job interview of someone you really hope will
accept the position. It should never feel like an inquisition of a suspected criminal.

Remain objective. Though you may really need a volunteer NOW, or your current relationship
with a candidate pressures you to consider lowering your standards, don't do it! Be completely
satisfied that the person is able to handle the responsibilities. Don't think, “Oh well, he'll
probably be okay once he gets involved.”
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Tailoring Role-Specific Questions

Directly or indirectly, all Scouting positions support the program. The Interview Guide
(Appendix 1) was designed for al roles, though it emphasizes the program leader position.
During the interview, tailor role-specific questions to the specific task you have in mind.

Questions for a Group Treasurer Position
“ Do you have any experience with keeping books for a charitable group or other organization?”
“What wer e the requirements of those positions, and how would you rate your performance?’

“ Asatreasurer, would you be prepared to provide a monthly statement of the group’s activities
and reconciled bank balance by the 15" of the month?”

“ At year-end, the books will be audited by a third party and a statement will be sent to our
sponsor and to Scouts Canada. While the amount of money that passes through the group may
not be large, we are publicly accountable under our charitable status with Scouts Canada. Do
you under stand and accept this requirement?”

“ One of our policies regarding finance is that all bank accounts must be properly registered
under Scouts Canada. We require two signatures for processing cheques. Will you ensure that
the group committee and the sections follow this practice?”

Where Should You Meet?

Conduct the interview in the candidate’s home if possible, especialy for program roles. Here,
you'll be able to meet the other members of the person’s family who may become involved
directly or indirectly. As well, the home can provide clues to an individual’ s interests and
character.

Consider meeting in an office or other work setting for administrative or council roles. The
meeting place should be comfortable for both the candidate and the interviewers. Wherever you
hold the meeting, be sure you're on time; it's an important sign of respect.

Establish Rapport

Expect to be nervous the first few times you conduct an interview. Once you' re in the door and
have exchanged a few pleasantries, try to relax alittle and focus on how the candidate is feeling
about the interview. Be friendly, honest, enthusiastic, and always objective.

What Did You Say?

Interviewers must be good, active listeners. Use facial expressions and body language to indicate

genuine interest and encouragement. If a candidate becomes tongue-tied because of nervousness,
provide all the necessary encouragement needed.
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At the end of a section or a series of exchanges, it’s often helpful to summarize what you
understand the person is saying; then ask for confirmation or clarification.

Here are two examples:

* S0, you have had a fair amount of experience working with kids and you seem confident about
being able to adapt to the Scouting program. Isthat correct?” or

“ Given your experience working with kids, what do you look forward to as a Cub |eader?”

Stay Relevant

Keep your questions really relevant to the position and to Scouting membership. Human rights
legislation does not allow discrimination based on gender, religion, sexual preference, language
and race.

Encourage Detail

Plan out your questions so most of them are “openended.” These encourage further elaboration.
What do we mean by opertended questions?

These require more than just a“yes’ or a“no” answer. For example, you won't learn much if
you ask, “Have you lived here long?’ Most people will smply answer, “Yes.” (A takative

person might even say, “Yes, | have lived here along time.”)

Instead re-word the question to encourage the candidate to say more than “yes’ or “no”. You
might change that question to, “How long have you lived in ...?’

Here' s another example. Instead of asking, “Do you enjoy working with kids?” ask, “What do
you enjoy about working with kids?’

Probe Relevant I nformation

Don’'t be afraid to add to your planned guestions when you want to seek greater detail about the
candidate' s life or previous involvement with youth. Do this whenever you hear a reference to
some activity or attitude that might support acceptance, or lead to a concern. For example, if
your candidate refers to working as a camp counsellor, you might ask, “What types of activities
did you enjoy most?” When the person has answered these, add, “What were your
responsibilities?’ and, “Why did you stop working at camp?’

14



Warning Signs

During an interview, you might become uneasy or feel a nagging sense of anxiety. This might
occur when you recognize any one (or a combination) of the following:

- gaps in personal history,

- not answering questions directly,

- an over-interest in children, or alack of adult relationships,

- belief that hitting children is okay,

- agreater interest in what they will get out of the program than in developing youth,
- prejudice towards certain groups of people,

- harsh or inappropriate language in conversation,

- guestioning the need to have a reference to God in the Promise,

- lack of time for volunteering and development,

- inability to work as a team member.

What to Do with Bombs
(Shocking Commerts)

Occasionally, a person may say things that shock you or cause you great discomfort. Here's an
example. “1 love working with children; they’ re some of my best friends. Children are the only
people who really understand me.”

If you hear a“bomb” like this, ask for clarification, as Lynn did in the video. Keep probing until
your fears are either calmed or piqued even more. If it becomes clear that you will not be able to
recommend the person for membership, end the interview.

Two Interviewers Are lmportant

Always have two interviewers when meeting with a candidate.

Why? One person can easily miss something important; a second set of eyes and ears increases
the safety factor with an unknown candidate. Also, a second opinion can help you clarify uneasy
feelings when you' re unsure about the candidate.

Aswell, a second interviewer will introduce the candidate to a wider circle of Scouting friends —
so much the better when the Scouting year begins and the novice leader needs help planning a
dynamic program

Who Should Interview?

The interview team must have the confidence of the partner and Scouts Canada (your local
council). Regardless of who will conduct the interview, they must be registered members.

NOTE: Members should not interview friends or associates.
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For Interview questions,
Please use:

SCREENING

INTERVIEW

GUIDE

APPENDIX 1

(See also Appendix 2— Volunteer Job Descriptions)
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STEP 3—-REFERENCE CHECKS

All volunteer applicants must provide Scouts Canada with three character references. The
interviewers will contact each of the references and record the information received. The
interviewers will then conduct such further inquiries as may be reasonably necessary.

Volunteer Screening Procedure

Refer ences. Second Opinions

Personal references offer another opportunity to take alook at a possible Scouting volunteer, but
through the eyes of someone else. Each candidate will provide three references. Call each up and
discuss the woul d-be Scouter.

Before making the phone calls, ask yourself these two questions: What is the relationship of the
reference to the candidate? Are any references missing that you would expect?

One reference may be a family member. Another may know the person through business
relationships, education, or previous volunteer work. The reference may know the person as a
close friend.

If the reference knows the candidate because of experience in similar roles, definitely ask
guestions about the other volunteer task, even if it was only a one year commitment last year. In
such cases, the relevance of the reference is more important than the length of the relationship.

Here are some tips to consider when speaking to references.

- Be professonal and polite. This is an opportunity to represent Scouting to the
community.

- Introduce yourself and ask for their assistance with the candidate’ s application.

- Explain what position the candidate has applied for in Scouting.

- Establish what type of relationship the reference and candidate have, and how long they
have known each other.

- Ask the reference for opinions relating to core responsibilities.

“How would you describe ability to work with children ages to years?’

“ Can you picture asa ”

- Use clarifying statements and paraphrasing to encourage the reference to provide greater
detail.
- Encourage both positive and negative comments like the following.

“What do you mean when you say that isgood with kids?” or

Can you tell me what you meant when you said she had a problem maintaining accurate
financial records?” (Treasurer position) or,

17



“When you say that is“into” everything, should we be concerned that she will
spread herself too thin over several commitments, or that she has a tremendous ability to
manage multiple projects involving several people?”

“How would you describe ‘s abilities with respect to ? (Pick five
traits or abilities from the following list that might apply to the candidate’ s future Scouting role:
dependability, trustworthiness, honesty, integrity, socia skills, initiative, assertiveness,
perseverance, patience, ability to deal with stress induced by working with kids, approach to
discipline, respect for others, leadership qualities, role model for others, emotiona stability,
tolerance of differences, and ability to follow through on commitments.)

“What would you say are her/his greatest strengths?”
“How would you describe his’her ability to work cooperatively with other adults?”

