
 
Recommendations for the recruitment, assessment and retention of 
older CALD volunteers in NSW 
 

The following recommendations were developed as part of the project “An Untapped 
Resource: Older CALD Volunteers – Understanding barriers and motivations to 

volunteering in NSW”. The project was a collaboration between the University of New 
South Wales, NSW Multicultural Health Communication Service and Council on The 

Aged NSW. 

The recommendations are specific to the recruitment, assessment and retention of 
older CALD volunteers and should be considered together with general resources on 
working with volunteers such as Volunteering Australia’s National Standards for 
Best Practice in the Management of Volunteers. In addition, the 
recommendations can be seen to further inform the five strategic directions outlined 
in the NSW Volunteering Strategy 2012.  

 
 

1. Organisational preparedness 
 
1.1. Cultural competency should form part of the induction and training process of 

all staff. The Multicultural Disability Advocacy Association booklet is a good 
example of a cultural competency resource and is available here 
http://www.mdaa.org.au/archive/03/mdaa-BuildingCulturalCompetency.pdf.  
 

1.2. It is critical that organisations have a paid bilingual volunteer coordinator in 
order to retain and maximise the potential of older CALD volunteers. This is 
because the process of recruitment, assessment, and ongoing work of an 
older CALD volunteer is made easier with direct access to someone who 
speaks their language and understands their culture. 

 
1.3. Organisations should have a Volunteer Handbook for CALD volunteers, 

which should be available in relevant languages as well as easy-to-read 
English. 

 
1.4. An organisational policy of inclusion, recognition and reward of CALD 

volunteers is important. For example including them in management 
meetings, including them in social staff functions, providing badges caps and 
t-shirts, and making nominations for volunteer awards. 

 
2. Recruitment 

 
2.1. During recruitment campaigns, the name of the specific CALD group or 

groups being targeted for volunteers should be used in advertisements. The 
term ‘CALD’ is not always recognised or well understood within CALD 
communities. 
 

2.2. During recruitment campaigns, the specific volunteer tasks required should 
be described, rather than a general advertisement for volunteers. This is 

http://www.mdaa.org.au/archive/03/mdaa-BuildingCulturalCompetency.pdf


 
because the concept of volunteering, particularly formal volunteering may not 
be well understood by CALD communities. Further, persons are more likely 
to volunteer for specific jobs or types of work. 
 

2.3. During recruitment campaigns, advertisements should recruit CALD 
volunteers for specific organisations. Major factors that influence CALD 
persons to volunteer are their awareness of the organisation and its work, 
their confidence in and their perceived credibility of and positive attitudes 
towards the organisation, and their experience of the services provided by 
the organisation. 

 
2.4. An older CALD volunteer marketing campaign should 

 
2.3.1 Include appropriate images of older CALD persons. 
2.3.2 Be pitched in appropriate language taking into account specific 

dialects, socio-demographic levels and education levels of the target 
audience. 

2.3.3 Ensure that translated material is consistent with previously translated 
terminology (e.g. meals on wheels could translate to ‘soup kitchen on 
wheels’ or ‘meals to the home’). 

 
2.5. As part of development of the specific volunteer job description for a CALD 

volunteer, spoken and written English language ability should be specified. 
This should take into account the English proficiency required to 
communicate with supervisors and colleagues as well as the specific duties 
within the role.  
 

2.6. Pathways to volunteering for positions which are promoted in CALD 
languages should be simple or in plain English and their first contact should 
be a person who speaks the relevant CALD language. 

 
2.7. Partnerships can be built between community organisations to reach out to 

CALD volunteers. This may be particularly productive when mainstream and 
CALD-specific organisations work together.   

 
3. Assessment & Induction 

 
3.1. Assessment and induction procedures should be conducted in the volunteers’ 

preferred language.  
 

3.2. The skills of CALD volunteers can be unrecognised and underutilised, as 
their English language skills do not reflect their other skills. Assessment 
needs to include gaining an understanding of what the volunteer wants to do 
as part of their role/ gain from volunteering position, and the skills of the 
volunteer. 

 
3.3. If skills in a non-English language are required for the position, a specific 

non-English language proficiency assessment process is necessary to 



 
determine if the volunteer’s required language proficiency fits the volunteer 
position.  
 

3.4. An English language assessment process is necessary to determine if the 
volunteer’s English proficiency fits the volunteer position, particularly if no 
bilingual volunteer coordinator is available. Some positions may only require 
functional levels of English, while others may need higher levels of English 
competency.  
 

3.5. Volunteers with low levels of English competency should be encouraged to 
participate according to their level of English ability. If appropriate and if the 
older person is interested, access to English language classes should be 
facilitated by a volunteer coordinator.  
 

3.6. CALD volunteers’ skills should be reassessed regularly, particularly with 
regars to their level of English proficiency. 

 
3.7. Induction training should ensure that volunteers are aware of volunteering 

principles, policies of the organisations, and expectation of the organisation 
of volunteers. CALD volunteers may have different expectations to non-CALD 
volunteers.  
 

4. NSW Public Policy 
 
4.1. Cultural competency audit and training should be an integral part of any 

organisation’s volunteer recruitment strategy.  There should be external, 
measurable competencies for CALD volunteer recruitment, induction and 
retention. Ideally volunteers in organisations should reflect the cultural 
diversity of the geographical area that they serve.  
 

4.2. The current formal definition of volunteering does not adequately capture the 
informal volunteering behaviour of CALD communities. This should be taken 
into account when defining volunteering for data gathering and evaluation 
purposes. 

 
4.3. A resource bank could be collated at an easily accessible central point for 

organisations who wish to engage CALD volunteers. This resource needs to 
be maintained and updated. This project has started this process here 
http://www.mhcs.health.nsw.gov.au/services/campaign/CALDVolunteerProjec
tlinks.asp#para_0  

 
4.4. A central coordinating agency could manage all advertisements for CALD 

volunteers placed by any organisation. This agency would work with CALD 
specific organisations to advertise and fill these volunteer positions.  
 

5. Future initiatives 
 
5.1. The development of a brokerage partnership model between mainstream 

community organisations and CALD specific organisations to facilitate use of 

http://www.mhcs.health.nsw.gov.au/services/campaign/CALDVolunteerProjectlinks.asp#para_0
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CALD volunteers into mainstream community organisations should be piloted 
and evaluated.  
There are several partnership models that could be explored. 
  

5.1.1. CALD organisations could be the central point of contact to match 
potential volunteers to those mainstream organisations requiring 
volunteers from a specific cultural background. 
 

5.1.2. CALD organisations may be able to provide assessments of a 
candidate’s non-English language skills. 
 

5.1.3. CALD organisations may be able to provide bilingual trainers that 
mainstream organisations can train using train-the-trainer models to 
deliver training in non-English languages.  
 

5.1.4. CALD organisations could conduct the advertising for and assessment 
of the suitability and training of volunteers for mainstream organisations. 
   

5.1.5. CALD organisations could be contracted to deliver specific services to 
CALD clients on behalf of the mainstream organisations. 
 

5.2. The development, piloting and promotion of an English language ability 
assessment test for volunteers (of any age). This would involve working with 
organisations to understand their English language needs for various 
volunteer positions, reviewing and piloting a number of written and spoken 
tests of English language and setting suggested benchmarks on the tests for 
different volunteer positions. The tests would ideally be valid and reliable, 
short, easy to administer with minimal training and free to use. A telephone 
version of the oral component of the test may also be useful. 

 


