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Dear Readers,

For many decades now the ICJA Freiwilligenaustausch weltweit (ICJA) 
has been successfully implementing international voluntary service 
programmes. ICJA prepares and sends German volunteers for one year 
to over 30 countries in its international partnership network and receives 
and prepares volunteers from these countries for a year as well, organiz-
ing them into various projects in Germany. 

Thanks to funding by the German Federal Ministry for Economic Coop-
eration and Development (BMZ), as well as donations from ICJA volun-
teers’ supporters, ICJA and its partners have been able to introduce an 
important quality development process in their network. In the last four 
years, this process – called »Dialoguing« – has promoted a process of 
mutual learning and development, enabling considerable advances to be 
made in the quality of the partners’ and ICJA’s work in voluntary service. 

The project goal in 2013 was the further development of professional, 
educational support of volunteers. To achieve this, ICJA and its partners 
compiled a guidebook for supporting volunteers in weltwärts host pro-
jects. For some years, ICJA’s international partner organisations as well  
as local host projects had expressed the need for such a handbook.  
So the authors of this handbook were recruited from amongst precisely 
these organisations and their experienced employees. ICJA sees  
this handbook for weltwärts host projects as an important step towards 
quality management in the professional guidance and educational  
support of volunteers. It assists and guides both experienced and new 
host projects in the integration of international volunteers. 

This book is the result of a year’s work by the Editorial Team. First of all, 
we would like to thank the members of this team: Belen Maria Mora 
Hidalgo, Christiane Brückner, Jürgen Günther, Judith Antonia Morejón 
Salazar, Kerubo Josephine Nyaribo, Mercilinus Osiemo Ounde, Robinson 
Sounder Raj Doss and Sharon Esther Priyadarshini Samuel. They made 
this book possible! We thank them for their dedication, spirit, humour, 
creativity – and hard work!

Groups of extremely busy people need somebody who brings them 
together, helps them work as a team, coordinates, organises and directs 
them. We can’t think of anybody who can develop, structure, and mod-
erate this kind of process better than Susanne Saliger, who has been  
the coordinator responsible for this international and ambitious project. 
Our thanks to her as well!

Whenever you write a book, you need somebody who checks the last 
details, who carefully looks at the language and how things fit together – 
and put it into print. We were very lucky that we had Tina Schäfer who 
took on this task on board. Thank you, Tina!

This project needed not only great people, but also money. Here we 
would like to thank the Federal Ministry for Economic Cooperation and 
Development (BMZ) very much for their financial support. And last  
but not least, a big thank you goes to all those people whose donations 
made it possible for ICYE to close the funding gap. Thank you for believ-
ing in our ideas and in trusting us with your donations! 

We hope you enjoy reading this book and that you find it useful  
along the adventurous path of hosting international volunteers!

Carl-Heinz Pommer
Frederick Diehte
Gesa Ferger 
Board of Directors of  
ICJA Freiwilligenaustausch  
weltweit e.V.
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About the authors 
The International Editorial Team 

According to the dynamics of ICYE programmes and in order  
to enable a participative, representative sharing of ideas, codes 
and ways of working, it was indispensable to establish an Inter-
national Editorial Team.

Two participants, one from a project and one from an ICYE  
National Committee from Africa, America, Asia and Europe  
accepted the challenge to join the work.

This Editorial Team managed the challenge of working in a  
distance and compiled a handbook to assist projects in hosting  
volunteers. Thus hoping to make volunteering the »best«  
experience for all participants involved.

Different persons, different cultures, different backgrounds,  
experiences and professions gathered together with the same 
problems and seeking to put all the things that are in daily  
use into the same language and codes so that the volunteering  
experience becomes the best possible experience for these  
young people that share this special part of their lives with the 
project  /  host project. 

During two meetings in person in Berlin and several online  
meetings, video conferences and mailings, this multi-culturally  
different yet similar team composed this guidebook. The par-
ticipants were always driven by a team spirit, trying to cover all 
the topics while respecting the opinions of projects and National 
Committees as well as the feedback and needs of the volunteers, 
aiming at publishing a guidebook for projects / host projects all 
over the world, no matter which continent or culture they belong 
to and giving concrete information, clues and guidelines on how 
to give support to the volunteers.