“In your opinion, has she/he ever shown any characteristics or temperament that would cause
you concern for her/his ability to performthisrole?”

Last and very important question:

“Would you be comfortable having this person work closely with your child, or a child closeto
you?”’

- Thank the reference for their time and openness.
Decision Time. You Be the Judge

Before making up your mind, review the Scouting position the candidate will hold if accepted.
What are the attitudes, skills and knowledge required to do this job?

At least, does the candidate possess the necessary attitudes, a commitment to the Mission, a
willingness to learn, and an aptitude for the role?

Complete the interviewer’ s checklist and make notes about the candidate’ s outstanding qualities
(good or bad) for this role. Will the person be acceptable to the group, the partner and Scouts
Canada? Are there any unresolved concerns from the application, the interview, or reference
checks?

Review al the information and the candidate’ s answers to your questions. Were any of these
indicators present?

1. emotional idertification with children

2. deficiencies in parenting skills/nuturing relationships

3. impulsive lifestyle, irresponsible behaviour

4. tolerant attitude of adult-child sexual interest

If so, discuss this with your co-interviewer.

18



Accept: If you accept the candidate and look forward to the person’s contribution, recommend
him or her for approval.

Reject: If you reject the candidate for any reason, set up a meeting to inform the person. Y our
local council office isthe preferred location.

Be aware of your personal safety; don't put yourself at risk. When explaining your decision,
stick to the issue of matching the candidate to a specific role. Don't rglect the whole person;
perhaps another position would better suit his or her abilities.

If you feel uneasy about declining someone known to you either through other associations or
because they live nearby, ask yourself, “ Are the reasons for thisreection valid?” and, What are
the alternatives or potential damage if | accept the candidate?”

Appeal : Your council has an appeal process. Declined applicants should be directed to appeal to
the Council Executive Director or Commissioner if required.

Confidentiality

Everyone involved must respect the confidentiality of all information gathered, whether it
involvesbirth dates, addresses, or general details of a criminal record. Follow your council’s
guidelines on handling paperwork. The group level only needs to keep a copy of the application.

Candidates do have the right to request a copy of their file and to know the results of various
checks. Should some unreported criminal activity that may put others at risk become known
during the process, the interviewer is obligated to share that information with police. This
information includes suspected child abuse.

RESOURCE:

Scouts Canada' s Interview Video containing:
Recruiting Volunteers. The Grizzly Creek Solution
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STEP 4—-POLICE RECORD CHECKS (PRCs)

PRCs, are mandatory for al applicants. Further, all applicants must present a ?clear? PRC
before they can assume a leadership position in the section. Police record checks must be
renewed every three years. Scouts Canada reserves the right to conduct or request a Police
Service Bureau Record Check for any volunteer at any time.

A ?clear? PRC means:

- no criminal record as defined by the ? Criminal Records Act?;

- no pardon(s) for a sexua offence as set out in the recent amendments of the
?Criminal Records Act?;

- no outstanding criminal charge(s);

- no order(s) made in the interest of safety under the criminal code which would
restrict the applicants access to, weapons, firearms, explosives or other
prohibitions;

- no contact, access or behaviour restriction(s) with any person; or

- no order(s) made under the child protection legislation which is intended to
restrict the applicant/members access to children.

Volunteer Screening Procedure

Why PRC’s?

Many people equate “volunteer screening” to Police Record Checks. But thisis just one step in
Scouting’s comprehensive strategy — and not the most important step. Police Record Checks
have, however, already screened out some potentially problematic volunteers.

What isa PRC?

A PRC is, asthe name implies, an authorized search of police records. Scouting demards it to
help determine the suitability of an individua for avolunteer or paid role involving a potential
risk to people or property. How this check is handled and what information is checked varies
significantly between police services, as does the cost.

What | nformation Will You Receive?

All Police Record Checks involve a search of the RCMP s database (CPIC) for crimina
convictions. Some police services will go much further and scan all available records, including
those held only by local police, for information regarding everything from crimina convictions
to registered complaints. The information passed on to those requesting the Police Record Check
isequally varied, from an acknowledgement that a relevant record exists to a complete printout
of everything the police know about a person. Find out more about your local circumstances
from your Scout council.
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All adult Scouting members are subject to providing a*“clean” PRC. Once members have
completed the PRC process the first time, this step need not be repeated with every role change
unless the group or council considers it prudent. However, every three years, or more frequently
if necessary, councils will request updates of PRCs.

21



STEP 5- APPROVAL BY COUNCIL EXECUTIVE DIRECTOR

All new adult members must be approved for membership by a Council Executive Director
who must take the appropriate measures to ensure the new adult hes been properly
screened. The CED’ s signature must appear on all new adult application forms signifying
the process has been properly completed.

Volunteer Screening Procedure

Forms

Appropriately completed “Interview Checklist” forms should be forwarded to the Council office

for final acceptance by the Council Executive Director. (See Appendix 1)
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Screening for New Canadians or Temporary Residents

Screening new Canadians or temporary residents may be more difficult than with those who
were born in Canada. In most cases though, it won’t be impossible.

Here are some questions to consider. Are references available? Who has known this person since
he or she arrived? Immigration officers? Teachers? Employers? Community associations?

Y ou can check previous Scouting service through other international Scout associations. Council
members may want new Canadians or temporary residents to undergo a longer probation period
until they build up more information and confidence in the candidate’' s abilities and character.

Screening for Volunteer Helper / Resour ce Person Roles

Most support materials are designed to aid the selective recruitment and development of adultsin
program leader roles; these are the people who work directly with children and therefore have
the greatest potential for making either a positive or negative impact on youth. However, because
all adult members have opportunities to contact children, everyone must be screened for
“significant risk behaviour, or attitudes that would put children at risk.” A Volunteer helper or
Resource Person is defined as a “ non-registered adult or parent NOT accompanying their
child/youth.”

For day only activities, discuss your expectations, review the Duty of Care with the volunteer
and introduce the volunteer to the youth, explaining their role.

For overnight activities, orient the volunteer to their role (using a job description if available),
verify their 3 personal reference checks, ensure they have a clean PRC verified by the Group
Commissioner, review the Duty of Care, and introduce them to the youth, explaining their role.

For more details of screening procedures, see Appendix K in the Camping/Outdoor Activity
Procedures on Scouts Canada’ s website, www.scouts.ca.
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VOLUNTEER RECRUITMENT
AND DEVELOPMENT (VRAD)

CHAPTER 2

DEVELOP

Orientation

Woodbadge Basic
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DEVELOP

The Volunteer Recruitment and Devel opment process is founded on the premise thet Scouts
Canada will recruit people with the appropriate attitudes, skills and abilities. Self-devel opment
will enhance their skills and knowledge, increasing their effectiveness. This ongoing support
provides additional opportunities to ensure that the right person is in the right job.

After identifying the development needs of new Scouters, we must satisfy these in a manner and
method convenient to the new Scouter. Councils offer development in a variety of formats. The
L earning Objectives enhance our ability to support development even on an objective by
objective basis. Many objectives require a demonstration of abilities.

Excellent leader handbooks, videos, Scouts Canada s website (www.scouts.ca) and the Program
Builder CD-ROM are examples of Scouts Canada s efforts to meet demands for aternative
sources of development.
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ORIENTATION

Adult volunteers new to Scouting deserve to receive clear expectations for their role and the
support they need to be successful. Orientation provides basic information about the role to be
filled. Recognize the unique set of strengths and experiences each new volunteer brings to their
Scouting role and identify the sources of support, service and development available to complete
the volunteer’ s knowledge and skill set.

Program Information

To ensure new volunteers are comfortable and productive in their new role, some basic program
information is needed. Part of the orientation will be to ensure the volunteer receives this
information (i.e. Program Standards, Section Leader Handbook) before taking on any role.

The following “Learner Objectives’ summarize this information. For a “ Section Specific
Orientation Tool”, see Scouts Canada s web site (www.scouts.ca).

