FEATURES OF A KNOWLEDGE-BASED ORGANIZATION

(exerpts from Glenn Tecker Associates management consultants)

1. We are not just looking to increase efficiency, but to add value.
2. We should fully and effectively use our vast intellectual capital.

3. Past leadership remains part of the intellectual capital on which the association can draw; viewed and valued based on expertise, not because they are part of a group of past presidents.

4. We think critically and analytically; people are chosen to participate in issues based on these abilities and their expertise more than whether they have already put in their time and paid their dues. People are valued for the ideas an insight one brings to dialogue and problem solving.

5. No need for being physically represented by someone in your constituency if there is real and meaningful opportunity to communicate issues/concerns (i.e. send and receive important information). Validation can occur through communication, not necessarily direct representation.

6. Authority is based on what you know and can bring. Authority does NOT come from the support and size of the constituency.

7. We engage in open dialogue before deliberating or decision-making. The more people/members know, the more insight, opportunity and challenges they will be able to help us see. We share what we know and believe that others may be able to participate in creating the solution/response.

8. Individuals are responsible for their own behavior if they have been given relevant information.

9. The Association has the responsibility to determine what members will need (based on the continuing information and insight). We don’t wait for members to tell us.

10. We make effective use of insight and information. Informed intuition is acceptable.

11. We take pride in seeing that good decisions are made, regardless of who makes them.

(varmeets/orient2.doc/rna)

THE VOLUNTEER & STAFF RELATIONSHIP

	WHAT SHOULD VOLUNTEERS EXPECT FROM STAFF

· Volunteers time should be used wisely, not wasted on tasks that could be delegated
· Volunteers should expect staff to provide necessary background to make decisions
· Volunteers should be expected to be told bad news or problems and should be involved in problem solving.
· Volunteers should receive options and recommendations now “what should we do about this?”
· Volunteers should expect polite but firm pressure from staff to achieve objectives according to an agreed upon plan.
· Volunteers should expect staff to adhere to points of view that the staff believe are professionally correct, but staff should be flexible and respect volunteers’ expert opinion.
· Volunteers should view the staff as a valued professional, not someone to be dictated to or put on a pedestal.


	

	WHAT SHOULD STAFF EXPECT FROM VOLUNTEERS

· Staff should expect creativity in addressing the issue from volunteers, not a rubber stamp.

· Staff should expect that volunteers need continuing education and communication

· Staff should view volunteers as valued colleagues, interested in supporting the best interests of the organization in their own best interest.

· Staff should expect volunteers to ask hard questions.

· Staff should expect volunteers to have individual strengths to be identified and used.

· Staff should be sensitive to personal and business priorities which affect the volunteer’s attitude and ability to serve.

· Staff should remember that good volunteers are lost because too little is asked of them, not too much.




(Lilly Foresight Dynamics 1996)

VOLUNTEERS AND STAFF EXPECTATIONS

	WHAT SHOULD A VOLUNTEER EXPECT OF HIMSELF OR HERSELF

· A volunteer should plan to give the time committed to a program or organization.
· A volunteer should put limits on personal involvement when he/she cannot meet his/her responsibilities.
· A volunteer should bring the organization the same level of intellectual commitment and judgment as in their own business or profession.
· A volunteer should respect the individuality and style of the organization.


	

	WHAT SHOULD A STAFF PERSON EXPECT OF HIMSELF OR HERSELF

· Staff should prepare plans and guidelines for volunteers so they can react to specifics, not generalities.

· Staff is on a team and should give public credit to the volunteer for a successful program.

· Staff should provide leadership, not just service.

· Staff should provide options for activity, set a positive and forthright atmosphere, and create confidence.

· Staff should communicate clearly – and early – before all meetings.

· Staff should expect to have free access to volunteers and should make sure that all contacts are professional and productive.




(Lilly Foresight Dynamics 1996
TIPS FOR PRESIDING COMMITTEE CHAIRMAN

1. Never start a meeting without an agenda. An agenda might also be called a list of things to be covered by the meeting. An agenda saves time. An agenda keeps a meeting on the beam. It should never be abandoned.

2. Introduce any new members or guests present.
3. State the purpose of the meeting. Odd as it may seem, members are not always sure why they’re there. They should be informed. It helps them concentrate on what the meeting is to accomplish. Also, it helps direct their thinking.

4. Keep the meeting moving. Just as a meeting is seldom any better than its chairman, so it is seldom any more productive than the interest shown by its participating members. Interest flags when action lags.

5. Speak clearly. As chairman, you’re the spearhead of the meeting. You have the agenda. You know what it’s all about. If you can’t be heard, you can’t exercise control. If you have a very low speaking voice, rap for silence before you speak.

6. Prevent general hubbub. When everybody talks at once, nobody can be heard. When nobody can be heard, nothing can be accomplished. Insist on order.