Members of the Editorial Team

Belen Mora
VASE – Voluntariado para la Ayuda 
Social del Ecuador / ICYE Ecuador
Quito, Ecuador

Currently, Belen holds the position 
of the Executive Director of VASE.
Before she became the executive  
director, she worked for several 
years as the incoming coordinator 
and outgoing coordinator as well.

She has lived in Germany, Spain 
and Morocco.

Belen holds a Master’s degree in 
international cooperation. 

Christiane Brückner
ICJA Freiwilligenaustausch  
weltweit e.V. / ICYE Germany
Berlin, Germany

Christiane held the position of  
Incoming Coordinator with ICJA.

She supported the volunteers 
and collaborated with German  
projects / host projects, guest fami-
lies and co-workers.

She has worked with trauma-
tized young girls and women for 
10 years and has lived and worked 
abroad in South Africa, Zimbabwe 
and Nicaragua.

She did vocational training  
for offset printing. She studied 
social work and is qualified as a 
natural healer and mediator.



 10 11

Judith Morejón
Centro de Referencia Guagua Quinde, 
Fundación Patronato Municipal  
San José, Quito, Ecuador

In Quito, Judith coordinated a social 
project supported by local govern-
ment public policies for the promo- 
tion and restoration of rights,  
prevention of abuse and comprehen-
sive protection of children / girls and 
adolescents with street life experience 
called »Guagua Quinde«, where they 
receive the volunteers’ help.

Judith is a Doctor of Medicine  
and specialist in systemic family  
therapy, expert in project mana-
gement and also a lecturer at the  
Salesiana University, Quito. 

Jürgen Günther
Waldorfschule Everswinkel
Everswinkel, Germany

Currently, Jürgen holds the position  
of Executive Director at the school.  
In 1987 / 88, he did voluntary service 
with ICJA / ICYE Germany in Colom-
bia. He worked in a social project in 
Medellín, helping children who lived 
on the street.

From 1990-92, he was a delegate 
of ICJA / ICYE Germany to the ICYE 
National Committees in Europe as a 
»European Correspondent«.

Jürgen studied education, socio-
logy, politics and psychology.

Kerubo Nyaribo
ICYE Kenya
Nairobi, Kenya

Currently, holds the position of 
Director of ICYE Kenya.

Kerubo has worked as a teacher 
in high school and at university and 
consults and trains in Change  
Management. She has participated 
in and carried out several interna-
tional workshops / seminars in differ- 
ent parts of the world, has visited  
projects hosting volunteers in 
various countries in Latin America, 
Africa, and Europe. Some of these 
workshops were for project staff. 
She has interacted with many inter-
national and local volunteers, as well 
as those managing volunteers.

She was a member of the pool 
of trainers for the ICYE Federation 
and is one of the authors of the 
ICYE Toolkit.

Kerubo holds a BSc in botany 
and zoology (University of Nairobi), 
postgraduate diploma in education 
(Kenyatta University, Nairobi).

Mercilinus Osiemo Ounde
Brother Beausang  
Catholic Education Centre
Nairobi, Kenya

Currently, holds the position of 
Development Officer of Brother 
Beausang Centre.

Mercilinus has been the ICYE 
volunteers’ contact person in Brother 
Beausang Catholic Centre for more 
than three years. The project is  
an inclusive Catholic school for both 
boys and girls (primary and second-
ary), with a current enrolment  
of over 800 students and staff of 70. 
Most of the students are from poor 
and often displaced families and 
many are orphans.

Mercilinus holds a Bachelor  
of Arts (Economics) with IT degree 
from Maseno University (Kenya). 
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Robinson Doss
ICYE India / ICDE India
Bangalore, India

Currently, Robinson holds the posi-
tion of Founder Chairperson of Inter 
Cultural Dialogue and Exchange 
(ICDE) – India and is Treasurer of 
the International Board of Manag-
ers of the Federation of ICYE, with 
head-quarters in Germany.

He has participated as long-term 
volunteer in Denmark, through ICYE, 
in the year 1984. 

Robinson is an engineer by  
profession, and a business consultant 
for an automobile company.

