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The Rotary Leadership Institute (RLI) is a multi-district leadership and Rotary development program 
using facilitation in small groups to engage Rotarians and strengthen clubs.

RLI is a recommended program of Rotary International but is not an official program of Rotary 
International and is not under its control.

Our Mission: The Rotary Leadership Institute is a grassroots, multi-district leadership development 
program whose mission is to strengthen Rotary clubs through quality leadership education.
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Motivating Volunteers

We realize that neither you nor I can motivate another person. Motivation must come from within. So why 
are we even discussing how to motivate Rotarians? Because there is much we can do to make participation 
in projects, programs, and service attractive to others, therefore stimulating their internal motivation to 
participate and contribute.

Time Needed:  Half day (3–4 hours)

Session Goals:
 A.  Define volunteerism and the role of the volunteer in our society
 B. Develop a deeper appreciation for the importance and need for volunteers in Rotary
 C. Plan ways to effectively motivate and engage Rotarians in our Clubs
 D. Plan ways to reward and thank volunteers in your Club

1. What are come of the most exciting activities going on in your Club?

2. How many members volunteer to participate?

3. How can you get more members engaged?

4. Why are you here today?

 

5. Why do YOU volunteer for Rotary?

 

6. What does being a volunteer mean to you?

7. What is "volunteerism"?

8. Why is volunteerism so important to Rotary?

9. Think of the most active and involved volunteer you know (in any organization). Why do they do it?

10.  What are the qualities of a “perfect volunteer”?
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First Breakout

Let’s get specific: You will break out into several groups and, given an actual problem, decide on a plan 
to get more members to volunteer to help.

11. Would you be as ready to volunteer to help others if you were jobless or had inadequate food for your 
family? Why not?

12. What do you think motivates most people to volunteer?

13. How is working with volunteers different from working with paid employees on the job?

14. How do we match the volunteer with the job?

15. How do we motivate young professionals to join Rotary and to volunteer for service?

16. What should a volunteer know when taking on a job?
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17. In summary, therefore, how do we motivate volunteers to do the job?

Second Breakout

18. Choose a possible Club Project. You are the chairman. How will you excite members to become 
involved?

19. What are ways to reward and recognize your volunteers? Does RI provide enough ways to reward our 
volunteers?

 

20. What have we discussed today that will help you to recruit and involve more volunteers in your Club? 
Have we met the goals of the session?
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Scenarios For Group Discussions

I. For the past several years, your Club’s major annual fund raiser has been successful in generating 
money. However, each year, fewer and fewer Rotarians take part in the project, leaving only a 
handful to do the work. What can you do to motivate more members to volunteer to help?

II. Each year, your Club has had difficulty in getting Rotarians to serve as President and chair some 
important committees. What can you do to motivate more members to take leadership roles?

III. You want to do a water project in Honduras, but your Club traditionally only does service locally. 
How can you motivate volunteers to help with your project?

IV. You are Chairman of your Club Membership Committee. You have brought in just one new member 
in the past year. How can you motivate good people to join Rotary?

V. You are Chairman of the District Conference Committee. You have secured a lovely hotel within 
easy distance and planned several excellent programs. What can you do to motivate Rotarians to 
attend their District Conference?

 VI. Your Club has decided to participate in the local Meals on Wheels program, delivering meals to shut-
ins every Monday. As Chairman, you are finding it harder to obtain the eight volunteers needed each 
week. How can you motivate more Rotarians to sign up each week?

VII. Your Club has always sent six students to RYLA at a local college campus each June. This year, no 
parents are able to transport their students to the 5-day event, since it is a work day. As Chairman, 
you need several people with mini-vans to take the kids and their luggage, but everyone you ask is 
either working or on vacation. How do you appeal to the Club's would-be volunteers at the previous 
Club meeting, so that you can obtain two more van drivers?
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Appendix A: Maslow’s Hierarchy of Needs
Maslow’s Hierarchy of Needs

Citation: Huitt, W. (2007). Maslow’s hierarchy of needs. Educational Psychology Interactive. Valdosta, GA: 
Valdosta State University. Retrieved [date] from, http://www.edpsycinteractive.org/topics/regsys/maslow.html 

Abraham Maslow (1954) attempted to synthesize a large body of research related to human motiva-
tion. Prior to Maslow, researchers generally focused separately on such factors as biology, achieve-
ment, or power to explain what energizes, directs, and sustains human behavior. Maslow posited a 
hierarchy of human needs based on two groupings: deficiency needs and growth needs. Within the 
deficiency needs, each lower need must be met before moving to the next higher level. Once each of 
these needs has been satisfied, if at some future time a deficiency is detected, the individual will act 
to remove the deficiency. The first four levels are:

    1) Physiological: hunger, thirst, bodily comforts, etc.;

    2) Safety/security: out of danger;

    3) Belongingness and Love: affiliate with others, be accepted; and

    4) Esteem: to achieve, be competent, gain approval and recognition.