Resour ces
Scouts Canada s many resources provide volunteers with the necessary information to create

quality programs. Be sure potential Scouters have, or are aware of, al relevant resources.
(See page 38.)

Note: Investiture takes place after the completion of an individual’s Orientation.
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Orientation— Program leaders

Provide the new volunteer with the information described bel ow.

The learner will:

Requirements:

Describe the outline
of atypical meeting

. Describe the format of atypica meeting.
. Identify where and when the section mests.

Describe use of
outdoor activities

. Emphasize the importance of outdoor activities.

Provide three examples of outdoor activities for the section.

Describethe
structure of the
Scouting group

1
2
1
2
1
2

. Identify the age groupings of the different sections in the group.
. Describe the structure of the section including the small groupings used in the

sections (plus tail levels for Beavers).

decison making

&

3. Explain the benefits of using small groups.

4. Explaintherole of the Group.

5. Identify the local structure directly supporting the learner up to Area,

including contacts.

Describetheroleof |1. Describe the Shared Leadership Model.
the leader ship team [ 2. Identify youth leadership roles.

3. ldentify adult roles.

4. Explain the need to be flexible in direction and support.
Explain our 1. Explain three benefits of involving youth in program planning.
commitment to 2. ldentify three methods of involving youth in decision making.
involving youth in |3. ldentify the value of youth being able to make mistakes in a supportive

environment.
Make a commitment to involving youth in program planning and decision
making.

Explain 1. Provide expectation that within one year, new |leaders are expected to develop
expectationsfor the skills and knowledge covered in the Basic Program Planning and Delivery.
personal The Key Leader is expected to develop the Basic Section Management set of
development skills and knowledge within the first three months of taking on the role.
2. Explain the various opportunities available to acquire and to be recognized for
abilities.
3. List other development opportunities (e.g. First Aid) available.
Manageexposure |1 Identify an example of each of the three categories (Green, Y ellow, Red) of
torisk typical Scouting activities defined in the Camping/Outdoor Activity Guide.
2. Describe for one activity the process of identifying, ng and
appropriately minimizing risks according to the Camping/Outdoor Activity
Guide.
3. Provide two examples of how to incorporate safety considerations into the
program.
Accept therole 1. Accept the job description.
2. State willingness to participate in typical activities of the section, including
National Fundraisers (See Program Sandards).
3. Indicate awareness of assistance and resources available to support the role.
Follow-up

Do separate follow-up for creating a Personal Development Plan including:

1.

2.
3.
4.

I dentifying the specific skillsand knowledge the individual bringsto therole.

Discussing methods the learner will useto develop hisor her abilities.

I dentifying some specific opportunities and methods in which the lear ner will participate.
Ask the leader to commit to a Personal Development plan.
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WOODBADGE BASIC

Leaders recruited to al sections require certain common basic knowledge, skills and attitudesin
order to be able to contribute to the delivery of a quality program. The leader must demonstrate
that he or she has met the following Cor e L ear ning Obj ectives (available at www.scouts.ca) in
the following six subject areas (Required for all program leadersin all sections):

Scouts Canada’ s Mission and Principles
Basic Program Planning

Basic Program Delivery

Basic Leadership Skills

Basic Administration

Basic Outdoor Skills

Having demonstrated the Core Learning Objectives, a leader then undertakes more specific
development in the Section Specific L ear ning Objectives (available at www.scouts.ca),
including the objectives of the specific section program, program requirements, working with
youth in that section and delivering the section program. When aleader is recruited to a different
section, that leader completes only the Section Specific L ear ning Objectives for the new
section.

All leaders are expected to achieve the Core Learning Objectives and the Section Specific
Objectives for the role into which they have been recruited within their first year of involvement.

Key Section leaders are expected to achieve the Manage Section Programs Objective of the
Section Specific Learning Objectives within three months of accepting the role.

All learning objectives are based on the program as defined in Scouts Canada s publications,
applicable bylaws, policies, procedures, the National Program Standards and any other
guidelines established by Scouts Canada. All program planning and delivery must be appropriate
to the physical, intellectual, social and spiritual capabilities of the youth involved. Note:
Objectives may call for a set number of demonstrations or examples for evaluation purposes
only.

L eaders complete their development in Basic Program Planning and Delivery by demonstrating
competence in the Core Objectives for All Section Leaders and the Section Specific Objectives
for the relevant section. L eaders receive the Woodbadge Basic recognition when they
successfully complete both the Core Learning Objectives and the Section Specific Objectives for
the section for which they are recruited. Leaders are encouraged to continue their personal
development. It is not necessary to complete objectivesin a particular order. Anyone completing
learning objectives should be recognized for their achievement.
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VOLUNTEER RECRUITMENT

AND DEVELOPMENT (VRAD)

CHAPTER 3
SUPPORT
Coaching/Mentoring
Woodbadge Advanced
Evaluation

Further Development
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SUPPORT

When we accept an application for membership we commit ourselves and the organization to

support the individua in their role. This support will vary from individua to individual based on
the specific learning needs required.

Flexible means of support are key to an individual’s growth. Be sure to recognize all skills and
abilities that the individual brings with them to the role.
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COACHING/MENTORING

Typically, experienced Scouters serve as a coach or mentor for new Scouters, introducing them
to new skills and information they need to learn during their first few months and helping them
develop the skills and competencies as identified in the Basic Learning Objectives. As new
Scouters become more proficient in their tasks, this Scouter may assume a mentor’s role,
becoming someone on whom the Scouter calls upon for advice.

Each Scouter will work with a coach/mentor to determine which skills they have and which they
need to develop. This means that as long as the Scouter demonstrates to a coach/mentor that they
can perform the competencies identified, they may achieve their accreditation. How, when and
where they acquire these competencies becomes secondary. With the guidance of their
coach/mentor, the Scouters decide which methods are best for them to acquire the skills and
knowledge required.

After the knowledge and skills have been acquired/devel oped, leaders demonstrate their new
skills to their coach/mentor or to another qualified individual jointly agreed to by themselves and
their coach.

Commissioners at their appropriate level will select coaches/mentors, based on the

coach/mentor’ s expertise in certain program proficiencies. Commissioners or their designates
will also assign coaches/mentors to Scouters.

31



WOODBADGE ADVANCED

Key section leaders recruited to all sections require certain common advanced knowledge, skills
and attitudes in order to be able to motivate and lead their sectionteams in the delivery of a
quality program. Leaders must demonstrate that they have met the following Core Advanced

L earning Obj ectives (www.scouts.ca) in the following three subject areas:

= Advanced Program Delivery
= Advanced Leadership Skills
= Advanced Outdoor Skills

Having demonstrated the Core Advanced Learning Objectives, a leader or advisor then
undertakes more specific development in the Section Specific Advanced L ear ning Objectives
(www.scouts.ca), including the objectives of the specific section program, program
requirements, working with youth in that section and delivering the section program. When a
leader is later recruited to a different section, that leader is required to complete only the Section
Specific Advanced L ear ning Objectives (and Core Advanced Learning Objectives#15 & #16
if required) for the new section.

Key section leaders are expected to achieve Core Advanced L earning Objectives and the Section
Specific Advanced Learning Objectives for the role into which they have been recruited within
their second year of involvement.

Typical developmental and learning activities may be undertaken in one or more formats,
including on-the-job development and experience, self-study, peer interaction, being coached, or
by participating in training modules or aformal developmental course.