Sharon Samuel
EMPACS Charitable Society  
Ashraya Centre for Learning 
Bangalore, India 

Currently, holds the position of  
Director of EMPACS.

Sharon worked as an applied  
psychologist and educational consult-
ant, English language trainer for  
international students, special edu-
cator for children with special educa-
tional needs.

She holds a master’s in applied 
psychology, and a diploma in special 
education.

Susanne Saliger
ICJA Freiwilligenaustausch  
weltweit e.V.  /  ICYE Germany
Berlin, Germany

Susanne held the position of Coordi-
nator for Quality and Evaluation and 
managed the adventure of composing 
this guidebook. 

Susanne has managed several  
international quality projects in the 
context of the ICYE Federation.  
She evaluated the 1st year of the 
weltwärts programme run by ICJA 
and its partners worldwide, National 
Committees, projects / host projects 
and volunteers. She has acted as  
consultant on a comprehensive inter- 
national quality development process 
with ICYE partners and facilitated 
conferences and workshops world-
wide. She is a consultant, conducts 
training programmes and is a lecturer 
at universities.

Susanne studied social pedagogy 
and science of consultancy.
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Preface

It is the desire of every person to leave a rich legacy behind, an inheri- 
tance that is worthy in its value and substance, for the generations to come.  
Thus volunteerism is significantly instrumental in achieving this goal.

Over the years, many governmental and non-governmental organisations 
around the world have been working towards promoting this concept 
amongst the young, the potential leaders of tomorrow. When in the  
year 2007, the German Federal Ministry for Economic Cooperation and  
Development (BMZ) launched the programme weltwärts, which involves 
voluntary assignments of young Germans in developing countries, they 
decided to give the mandate to the already existing German non-gov-
ernmental organisations to effectively execute the programme with their 
own network of partners around the world.

Interestingly, statistics prove that an international volunteer involved in 
any international volunteer service spends the maximum amount of time, 
effort, and interaction while participating in the process of »learning by 
serving« at the project / host project. 

Much attention is therefore given to research, study and to provide 
guidelines to projects / host projects who in turn will help in extending 
the required support, means of integrating into the project, providing 
mentorship, security, safety and opportunities that will give a sense of 
belonging to the world community that grows from the roots of inter- 
cultural learning, global experience and international voluntary service. 

This process seems to be like an adventure. Each voluntary service and 
each volunteer is different. We never know what comes next. The book 
shall guide you through the adventure and gives you ideas on how to 
make efforts out of the adventure.

This guidebook is thoughtfully designed by practitioners to provide 
guidelines and information to practitioners, the projects / host projects. 
The purpose of this book is also to assure the quality of support for  
the volunteers. May this fund of information be entitled – »An adventure  
of hosting international volunteers – for practitioners by practitioners«. 

The Editorial Team and Susanne Saliger
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Glossary 

Bundesministerium für wirtschaftliche Zusammenarbeit (BMZ)
German Federal Ministry for Economic Cooperation and Development.
The Ministry which supports the weltwärts programme financially. 

Contact person
For the volunteer. He / she is not part of the day-to-day activities of the 
volunteer. The contact person is someone outside of the project / host 
project, a person for the volunteer to turn to. In many cases, the contact 
person is a staff member or co-worker of the ICYE National Committee, 
also called an external mentor. In this guidebook the term »external 
mentor« is used for this actor.

Coordinator
Staff member of the ICYE National Committee. He / she can be the  
external mentor for the volunteers.

Co-workers
Local volunteers / returned volunteers who work for the ICYE National 
Committee. They can be external mentors for the volunteers.

Developed country
Industrialised country / sovereign state that has a highly developed  
economy and advanced technological infrastructure. 

Developing country
Nation with a lower living standard and underdeveloped industrial base.

Exchangee
Term for a volunteer within ICYE Federation.

Host coordinating organisation 
See receiving organisation and National Committee.

Host family
Local family where the volunteer lives as part of the family during the 
voluntary service. 
The family provides food and accommodation throughout the stay, and 
endeavours to make sure that the volunteer is comfortable in all aspects, 
physically, mentally and emotionally. In return, the volunteer has to adapt 
to living with a family and accepting the house rules, as well as respecting 
the culture. These families are sometimes given stipends to assist in the 
living expenses of the volunteer. 