According to Maslow, an individual is ready to act upon the growth needs if and only if the defi-
ciency needs are met. Maslow’s initial conceptualization included only one growth need--self-actu-
alization. Self-actualized people are characterized by: 1) being problem-focused; 2) incorporating an 
ongoing freshness of appreciation of life; 3) a concern about personal growth; and 4) the ability to 
have peak experiences. 
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Appendix A: Maslow’s Hierarchy of Needs, continued

Maslow later differentiated the growth need of self-actualization, specifically identifying two of the 
first growth needs as part of the more general level of self-actualization (Maslow & Lowery, 1998) 
and one beyond the general level that focused on growth beyond that oriented towards self (Maslow, 
1971). They are:

    5) Cognitive: to know, to understand, and explore;

    6) Aesthetic: symmetry, order, and beauty;

    7) Self-actualization: to find self-fulfillment and realize one’s potential; and

    8) Self-transcendence: to connect to something beyond the ego or to help others find 
   self-fulfillment and realize their potential.

Maslow’s basic position is that as one becomes more self-actualized and self-transcendent, one 
becomes more wise (develops wisdom) and automatically knows what to do in a wide variety of 
situations. Daniels (2001) suggested that Maslow’s ultimate conclusion that the highest levels of 
self-actualization are transcendent in their nature may be one of his most important contributions to 
the study of human behavior and motivation.

Norwood (1999) proposed that Maslow’s hierarchy can be used to describe the kinds of information 
individual’s seek at different levels of development. For example, individuals at the lowest level seek 
coping information in order to meet their basic needs. Information that is not directly connected to 
helping a person meet his or her needs in a very short time span is simply left unattended. Individu-
als at the safety level need helping information. They seek to be assisted in seeing how they can be 
safe and secure. Enlightening information is sought by individuals seeking to meet their belonging-
ness needs. Quite often this can be found in books or other materials on relationship development. 
Empowering information is sought by people at the esteem level. They are looking for information 
on how their egos can be developed. Finally, people in the growth levels of cognitive, aesthetic, and 
self-actualization seek edifying information. While Norwood does not specifically address the level 
of transcendence, I believe it is safe to say that individuals at this stage would seek information on 
how to connect to something beyond themselves or to how others could be edified.

Maslow published his first conceptualization of his theory over 50 years ago (Maslow, 1943) and it 
has since become one of the most popular and often cited theories of human motivation. An interest-
ing phenomenon related to Maslow’s work is that in spite of a lack of empirical evidence to support 
his hierarchy, it enjoys wide acceptance (Wahba & Bridgewell, 1976; Soper, Milford & Rosenthal, 
1995).

The few major studies that have been completed on the hierarchy seem to support the proposals of 
William James (1892/1962) and Mathes (1981) that there are three levels of human needs. James 
hypothesized the levels of material (physiological, safety), social (belongingness, esteem), and spiri-
tual. Mathes proposed the three levels were physiological, belonginess, and self-actualization; he 
considered security and self-esteem as unwarranted. Alderfer (1972) developed a comparable hier-
archy with his ERG (existence, relatedness, and growth) theory. His approach modified Maslow’s 
theory based on the work of Gordon Allport (1960, 1961) who incorporated concepts from systems 
theory into his work on personality.
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Appendix B: 
Characteristics of Our Members

  Silents Boomers GenX Millennials
  b. 1925–1944 b. 1945–1965 b. 1965–1980 b. 1981–
  Age 70–85 Age 50–70 Age 35–50 Age 20–35

 Outlook Preservationist Idealistic Skeptical Optimistic

 Work Ethic Dedicated Driven Balanced Multi-Task, 
     Outcome-Based

 View of Reverent Love/Hate Unimpressed Want To Be
 Authority Acceptance Chain of  Hate Policies, Mentored, Will
   Command Rules Speak Up

 Leadership By Hierarchy Consensus Competency Achievement

 Perspective Civic-minded Team-oriented Self-reliant Global

Membership Issues

 Networking Person-to-person Person-to-person E-mail,  Tech: MySpace,
    Chat Room YouTube, Cell

 Participation Seat at the table Seat at the table Pay for access Group activity

 Involvement  Networking Networking Educational Resume
 Criteria Value Value Value but Building,
    Hates Lectures Demand
     Interesting Tasks

 Priorities Here is my  Here is my Whatever Career Moves
  Agenda Agenda

 Attendance Regular Regular Sometimes Commit To
     Serve A Cause

*This material is a compilation, based on findings reported by ASAE, the ASAE Foundation and Marilyn Moats 
Kennedy/CareerStrategies, Inc.