Leaders and advisors complete their development in Advanced Outdoor Skills and Program
Planning & Délivery by demonstrating competence in the Core Advanced Objectives for All
Section Leaders and the Section Specific Advanced Objectives for the relevant section. Leaders
receive Woodbadge Advanced recognition when they successfully complete both the Core
Advanced Learning Objectives and the Section Specific Advanced Learning Objectives for the
section for which they are recruited. Leaders are encouraged to continue their personal
development. It is not necessary to complete objectivesin a particular order. Anyone completing
learning objectives should be recognized for their achievement.
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EVALUATION

Evaluations, combined with feedback and self-evaluation, help volunteers remain focused on
their roles and identify persona development needs. Annual evaluations must include an
assessment regarding the volunteer’ s adherence to the principles, policies, practices and
procedures relating to member safety and resource management which are relevant to the
volunteer role. PRC’'s may be requested at any time and no less than every three years.

At the end of ayear, each volunteer should also receive useful section specific feedback. If

you're atroop Scouter, for example, meet individually with each of your Scout counsellors and

ask how they felt the year went. Then ask for ideas how the troop could be improved. Do they

have any concerns? Then,

- review how the counsellor is working out on the leadership team using some specific
examples to support your feedback,

- provide praise for contributing to the troop, and appreciation for the commitment,

- discuss the next steps in the development plan for the counsellor,

- address any concerns with the counsellor’ s behaviour that weren't dealt with during the year,

- invite the counsellor to return next year or suggest a different role, or even retirement.

Along with “personal” evaluations to enhance individual performance, use Scouts Canada’'s
“Program Standards’ to measure the success of the program delivered.
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FURTHER DEVELOPMENT

Further Development opportunities are designed to meet the skills and knowledge needs of adult
volunteers. In addition to informal events, workshops and courses, adult volunteers can acquire
the skills and knowledge they need through working in groups, shared leadership methods, and
self-study. Self-development in Scouting often goes beyond the specific needs of the original

job.

Numerous opportunities will be available for further developing skills and abilities. Ask your
Commissioner or Service Scouter about these in your area.



VOLUNTEER RECRUITMENT
AND DEVELOPMENT (VRAD)
CHAPTER 4

RECOGNIZE
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RECOGNITION

The VRAD strategy describes a year in the life of a Scouting volunteer. At the end of each year,
every volunteer should be thanked for their contribution, recognized for their service and asked
about his or her plans for the following year. Many volunteers will accept an invitation to
commit another year to their current roles. For others, there may be new positions offering new
challenges, while others may ‘retire’ from Scouting involvement.

The people responsible for supporting volunteers are typically the best people to provide
recognition and help with the decision on further involvement. Scouts Canada has many formal
and informa means of recognition.

Awards, Thank You, Appreciation

We must recognize the contributions of all volunteers. By showing our appreciation, we increase
the probability of retaining them for alonger period of time. Appreciation takes many forms; the
National Honours and Awards Program is just one example. Visit your local Scout shop for a
variety of thank you gift ideas.

Job Enrichment/Supplementary Challenges

Why not reward volunteers for good work by offering them opportunities to accept new
challenges? While this is a more subtle form of recognition, people feel appreciated when others
recognize their skills and abilities. In effect, what you are saying is, “Y ou have shown an ability
to get things done. We would like to offer you more opportunities.”
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CONCLUSION

If Scouting isto grow as a Movement, Scouters at all levels of the organization must commit
themselves to the basic elements of the Volunteer Recruitment and Development strategy. This
might simply involve identifying your own role in the success of the strategy and deciding what
you need to do to ensure positive results.

Scouters responsible for Adult development may need to expand teams to provide meaningful
coaching and mentoring for Scouters who have assumed new positions.

We can retain more Scouters if we do everything possible to see that they are properly recruited,
developed, supported and recognized in every role. Be prepared for turnover in positions through
ongoing succession planning. Plan for an overlap in volunteers to help with a smooth transition.

Scouts Canada continues to develop tools and resources to better support the VRAD Strategy.
Recent revisions to the volunteer development programs support flexibility in how adults acquire
the knowledge and skills to be effective.

Remember, Scouting exists to deliver quality programs which enhance the devel opment of

young people. Our efforts must continue to focus on recruiting and supporting those who deliver
them.
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*

RESOURCES

A Guide to the Honours and Awards of Scouts Canada *
Application for Membership and Appointment of Adults *

Basic and Advanced Learning Objectives *

Camping/Outdoor Activity Procdures *

Duty of Care *

Grizzly Creek solution

How to Protect Your Child from Child Abuse: A Parent’s Guide *
Job Descriptions *

JUMPSTART programs

Mission presentation

Program Builder CD-ROM

Program Standards *

Scouts Canada' s Volunteer Recruitment and Development Handbook *
(includes job descriptions)

Section Leader Handbooks

Section Leader Orientation Tool (include local information) *
By-Laws, Policies and Procedures

Available on Scouts Canada s website, www.scouts.ca
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SCREENING
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INTRODUCTION

Only the Right Person Will Do

Community standards in Canada continue to climb with the growing number of reported
incidents of child abuse. These standards dictate acceptable minimum measures groups should
take when screening volunteers who wish to work with youth. Where once a person only had to
volunteer for atask with few (or no) questions asked, the accepted norm now involves clean
Police Record Checks, interviews and reference checks.

At atime when volunteers are scarce, it’'s tempting to accept anyone who is willing to help. But
remember, as a recruiter you are looking for people who can perform specific roles that require
certain attitudes, skills and knowledge. Only these people will be successful. Others who do not
have these qualities, or awillingness and an ability to acquire them or who may have harmful
qualities, will only hurt the program and our young people. This latter group is not acceptable
under any circumstances, no matter how willing they might be to join.

Scouting doesn’t expect members to become volunteer screening experts overnight, but as an
organization, we need to continue to improve our diligence and screening practices.

According to Loraine Street of Volunteer Ontario,

“ Screening is about striking a balance between vigilance and paranoia, between the right to
privacy and the right to protection of clients, staff, and the community, and between legal and
ethical or moral issues. The goal is safe programs, safe clients, safe staff and a safe community.
Those responsible for the development and implementation of screening measures must keep that
in the forefront of their minds.”

Scouting has an obligation to take reasonable steps to ensure children and adults in our programs
are protected and safe. We do this through the design of our programs, the application of current
screening measures, attention to the development of adult volunteers, and through appropriate
supervision. Our ability to continue to offer programs in communities across Canada depends on
our effectiveness at carrying out these tasks in every group and council.

TIPS

The questions in this guide are questions designed primarily for interviewing leader candidates.
Adapt them to fit the position a candidate is volunteering for and your knowledge of the person.
Don't drop important sections just because you know the person. Their responses will give you
experience when you' re meeting with lesser known candidates. The shaded boxes summarize
interviewer questions and link to the Interview Checklist (page 51). Ask the applicant to follow
along during the interview using their “Welcome To Scouting” package (page 52).
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1 Establish Rapport

Introduce your self and your co-inter viewer

Start with a casual, friendly conversation on atopic that will appeal to the candidate. (For
example, the subject might concern their family camping trip or vacation.) In most cases this will
not be your first contact with the person. Y ou may have spoken to them at a parent’s night or on
the telephone to set up the interview.

Explain your position in Scouting, how long you'’ ve been a volunteer and why Scouting is
important to you.

Questions:

“ Thank you for taking the time to consider arole in Scouting. Over the next half hour, I'll
provide an overview of Scouting’s Principles and explain the role of 'l ask
a number of questions to confirm your under standing of the role and to ensure that we' ve
matched your interests and skills well with the task. 1’1l be using this Interview Guide (show them
it) to help me cover the important details, but please feel free to ask questions at any time.”

“How long have you lived here? Can you tell me about where you come from? Why you have
moved so often?”

“ Can you tell me a bit about your family?”
“ Please tell me about your friendships and close relationships.”

“ Sometimes people are more comfortable with people their own age and sometimes people are
mor e comfortable with others who are younger or older. Who are you most comfortable with?”

“Isit easier for you to start a conversation or friendship with someone your own age, someone
older, or with someone younger?”