Host projects 
Places or institutions, where the volunteers conduct their voluntary 
service. A host project is where the volunteer works and lives. The project 
provides accommodation and food for the volunteer and makes sure  
that he/she has his/her space away from work, and a definite schedule of 
activities and free time. Some of the host projects receive a small stipend 
to assist with volunteer upkeep.

ICYE – International Cultural Youth Exchange
Federation of partner organisations which has organised youth exchanges 
and voluntary service since 1949. ICJA e.V. / ICYE Germany is one of  
the founders of ICYE. The main aim of ICYE is an international voluntary 
exchange. Therefore, each National Committee is a hosting and sending 
organisation at the same time. 

ICYE – BoM
Board of Managers of the ICYE Federation.

ICYE NC
See National Committees.

Independent living
In some situations, volunteers want to live on their own, or it is not  
possible to accommodate the volunteer in a family or project. In this  
case they are provided with accommodation on their own, or share  
with other volunteers.
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Job site
Direct working location of a volunteer within their hosting project.  
The hosting project can have more than one job site. Hosting projects of 
the weltwärts volunteers do not usually have more than two job sites. 

Mentor, external 
Not part of the day-to-day activities of the volunteer. The mentor is  
someone outside of the project / host project, a person for the volunteer  
to turn to. In many cases the external mentor is a staff member or  
co-worker of the ICYE National Committee, also titled as a contact per-
son. In this guidebook the term »external mentor« is used for this actor.

Mentor, internal
Representative of the project / host project, in charge of assisting  
the volunteer and contact person for the ICYE National Committee. 
He / she is responsible for the volunteer’s day-to-day activities. 

Minimal conditions
The minimal conditions are agreed upon within the ICYE Federation and 
are binding for each National Committee. The ICYE minimal conditions 
deal for example with the application procedure, the seminars and the 
supervision during the one year cycle of the voluntary service as well as 
the collaboration between the hosting project and the host family. 

National Committee (NC)
The ICYE NCs are the coordinating partner organisations, which  
host and send volunteers. The NCs are responsible for the educational 
supervision of the volunteers as well as programme administration.  
As receiving NCs they are locally connected to the hosting projects and 
host families. 

NGO
Non-governmental organisation.

Project
Where the volunteer works only; the volunteer lives somewhere else 
and comes to work every day. The supervisor allocates duties and gives 
definite tasks to the volunteer so that he / she is meaningfully occupied 
during the volunteering period. Depending on the situation, the project 
sometimes provides tea and lunch for the volunteer.

Receiving organisation 
Organisation receiving and hosting the volunteer. 
See also National Committee.

Sending organisation 
Organisation preparing and sending the volunteer, for example 
ICJA / ICYE Germany sends volunteers from Germany to the country  
of destination.
See also National Committee.

Supervisor
Somebody in the project / host projects, who supervises the volunteer.

weltwärts English: out into the world
The volunteer programme financially supported by the German  
Federal Ministry for Economic Cooperation and Development (BMZ). 

Work placement 
See project.



Hello! Glad to be here!  
i want to learn  
everything from you!

 Welcome to  
our project!

   Huh,  
another 
clueless  
arrival!

 i wonder  
what ideas  
she’ll bring!

   t
urtle farm





I’ll show you around     
  before lunch!

Thanks!

i just hope she  
can handle the  
     food …

Around the  
adventure 
Introduction
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About ICYE and voluntary programmes

The International Cultural Youth Exchange (ICYE) is a leader in  
international youth exchange programmes with more than 60 years 
of experience promoting young people’s active and global citizen - 
ship. ICYE conducts an international voluntary service programme 
with significant presence across all continents. It is an experience- 
based programme to enhance young people’s intercultural under-
standing and commitment to peace and justice and has an inter-
national network of local organisations providing volunteers with  
the necessary orientation, training and support. 

The statement of goals in the preamble of the  
ICYE constitution reads:
ICYE participants and all partner organisations (National Committees) 
are committed to and will work with others who are committed to:
 · Justice for all persons who suffer from social, political, economic, 

and personal injustice,
 · Break through the barriers between cultures and peoples,
 · The principle of equality among cultures, nations and sexes.