7. Avoid talking to individuals without talking to the group. Side conversations between the Chairman and individual members may unintentionally disrupt a meeting.

8. Keep the members talking clearly and audibly. If a member asks for the floor and is given it, it is up to you to see that he makes proper use of it. Interrupt him if necessary and have him repeat what he has said if you have the slightest suspicion that not everyone has heard or understood him.

9. Sum up what the speaker has send and obtain a decision. Not all members will be good at expressing themselves. It is up to you to determine what they have said and whether or not it has been understood – and get the decision of all the members on the topic.

10. Preserve an air of general profession courtesy. Insist on each idea being given a full hearing and each speaker being given the respect of everyone’s consideration. Foster an air of democratic and equitable debate out of which can emerge really creative problem solving.

HOW TO INCREASE PRODUCTIVITY IN MEETINGS

1. How to get Board or Committee Members to do Homework Before the Meeting

· Send study materials well in advance of the meeting.

· Call members to learn if they material is clear or if they have questions. This also is a reminder that you are serious about wanting to have their opinion.
· Mark or highlight the most significant items.
· Write brief summaries of large reports.
· Assign certain portions of the materials to members to review and discuss or explain.
· Be certain members know what is expected at the meeting.
2. How To Be Sure All Points Of View Are Being Expressed

· Be a fair chairman – willing to keep order and not “rush” a motion to a quick or untimely conclusion.
· Keep the discussion on the issues – not personalities.
· It is the Chairman’s duty to allow all points of view to be expressed, but not to be sure they are all expressed.
· Quiet persons should be talked to before a meeting to test opinions and then called on in the context of giving support to opinions rather than asking them to “take on” more aggressive members.
3. How To Determine When Discussion Is Not Productive

· When the Chairman hears the same viewpoint more than once.
· When it is apparent a member is using delaying or dilatory tactics.
4. How Does A Chairman Keep Dissident Members From Dominating A Meeting?

· Keep the discussion to the business at hand.

· Remember one person’s dissidence is another’s advocate.

· Say to them, “Let’s give the others a chance.”

Volunteer Protection Act of 1997
The Volunteer Protection Act passed became federal law on September 16, 1997. The new federal law is complex and contains numerous conditions. The law is intended to promote volunteerism by granting immunity to those who volunteer for certain non-profit organizations. The law is a significant step forward for volunteers in associations.

The Act: The law removes volunteers from liability if (i) the volunteer commits negligent acts or omissions while acting within the scope of his responsibilities, (ii) the volunteer is properly licensed (to the extent necessary), and (iii) the harm was not caused by the volunteer operating a vehicle. The law does not protect volunteers if the act or omission was caused by willful or criminal misconduct, gross negligence, reckless misconduct, or a conscious, flagrant indifference to the rights or safety of the individual harmed by the volunteer.

State Law: The Volunteer Protection Law preempts any inconsistent state law on this issue, except that the states provide additional protection from liability relating to volunteers. States may opt out of coverage under certain circumstances. In the state of Virginia, there are no statutory exemptions for volunteers of non-tax exempt organizations. Virginia common law does address charitable volunteer immunity in David E. Moore, Administrator, Etc. vs. William R. Warren. But, what has fallen through the cracks in Virginia are volunteers for non-charitable and non-tax exempt organizations. The Federal law provides such coverage.

Punitive Damages: Volunteers acting in the scope of their responsibilities are not liable for punitive damages unless the claimant established by clear and convincing evidence that the injury to the claimant was proximately caused by an action of the volunteer which constitutes willful or criminal misconduct, or a conscious, flagrant indifference to the rights or safely of the individual harmed.

Exceptions: The limitation on liability shall not apply to any misconduct that: constitutes a crime of violence, constitutes a hate crime, involves a sexual offense, involves misconduct for which the defendant has been found to have violated a federal or state civil rights law, where the defendant was under the influence of intoxicating alcohol or any drug at the time of the misconduct. 

Which Volunteers Are Covered? According to the law, volunteers for non-profit organizations, defined as (i) any organization described in Section 501(c)(3) of the IRS Code of 1986 and exempt from tax under Section 501(a) of such Code or (ii) any not-for-organization which is organized and conducted for public benefit and operated primarily for charitable, civic, educational, religious, welfare or health purposes, and government entities are “clearly” covered. Legislative history indicates coverage would “include trade and professional associations and other business leagues which are exempt from taxation under Section 501(c)(6)”. (This applies to volunteers of HRRA, which is a 501(c)(6) organization.)

Volunteer: A volunteer is defined as an individual performing services for nonprofit organization who does not receive compensation; or any other thing of value in lieu of compensation, in excess of $500 per year, such term includes a volunteer serving as a director, officer, trustee, or direct serve volunteer.
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