1. The Learner will commit to appropriate adult/youth interactions.

Potential War ning Signs:. frequent changes of residence/employment; child for a best
friend; prefers the company of children; lacks close connections with adults; believes
children are more understanding than adults.
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2. Life Story and Building Rapport

Make a statement describing what you already know about the candidate. This will lead in to the
subject and encourage the person to tell you more about themselves and their reasons for
volunteering. If you approached them originaly, then you need to tell them why you thought
they would be suitable. Y our first question should help them to relax.

Keep the conversation going in the direction of work (skills), personal interests, and how long

they have lived in the community. Point out a couple of interests or experiences you may havein
common.

Tips:
Be enthusiastic.
Show genuine interest.

LISTEN actively.
Ask occasional questions to encourage greater detail.

NOTICE

Is the person comfortable with eye contact? (Caution: not al cultures are.)

Does the person’s body language match what they are saying?

Record strengths, devel opment needs and motivation.
This would be a good time to show the Introduction to Scouting video or the Mission video.
Questions:

“What made you decide to apply for this position?”

“What do you understand the role of to be?”

“What do you hope to achieve in thisrole?”
“What are your personal goals for this position?”

“ Do we have an extra 10 minutes to see a short video about Scouting?”

2. The Learner will commit to providing appropriately challenging programs for youth:
a Indicate awareness of the need to provide appropriately challenging programs to youth.
b. State a willingness to provide a safe environment and challenging program to youth.
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3. Commitment to Mission and Principles

Let the candidate read Scouting’s Mission statement. (Included in the Applicant’ s package,
provide this as pre-interview reading.)

Questions:
“ Commitment to the Mission and Principlesis a condition of membership in Scouting.”
“What questions do you have about the Mission?”

“Now we'll get into details with the Principles and Practices ...”

3. The Learner will commit to active expression of Mission, Principles, M ethod/Practices of
Scouting:

a Restate Mission, Principles and Method/Practices of Scouts Canada (in own words).

b. Explain how the Leader Promise and the Scout Law fit with personal values.

C. Confirm willingness to sign the Applicant Agreement.

Principles

Define and review the Principles with the candidate. Provide a copy for the person to read. (This
too should be given in advance.)

Ensure Under standing
Review the leader’ s Promise and section Promise and Law (if applicable).

Seek Agreement
Note the comfort level with the question, sincerity and ability to communicate to the age level.
“Scouting was founded, and continues to be based, on three Principles. These are:

Duty to God: Thisis defined as: “adherence to spiritual principles, loyalty to the religion that
expresses them and acceptance of the duties resulting therefrom.”

Duty to Others: Thisis defined as. “loyalty to on€e's country in harmony with the promotion of
local, national, and international peace, understanding and co-operation,” and “participation in
the development of society, with recognition and respect for the dignity of one’s fellow being
and for the integrity of the natural world.”
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Duty to Self: Thisis defined as: “responsibility for the development of oneself.” Thisisin
harmony with the educational purpose of the Scouting Movement which is to assist young people
in the full development of their potentials.

“ Are there any points here that you would like clarified?”

“ Do your personal beliefs and convictions allow you to take this Promise?”

“Ifa year old asked you to give examples of how you live according to these Principles as
expressed by the Promise and Law, what might you tell them?”

OR

Administration Position: “ The Principles, the Practices, the Promise and the Law are important
elements of our programs. Members in administrative and support roles should be aware of
these elements because they define our organization. Would you be able to promote this
organization and what it stands for ?”



4. Sdll the Role

Describe typical activities of your section (group or council) and how these match up with the
Mission and Principles.

Describe what exciting plans the section (group or council) has for the year.

Describe who else is involved.

Explain the time commitment.

Provide a copy of the volunteer position description and allow time to scan it. (Appendix 2)
Emphasize getting outside help as much as possible.

|dentify where help will come from if a need arises.

Show the resource material available.

Questions:

“What volunteer work do you do in your leisure time?”

“What age group do you prefer to work with? Do you prefer to work with boys or girls? Why?”
“What do you like about this work you do?”

“What do you dislike about it?”

4. The Learner will commit to outdoor programming:
a Describe outdoor experiences.
b. State willingness to provide outdoor experiences to youth.
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5. SKills, Interests and Experience

Explain how outdoor experiences are an important el ement in the success of all Scouting
sections.

Explain to the candidate the personal development opportunities available, and the necessity of
participating in these to improve their effectiveness. Explain the development available in your
area. For nonleader roles, relate the development to the role and what you know about the
candidate’ s abilities.

Questions:

“What skills, interests and experience do you have that might be helpful to you in the role of
?11

“What activities or aspects of the role are you looking forward to the most? The least?”
“ Do you have any other commitments that might conflict with thisrole?”

“How would you ensure that the outdoor aspect of Scouting gets its proper emphasisin the
program?"

“We realize that you bring a variety of skills and experience to the role. Are you prepared to
develop basic skills and knowledge for delivering the programs (or for managing the group,
etc.?”)

“ Are you aware of Scout’s Canada’s VRAD (Volunteer Recruitment & Development) Strategy?”

5. The Learner will commit to Personal Development:

a Indicate awareness of VRAD strategy.
b. State willingness to develop knowledge and skills necessary for the position within the
first year.
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6. Suitable Role M ode€l

Child Protection/Trust
Relate the discipline question to arole they’ ve mentioned, if appropriate. For example, how did
they deal with discipline as aformer coach?

References
Scouting positions require a minimum of three references, one of whom may be related to the
candidate.

Police Record Checks (PRCs)

If you haven't already, ask your candidate to fill out and sign the permission for a PRC, or ask
him/her to provide a Canadian Police Record Check (dated not more than six months before).
This clean PRC must be provided before working with youth.

Questions

“ Leadersin Scouting are powerful role models for our young people. Do you remember who
your role models were when you were growing up?” “ How did they help you?” * What type of a
role model would you be to youth in our group?”

“How do you think children and teenagers should be disciplined?”
“What kind of discipline did you receive as a child?”
“What was the best part of your childhood and adolescence?”
“Were you ever abused as a child? As a teen?

a) If yes, what effect did it have on you?

b) How do you think your experience of abuse will influence your role as a leader?”

“ Do you understand the organization’s policies regarding criminal records and the kinds of
criminal and other offences that would be considered relevant to this position?”

“ Do you have a standing conviction for a criminal offence that is relevant to this position? Do
you have a standing conviction for a provincial offence relevant to this position?”

“ Have you had any involvement with the police or any other authorities that would reflect on
your suitability to hold this position?”

“To initiate a check of your record, the police require this separate form to be completed and
signed. I’ ve been through this process and it’ s quite painless. Do you have any questions or
concerns?”

6. The Learner will commit to be a positive role mode!:
a. State awillingness to be a positive role model for youth consistent with Scouts Canada’ s values.

Potential Warning Signs: justification of harsh discipline strategies; unable to identify positive
childhood role models; feelings of bitterness/resentment concerning their childhood.




7. Team Approach

Will the candidate probably:

- takean activerole?

- support the group’ s decisions?

- work inisolation or as a team member?

- sharethe glory for success and responsibility for failure?

Following Procedures

Will the candidate probably:

- ignore procedures?

- try to understand them?

- work to improve them?

- use sound judgement when applying guidelines?

Questions:
“There are a variety of opportunities to work with other people in Scouting. Do you prefer to
work alone, with two or three people, or in larger groups?”

“ Some people are slow and methodical while others are more spontaneous. How would you
describe yourself?”

“ How often do you do something on the spur of the moment and then wonder why you did it?
(i.e. accepting a dare)”

“ Are there groups (race, ethnic background) or individuals you would prefer not to work with?”
“ Please tell me about your experiences with disabled people/children/seniors.”

“ Like every organization, Scouting has rules, procedures and guidelines. These sometimes
require extra effort or care in providing the program or completing a project. Can you tell us
about a time at work or in another situation where rules got in the way of getting things done?
How did you handle it?”

“ Have you read the organization’s “ Duty of Care” document?”