**This model is widely used in the United States. Terms, descriptions, and age ranges may vary according to country 
or region.
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Appendix C: 
10 Ideas for Getting Young Professionals 

Involved & Excited
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Appendix C, continued



RLI Curriculum—Graduate 12
(LO Rev. 5/15)

The Rotary Leadership Institute

Appendix D: Motivating Rotarians
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Appendix D: Motivating Rotarians, continued
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Appendix D: Motivating Rotarians, continued
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Appendix E: Attracting Volunteers

Ask Them

Be Open To New People

Make The Task Attractive

Feed Them

Make It Fun

Learn About Their Interests

Match Tasks To Interests



RLI Curriculum—Graduate 16
(LO Rev. 5/15)

The Rotary Leadership Institute

Appendix F: Key To Motivating Volunteers

Keep The Work Fun

Remove Barriers

Demonstrate Value

Be A Leader

Make It Interesting

Orient & Train

Feed Them



RLI Curriculum—Graduate 17
(LO Rev. 5/15)

The Rotary Leadership Institute

Appendix G: Key To Having Them Back

Thank Them

Recognize Them

Help Them Achieve Success

“Pay” Them

Ensure Job is Relevant,
Interesting and Doable

Feed Them
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Appendix H: Provide Recognition

Give it or else. The need for recognition is very important. If volunteers don’t receive it, only bad things 
can happen.

Give it frequently. The most common complaint from a volunteer is that they receive too little or no 
recognition.

Give it honestly. Don’t praise someone unless you mean it.

Give it to the person, not the work. Everyone likes hearing their name, so make sure you connect the 
volunteer’s name to the project.

Give it appropriately to the achievement. Don’t make a big deal out of a small success and a small 
deal out of a big success.

Give it consistently. If two or more volunteers are doing a project, make sure not to give the impression 
of favoritism.

Give it on a timely basis. Praise for work should be given as soon as possible after the achievement.

Make it individualized. Some volunteers like public recognition, others do not. In order to provide 
effective recognition, you need to get to know your volunteers and find out what they will respond to 
positively.

Give it for what you want more of. Don’t ignore sub-par volunteers—just don’t forget to make sure 
your praise the efforts of those who are doing the job.



RLI Curriculum—Graduate 19
(LO Rev. 5/15)

The Rotary Leadership Institute

RLI Graduate Course
Rotary Leadership Institute

2015-2016

Public Relations



RLI Curriculum—Graduate 20
(LO Rev. 5/15)

The Rotary Leadership Institute

RLI Graduate Course 
Public Relations

Session Goals:
 A. Develop strategies to improve Rotary’s public image and marketing
 B.  Become more aware of the need for public and media relations to your Club
 C.  Learn how to work with the media to enhance your efforts
 D.  Learn how to plan, write, and deliver media releases

What is Rotary’s public image in your community?

What is YOUR general image of Rotary?

What is the definition of public relations and public image?

What are the purposes of your Club’s PR effort?

Does your Clubs have a Public Relations Chair? A committee? Why or why not?

Who is the media?

The well-built press release
Activity: (10 minutes) Your Club will be holding its annual bike ride on Sept. 1 with 15, 30, and 45 mile 
routes. Rest stop refreshments provided by Country Restaurant. Cost to register $20.00. All profits go to 
Club projects. Write an appropriate press release.
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How do we build a relationship with the press?

What is news to reporters?

How do you respond to difficult questions from reporters and crisis situations?

Does your Club have a web site? In what ways does a web site support your Club?

Is your Club on any social media? What ones? What are the advantages?

Does your Club have a Club brochure? How can a brochure be used and distributed?
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Attachment A
The Well-Built Press Release

The headline and the first sentence are the two most important parts of a press release. Make sure they 
are compelling enough to draw the editor or reporter in. Use active verbs in headlines, making them 
brief and to the point.

 • Develop a well thought out “news hook”, a persuasive reason for the news media to pursue a 
story. The news hook provides direction to the rest of the release.

 • Always define Rotary as “a global network of community volunteers” in the release.

 • Determine who will be the contact person for media inquiries, and place that person’s name, email 
address, and phone number in the upper left corner. A reporter will more likely follow up when 
your contact information is easily available. Also include your Club web address.

Lead paragraph—the five W’s

 • Who? The main focus of your story - a person or group who is the essential element

 • What? The event or project with which your Club is involved

 • Where? The location of the event, including a street address

 • When? The time, day, and date of an event, or the time your Club is involved

 • Why? The reason this event, person, or project is significant to the general public

Additional paragraphs

 • In subsequent paragraphs, describe details about the event or project or how the person achieved 
something extraordinary.

 • Keep your release concise. State opinions in quotes from Club leaders, project beneficiaries, or 
person being featured or honored. Focus on just one or two main points. Limit the release to one 
page.

 • If you are sending the release to a TV station, think of its visual needs. Suggest good footage 
opportunities, such as unusual events, colorful scenes, smiling children, or celebrity appearances.

 • Always include photos when possible.