National Committees are committed to:
 · Providing experiences that will encourage international and  

intercultural understanding,
 · Helping participants to become aware of the issues and  

problems existing in the local and national community in order  
to better understand the worldwide socio-economic-political  
issues and problems,

 · Encouraging commitment to act on these understandings,  
both during the exchange experience and beyond. 

ICYE mission statement
 · To provide challenging intercultural learning experiences for  

young people,
 · To promote their social and personal development through  

international volunteer programmes,
 · To promote intercultural understanding, equality of opportunity, 

tolerance and peace among people in the world.

Brief history

A programme of  
peace and reconciliation
After the Second World War, in 1949,  
the Brethren Service Commission of the 
Church of the Brethren in the USA arranged 
for young Germans to spend a year in the 
USA living with families and attending high 
school. The programme was designed to 
restore and develop trust between people  
in the two countries, starting from the con- 
viction that what the war had destroyed 
could be built up again with the help of the 
younger generation.

Development of  
National Committees
National Committees came into 
existence in Germany and Austria  
in 1958, and other countries fol-
lowed suit. It led, within ICYE,  
to the growth of national identity 
and autonomy and the National 
Committees became independent, 
cooperating national agencies.  
At the Annual Consultation in 1965, 
in Oslo, Norway, internationalisation 
was the main issue and for the first 
time there were representatives from 
Asia, Africa and Latin America. 

The formation of ICYE
The Church of the Brethren 
realised that the programme had 
grown and become popular.  
Therefore, in 1957 they joined 
with four other denominations to 
form an independent corporation. 
This is when the International 
Christian Youth Exchange came 
into existence.
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The internationalisation of ICYE
In 1966, representatives of fourteen 
ICYE National Committees officially 
formed the International Committee  
of ICYE. In 1969, the International 
Committee voted to become the Inter-
national Council for the International 
Christian Youth Exchange, registered as 
a legal corporation in Switzerland  
with an international office in Geneva.
With the increase of National Commit- 
tees in the developing world, ICYE 
responded to changing social patterns 
and movements for social change 
around the world. The goal of the 
programme was to focus on a simple 
cultural exchange as a means of inter-
national education for commitment to, 
and responsibility for, justice and peace. 

Reorganisation: The Federation
In September 1977, delegates from  
15 countries met in Skálholt, Iceland,  
to reformulate the goals, to reorga- 
nise the structure into a federative sys-
tem, and to reaffirm commitment  
to the importance and future of ICYE.  
Thus the Federation of National  
Committees in the International Chris-
tian Youth Exchange was established.  
Currently, over 36 countries are involved 
in the programmes of the Federation 
and in the regions of Europe, Africa, 
Asia / Pacific and the Americas.

The ICYE Federation is an official  
partner and 
…  has consultative status  

United Nations Educational, Scientific 
and Cultural Organisation (UNESCO) 
United Nations Economic and Social 
Council (UN-ECOSOC). 

…  is a recognised international  
ecumenical organisation with a 
working relationship with the  
World Council of Churches (WCC).

…  cooperates with EACEA and  
the Directorate General Education 
and Culture of the European  
Commission and the Council of  
Europe. Association of Voluntary  
Service Organisations in Europe 
(AVSO) The European Youth Forum 

…  is a member of the Coordinating 
Committee for International Volun-
tary Service (CCIVS).

How the Federation of ICYE works

The ICYE Federation is composed of autonomous full and associate 
National Committees, each one developing and running the programme 
according to the needs of young people in their country. 

ICYE National  
Committees (NCs)

General 
Assembly (GA)

International 
Office (IO)

Regions
– Africa
– Europe
–  Asia / Pacific
– Panamerica

Board of 
Managers
(BoM)
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General Assembly (GA)  
The General Assembly is the official governing and highest decision- 
making body of the ICYE Federation, where programme policies are 
discussed and decided upon. The GA meets every second year;  
one delegate from each ICYE National Committee attends. The policies 
decided by the GA guide ICYE programme management and develop-
ments at international and national levels.

National Committees are expected to give their delegate the mandate 
to act on all matters at the General Assembly. In special cases, the Board of 
Managers may invite persons other than delegates to attend the GA.