“ Do you understand this document? How do you feel about it? Can you accept to be guided by it
in this position?”

“What difficulties do you foresee in fulfilling this position?”

7. The Learner will commit to the Shared L eader ship approach:
a Indicate an awareness of the Shared L eadership approach used by Scouts Canada.
b. State willingness to support group decisions.

Potential War ning Signs. unsafe work habits or recreation; thrill seeking; prejudices, many
accidents, easily bored




8. Vision for Youth

As the candidate speaks, listen for motivation and comments which match Scouting’s Mission
and its educational purpose.

Questions:

“ Youth today are faced with many challenges as they grow up. What do you think are the
greatest challenges facing young people in our community?”

“How do you think you can help them through Scouting?”

8. The Learner will commit to being open, honest and obj ective.

Potential Warning Signs:. distrust of conventional authorities; lack of optimism for
future; wanting to provide children with something they never experienced themselves
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Questions

Answer any questions the candidate asks. If you don’'t know the answers, tell the person that you
don’'t know, but you'll find out and get back to them. Be honest about both the commitment and
the rewards.

Conclusion

“ That coversthe major points for thisinterview. Do you have any other questions or things you
would like more information on?”

“Thank you for taking the time for thisinterview, and for your desire to be a Scouting volunteer.
Let me briefly tell you what happens from here:”

1 “1 am going to contact the references. This should only take me until

2. “There may be a sécond interview; if thereisn’t, I'll give you a call back to confirmthat |
can recommend you for the position of ”

3. “ Once the PRC is done, we'll call you to discuss your first three months as a Scouter.”

4, “You'll then begin an Orientation period where you may be active in your role. During
this period you'll be working closely with , and receive a basic
orientation to therole.”

5. “ Then we'll arrange for your investiture.”

“ Do you have any further questions?”

“ Thank you again!”

9. The Learner will commit to child protection and safe programming:

Provide three (3) personal references.

Agree to have a PRC conducted according to the local process.

Provide acceptable answers to the questions in the Volunteer Screening Handbook.
Agree to follow the direction provided in the Duty of Care.

oo
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INTERVIEW CHECKLIST SCOUTS CANADA

Complete this checklist after the interview (not in the presence of the candidate). Fill it out from
notes made during the meeting. It will help you (the interviewer) remember the discussions and
make the decision-making process easier. This checklist is also a convenient place to write your
notes from the reference checks.

Candidate s Name; Date of Interview:

Section Y N Unknown

1 Commits to appropriate adult/youth interaction.

Commitsto providing challenging programs.

Commitsto active expression of Mission, Principles and Promise.

Commits to outdoor programming.

Commitsto personal development.

Commits to be a positive role model.

Commitsto Shared L eadership Approach.

Commits to being open, honest and objective.

OO NSO |W (N

Commitsto child protection and saf e programming.

Reference #1 Name:
Phone Number:
Notes:

Reference #1 Name:
Phone Number:
Notes:

Reference #1 Name:
Phone Number:
Notes:

Based on the interview and reference checks, we do / do not (circle one) recommend:
for the position of

Interviewer #1: Dated:

Interviewer #2: Dated:

Once the interview and reference checks have been completed, the interviewers should sign this
form and the application. Forward on to your senior Council officer in a confidential envelope.

If required, use back of page for interview notes. August 2003
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APPLICANT'S

PACKAGE

WELCOME ABOARD
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WELCOME
TO
SCOUTING

(This interview should take 40 — 60 minutes, depending on questions and detail
desired.)

“Teach them, train them,
then let them lead ...”

ROBERT BADEN-POWELL
Founder of Scouting

&

SCOUTS CANADA
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» Homes
> Work
> Family
» Moves
» Experiences

> Motivation

Candidate' s background:



Our Mission:

The mission of Scouting isto contribute to the education of young people,
through a value system based on the Scout Promise and Law,
to help build a better world where people are sdlf-fulfilled as individuals
and play a condructive role in society.

Principles
Scouting is based on three broad principles which represent its fundamental beliefs.
» Duty to God
> Duty to Others

> Duty to Self
Promise
The Leader’s promiseiis:

“On my honour | promisethat | will do my best
to do my duty to God and the Queen,

To help other people at all times,

And to carry out the spirit of the Scout Law.”

Practices

Scouting practices are defined as a system of progressive self-education, including:
A promise and law

Learning by doing

Membership in small groups

Progressive and stimulating programs

caring for others, contributing as a family member, and
Use of outdoor activities as a key learning resource.

YV VVVVY

Scout Law

A Scout is
helpful and trustworthy,
kind and cheerful,
considerate and clean,
and wise in the use of higher resources.

Commitment to the values of doing one's best, contributing to the community, respecting and
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What’s my role?

Typica activities
Plans for the year
Other people involved
Time required
Position description
Development schedule
Resources

Support
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Skills, Interests and Experience

> Sills

> Interests
> Experience
» Education
» Time

» Development courses offered

57



» |Importance
» Impact

» Example

> References

» Police records check

Being a role model

Child protection and trust

58



> Different roles
» Shared leadership
» Team approach
» Coordination

» Procedures

L eader ship in Scouting
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The Challenge for youth

» The challenge

» SCOUTING as part of the solution
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» What questions do you have?

» What happens next?

THANK YOu!!
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Appendix 2

VOLUNTEER
JOB

DESCRIPTIONS

August 2003
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BEAVER LEADER VOLUNTEER JOB DESCRIPTION

Position: Scoutersin a Beaver colony are called Beaver leaders and are members of a
leadership team. A colony has a Scouter (who must be at least 21 years of
age), and one or more other Scouters. One Scouter will be registered as the
contact person. The ideal ratio of Scouters to Beaversis one leader for every
five children.

Accountableto:  Group committee and local commissioner (possibly through a Service
Scouter).

Average Time  10-12 hours per month for planning and colony meetings, plus a one-day
Required: outing per month. Additional time may be required for training, sharing
sessions, group committee and council meetings.

Major Area of Responsibility

This position requires working as a leadership team member conducting colony programsin
accordance with guidelines in Beaver program handbooks and By-Law, Policies and Procedures,
aswell as Council and Area policies.

Duties and Responsibilities of the Position

- Provide children 5-7 years of age with appropriately challenging, weekly one-hour meetings
from September to June. Weekly meetings include all elements of the Beaver program and
are augmented with monthly outings.
Ensure that the health and safety of all members is maintained continually. Thisis a primary
concern.
Participate in colony planning meetings. Use program ideas that come from the Beavers
themselves.
Develop close working relations with other members of the team, and share the responsibility
of operating the colony with all colony leaders.
Help carry out the weekly program.
Support and participate in special meetings and activities, including outings and camping
experiences.
Know and use resource material available, including various handbooks.
Maintain good relations with parents/guardians, and encourage activities which involve them.
Encourage recruitment of members, and help the group committee recruit other leaders.
Maintain good relations with leaders in other sections and attend group council, group
committee and local council meetings as required.
Take training for the position, including regular sharing sessions, special interest and outdoor
activity skills.
Meet specific requirements of the sponsoring body, where applicable.
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Attitudes Required of a Beaver L eader

"Selective recruitment” and "appropriate training” are two key ways to get and keep volunteers
who will provide quality program opportunities to the children and youth in Scouting's five
sections. New Scouting leaders will have been recruited principally because of their attitudes.
Those involved in the recruiting process must be satisfied that the individual is:

Pr epared to:
Accept, and demonstrate persona values compatible with, Scouting's Mission and Principles.
Subscribe to the Beaver section's program goals.
Be comfortable with, enjoy, and care about Beaver-aged children in developmentally
appropriate ways.
Ensure that Beaver-aged children in the colony experience the outdoors on a frequent basis.
Be accountable for hisher actions.
Follow Scouting's policies and procedures.

Wllllngto

Acquire the knowledge and skills appropriate to his/her volunteer role in Scouts Canada.
Work co-operatively with other adults.

Be open and honest.

Be objective in evaluations.

Provide arole model of appropriate adult behaviour.

Wear the official Scouter uniform.

Participate in, and support, Scouting’s volunteer screening procedures.



CUB LEADER/ASSISTANT CUB LEADER VOLUNTEER JOB DESCRIPTION

Position: Scoutersin a Wolf Cub pack are called Cub leaders and assistant Cub |leaders;
they work as part of aleadership team. A pack has a Scouter (at least 21 years
of age) responsible for the pack, and one or more assistants who must be at
least 18 years of age.

Accountableto:  Sponsor/group committee and local commissioner, possibly through a Service
Scouter.

Average Time  12-14 hours per month for planning and regular meetings, plus one day/
Required: weekend meeting or outing per month. As well, additional time may be
needed for training and group committee meetings.

Major Area of Responsibility

This position requires working as a leadership team member conducting pack programsin
accordance with guidelines in Wolf Cub program handbooks and By-Law, Policies and
Procedures, as well as provincial and local policies.

Duties and Responsibilities of the Position

- Provide an exciting 12 hour weekly program from September to June with monthly outings.
At least two outings will include overnight camping.
Ensure that the health and safety of all members is maintained continually. Thisis a primary
concern.
Help each child to have an adventurous personal growth experience while in the pack that
includes all program elements.
Maintain good relationships with parents/guardians, and encourage parental co-operation and
involvement in pack programs.
Work closely with other members of the leadership team and share the responsibility of
operating the pack.
Plan and conduct al pack activities.
Support and participate in special meetings, trips, camps, and outdoor experiences.
Encourage recruitment of members, and help the group committee recruit other leaders.
Know and use the resource material available, including handbooks.
Maintain good relationships with leaders in other sections and attend group council meetings.
Meet specific requirements of the sponsoring body, where applicable.
Take training, including specia interest courses.
Participate in district/area/regiona events and meetings.
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Attitudes Required by a Cub L eader

"Selective recruitment” and "appropriate training” are two key ways to get and keep volunteers
who will provide quality program opportunities to the children and youth in Scouting's five
sections. New Scouting leaders will have been recruited principally because of their attitudes.
Those involved in the recruiting process must be satisfied that the individual is:

Prepared to:
Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to the Wolf Cub program goals.
Be comfortable with, enjoy, and care about Cub-aged children in developmentally
appropriate ways.
Ensure that Cub-aged children in the pack experience the outdoors on a frequent basis.
Be accountable for his’her own actions.

Follow Scouting's policies and procedures.
Be a good role moddl.

Wllllng to:
Acquire the knowledge and skills appropriate to his/her volunteer role in Scouts Canada.
Work co-operatively with other adults.
Be open and honest.
Be objective in evaluations.
Provide arole model of appropriate adult behaviour.
Wear the official Scouter uniform.

Participate in, and support, Scouting’s volunteer screening procedures.
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TROOP SCOUTER/SCOUT COUNSELLOR VOLUNTEER JOB DESCRIPTION

Position: Scouters in a Scout group are called Troop Scouters and Scout Counsellors,
and are members of aleadership team. A troop has a Scouter (who must be at
least 21 years of age) responsible for the troop, and one or more Scout
counsellors who must be at least 18 years of age.

Accountableto:  Sponsor/group committee and local commissioner, possibly through a Service
Scouter.

Average Time  12-14 hours per month for planning and patrol/troop meetings, plus one
Required: weekend per month and annual summer commitments. Additional time may
be needed for training, and group committee and council meetings.

Major Area of Responsibility

This position requires working as a leadership team member conducting patrol/troop programsin
accordance with guidelines in Scout program handbooks and By-Law, Policies and Procedures,
aswell as provincial and local policies.

Duties and Responsibilities of the Position

- Provide exciting weekly meetings and monthly outings, including at least four overnight
camping experiences each year.
Ensure that the health and sfety of all membersis maintained continually. Thisis a primary
concern.
Help al members to have a challenging personal growth experience while in the troop.
Participate in troop planning meetings. Use program ideas which emerge from the Court of
Honour.
Develop close working relationships with other members of the leadership team and share
the responsibilities of operating the troop with the Scout counsellors.
Help carry out the weekly program.
Support and participate in specia meetings, including day trips, as well as short- and long-
term camping experiences.
Know and use resource materials available, including handbooks.
Maintain good relationships with parents/guardians, and encourage activities which involve
parents/guardians.
Encourage recruitment of members, and help the group committee recruit other leaders.
Maintain good relationships with leaders in other sections and attend group council, group
committee and local council meetings as required.
Take training, including special interest and oudoor activity skills instruction.
Meet specific requirements of the sponsoring body, where applicable.

Attitudes Required by a Troop Scouter/Counsellor

"Selective recruitment” and "appropriate training” are two key ways to get and keep volunteers
who will provide quality program opportunities to the children and youth in Scouting's five
sections. New Scouting leaders will have been recruited principally because of their attitudes.
Those involved in the recruiting process must be satisfied that the individua is:
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Prepared to:
- Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to the Scout section's program goals.
Be comfortable with, enjoy, and care about Scout-aged youth in developmentally appropriate
ways.
Ensure that Scout-aged youth in the troop experience the outdoors on a frequent basis.
Be accountable for hisher own actions.
Follow Scouting's policies and procedures.
Be agood role model.

Willing to:
- Acquire the knowledge and skills appropriate to his’her volunteer role in Scouts Canada.
Work co-operatively with other adults.
Be open and honest.
Be objective in evaluations.
Provide arole model of appropriate adult behaviour.
Wear the official Scouter uniform.

Participate in, and support, Scouting’ s volunteer screening procedures,
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VENTURER ADVISOR VOLUNTEER JOB DESCRIPTION

Position: Scouters in a Venturer company are called Venturer advisors. A company has
a Venturer advisor who must be at least 21 years of age. Where assistant
advisors are required, they must be at least 18 years of age. Section members
should be involved in selecting advisors.

Accountableto:  Sponsor/group committee and local commissioner (possibly through a Service
Scoute).

Average Time  12-14 hours per month for planning and company/executive meetings, plus
Required: one weekend per month, as well as summer commitments. Extra time for
training, group committee and council meetings may also be required.

Major Area of Responsibility

This position requires working as a leadership team member (if there is more than one advisor)
to help conduct programs in accordance with guidelinesin Venturer program handbooks and By-
Law, Policies and Procedures, as well as provincial and local policies, and company by-laws.

Duties and Responsibilities of the Position

- Help the company executive create challenging activities that are consistent with the
Venturer program and the youth's interests.
With the members, ensure that the health and safety of all members is maintained
continualy. This is aprimary concern.
Help al members to experience challenging persona growth through Venturing.
Participate in company planning meetings by offering advice, guidance and expertise, as
appropriate.
Develop close working relationships with other adults, and share the responsibilities of
operating the company with the Venturers.
Help carry out the Venturer program.
Support and participate in special activities including interest trips, camping, and other
outdoor experiences as planned by the company.
Know and use resource materials available, including handbooks.
Maintain good relationships with parents/guardians, and encourage activities which involve
these adults.
Encourage the recruitment of youth, in consultation with the members, and help the group
committee and company recruit other leaders and resource people.
Maintain good relationships with leaders in other sections and attend group committee and local
council meetings as required.
Take training for the advisor position, including special interest and outdoor activity skills
instruction.
Meet specific requirements of the sponsoring body, where applicable.
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Attitudes Required by a Venturer Advisor

"Selective recruitment” and "appropriate training" are two key ways to get and keep volunteers who
will provide quality program opportunities to the children and youth in Scouting's five sections. New
Scouting leaders will have been recruited principally because of their attitudes. Those involved in the
recruiting process must be satisfied that the individual is:

Prepared to:
Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to the Venturer section’s program goals.
Be comfortable with, enjoy, and care about youth in developmentally appropriate ways.

Ensure that Venturer-aged youth in the company experience the outdoors on a frequent basis.
Be accountable for higher own actions.

Follow Scouting's policies and procedures.
Be a good role model.

Wllllngto

Acquire the knowledge and skills appropriate to his/her volunteer role in Scouts Canada.
Work co-operatively with other adults.
Be open and honest.

Be objective in evaluations.
Provide arole model of appropriate adult behaviour.
Wear the official Scouter uniform.

Participate in, and support, Scouting’ s volunteer screening procedures.
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ROVER ADVISOR VOLUNTEER JOB DESCRIPTION

Position: Scoutersin a Rover crew are called Rover advisors. A crew has a Rover advisor
who must be at least 25 years of age. Section members should help select the
Scouters.

Accountableto:  Sponsor/group committee and local commissioner (possibly through a Service
Scouter)

Average Time  12-14 hours per month for planning and crew/executive meetings, plus one
Required: weekend per month, as well as summer commitments. Additional time may be
required for training, and group committee and council meetings.

Major Area of Responsibility

This position requires working as a leadership team member (if there is more than one advisor) to
help conduct programs in accordance with guidelines in Rover program handbooks and By-Law,
Policies and Procedures, as well as provincia and local policies, and crew by-laws.

Duties and Responsibilities of the Position

- Help the crew's executive to create challenging activities that are consistent with the Rover
program and the interests of its members.
With the members, ensure that the health and safety of al members is maintained continualy.
Thisisaprimary concern.
Help all members to have a challenging personal growth experience in Rovering.
Participate in crew planning meetings by offering advice, guidance and expertise as appropriate.
Develop close working relationships with other adults and share the responsibilities of operating
the crew with the Rovers.
Help carry out the Rover program.
Support and participate in special activities including interest trips, camping and other outdoor
experiences planned by the crew.
Know and use resource materials available, including handbooks.
Maintain good relationships with parents/guardians and encourage activitieswhich involve them.
Encourage the recruitment of youth, in consultation with the members, and help the group
committee and crew recruit other leaders and resource people.
Maintain good relationships with leaders in other sections and attend group committee and local
council meetings as required.
Take training for the position, including special interest and outdoor activity skills instruction.
Meet specific requirements of the sponsoring body, where applicable.
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ATTITUDES REQUIRED BY A ROVER ADVISOR

" Selective recruitment” and "appropriate training” are two key ways to get and keep volunteers
who will provide quality program opportunities to the children and youth in Scouting's five
sections. New Scouting leaders will have been recruited principally because of their attitudes.
Those involved in the recruiting process must be satisfied that the individual is:

Prepared to:
Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to the Rover section's program goals.

Be comfortable with, enjoy, and care about youth in developmentally appropriate ways.
Be accountable for his’/her own actions.

Follow Scouting's policies and procedures.
Be agood role mode.

W|II|ngto

Acquire the knowledge and skills appropriate to his/her volunteer role in Scouts Canada.
Work co-operatively with other adults.

Be open and honest.

Be objective in evaluations.

Provide arole model of appropriate adult behaviour.

Wear the official Scouter uniform.

Participate in, and support, Scouting’ s volunteer screening procedures,
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SCOUT Sabout LEADER/ASSISTANT LEADER VOLUNTEER JOB DESCRIPTION

Position: Volunteersin a SCOUT Sabout program are called leaders and assistant
leaders; they work as part of aleadership team. SCOUT Sabout has a leader (at
least 21 years of age) responsible for the program, and one or more assistants
who must be at least 18 years of age.

Accountableto:  Sponsor/group committee and local commissioner, possibly through a Service
Scouter or assigned staff person.

Average Time  Meetings are held after school for 1 ¥z hours per week for a three month term.
Required:

Major Area of Responsibility

This position requires working as a leadership team member conducting SCOUT Sabout
programs in accordance with guidelines in program outlines and By-Law, Policies and
Procedures, as well as Area and local procedures.

Duties and Responsibilities of the Position
- Provide an exciting 1 1/2 hour weekly program for a three month term.

Ensure that the health and safety of al members is maintained continually. Thisis a primary
concern.

Help each child to have an adventurous personal growth experience using SCOUT Sabout
program packages.

Maintain good relationships with parents/guardians, and encourage parental co-operation and
involvement in programs.

Work closely with other members of the |eadership team and share the responsibility of
operating the program.

Pan and conduct all SCOUT Sabout activities.

Support and participate in special meetings, trips, and outdoor experiences.

Encourage recruitment of members and help recruit other leaders.

Know and use the resource material available, including SCOUT Sabout outlines.

Meet specific requirements of the sponsoring body, where applicable.

Attitudes Required by a SCOUT Sabout L eader

"Selective recruitment” and "appropriate training” are two key ways to get and keep volunteers
who will provide quality program opportunities to the children and youth in Scouting's seven
sections. New Scouting leaders will have been recruited principally because of their attitudes.
Those involved in the recruiting process must be satisfied that the individual is:

Prepared to:

- Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to SCOUT Sabout practices and methods.
Be comfortable with, enjoy, and care about children in developmentally appropriate ways.
Be accountable for hisher own actions.
Follow Scouting's policies and procedures.
Be a good role model.
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Willing to:
- Acquire the knowledge and skills appropriate to hisher volunteer role in Scouts Canada.
Work co-operatively with other adults.
Be open and honest.
Be objective in evaluations.
Provide arole model of appropriate adult behaviour.
Participate in, and support, Scouting’s volunteer screening procedures.
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EXTREME ADVENTURE ADVISOR VOLUNTEER JOB DESCRIPTION

Position: Volunteers in an Extreme Adventure program are called advisors. Extreme
Adventure programs must have an advisor who is at least 21 years of age.
Where assistant advisors are required, they must be at least 18 years of age.

Accountableto:  Sponsor, local Commissioner (possibly through a Service Scouter), and
parents.

Average Time Meetings are generally held weekly appropriate to the training and planning
Required: required for the adventure. Extreme Adventure programs are short term,
generdly three months from start to finish.

Major Area of Responsibility

This position requires working as part of aleadership team (if there is more than one advisor) to
help conduct programs in accordance with Extreme Adventure guidelines and By-Law, Policies
and Procedures.

Duties and Responsibilities of the Position

- Help members create safe, challenging activities that are consistent with the Extreme
Adventure program goals and the youth's interests.
Ensure that the health and safety of all membersis maintained at all times.
Provide opportunities for all members to experience personal growth throughout the
Adventure.
Participate in planning meetings by offering advice, guidance and expertise, as appropriate.
Develop close working relationships with all other adult leaders.
Support and participate in special activities including interest trips, camping, and other
outdoor experiences as planned by the members.
Know and use resource materials available, including Scous Canada’ s Fieldbook.
Maintain good communication/rel ationships with parents/guardians, and encourage activities
which involve these adults.
Encourage the recruitment of youth, in consultation with the members, and help the group recruit
other leaders ard resource people.
Adhereto al Policies and Procedures as set by Scouts Canada.
Ensure al members are registered.
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Attitudes Required by an Extreme Adventure Advisor
Those involved in the recruiting process must be satisfied that the individua is:

Prepared to:
Accept, and demonstrate personal values compatible with, Scouting's Mission and Principles.
Subscribe to the Extreme Adventure section's program goals.

Be comfortable with, enjoy, and care about youth in developmentally appropriate ways.
Be accountable for his’her own actions.

Follow Scouting's policies and procedures.
Be agood role model.

Wllllngto

Acquire the knowledge and skills appropriate to his’her volunteer role in Scouts Canada.
Work co-operatively with other adults.

Be open and honest.

Be objective in evaluations.

Provide arole model of appropriate adult behaviour.

Participate in, and support, Scouting’ s volunteer screening procedure.
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