Board of Managers (BoM)
The ICYE Board of Managers is composed of four members who are 
elected for a two-year term at the General Assembly. The BoM meets 
twice a year and acts / decides on behalf of the General Assembly in 
between General Assemblies. 

International Office (IO) 
The International Office is located in Berlin,Germany and acts as inter-
national secretariat of the Federation. It has representation and coordina-
tion functions with regard to programmes and policies worked out at  
the General Assembly. 

Regions and National Committees
Africa Asia  / Pacific Europe Pan America
Ghana India Austria Brazil
Kenya Indonesia Denmark Colombia
Mozambique Japan Finland Costa Rica
Nigeria Nepal France Ecuador
Morocco New Zealand Germany Honduras
South Africa Philippines Italy Mexico
Tanzania South Korea Moldova Peru
Togo Taiwan Russia USA
Uganda Vietnam Spain

Sweden
Switzerland
United Kingdom

Quality assurance

All programmes conducted by the Federation of ICYE, its full members, 
associate members and partners, adhere to a very high level of quality 
standards. There are three regular evaluations at different times during 
a volunteer year. All ICYE members agreed on minimal conditions of 
quality, which are binding. Guidelines, like the ICYE Toolkit, for National 
Committees and minimal conditions for all stakeholders are defined and 
upgraded from time to time, ensuring effective and efficient support, 
mentorship and voluntary services offered to young people, despite the 
ever growing demands. All partner organisations are involved in meet-
ings, conferences, workshops, trainings and staff exchanges in order to 
improve the partnership and the quality of work.
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Voluntary programmes

The ICYE Federation conducts a variety of voluntary programmes,  
short- and long-term, for different target groups and regions.

ICYE long-term exchange programme 
ICYE’s main programme is the long-term exchange of young people, 
aged mainly 18 to 30, with or without qualifications, who want to live  
in another country with a family or in a residential project, and work  
as volunteers in a wide variety of voluntary work placements. Each year 
ICYE exchanges over 900 long-term volunteers between different coun-
tries, for periods ranging from six to twelve months.

To be a volunteer with ICYE means to integrate into the life and 
work of the hosting organisations and wider community. Volunteers  
are encouraged and supported to get involved in the planning and  
managing of distinct activities, take part in staff meetings and to take  
on responsibilities according to their skills and interests, as well as the 
needs of the project. Volunteers, however, will not substitute the paid 
staff in the projects / host projects.

Voluntary service placements offered by ICYE include social work 
projects dealing with children and young people at risk, with the elderly, 
the disabled, rural and health development projects, human rights orga- 
nisations, peace associations, ecological projects, women’s groups,  
migrant workers’ support groups, fair-trade shops, and solidarity projects.

weltwärts programme
The weltwärts programme is an initiative by the German Federal  
Ministry for Economic Cooperation and Development (BMZ) that pro-
vides an opportunity for young Germans to volunteer in a developing 
country and acquire some international experience and qualifications 
that will help them in their own lives and the future, when choosing  
their career.
The voluntary service has been designed with a successful formula of 
»learning by serving« and its aims are twofold:

 · To achieve added developmental value for the partner organisa-
tions / projects, in terms of help towards self-help,

 · To spark new interest in developmental issues in Germany.

It is hoped that this volunteer service will make an effective contribution 
to the development policy, information and education and work in terms 
of »Global Learning«, towards nurturing a new generation of develop-
ment workers.

This volunteer service will enhance intercultural understanding and 
help increase awareness and acceptance within society of how develop-
ment policy issues will impact on the future.

The Ministry cooperates with a broad range of established sending 
organisations that have flexible, non-bureaucratic schemes, without 
special legislation and using simple and easy procedures.

This programme is offered to young German citizens and non- 
German citizens who have permanent residence in Germany and are 
between the ages of 18 and 28 years only. 

There is an upcoming new part of the programme, which targets 
youngsters from developing countries to do service in Germany, in order 
to make the programme reciprocal.

European Voluntary Service (EVS) 
The aim of the European Voluntary Service (EVS) is to develop solidarity 
and promote active citizenship and mutual understanding among young 
Europeans. The EVS programme is provided by National Committees /  
organisations that are based in Europe and most volunteer services take 
place in Europe. The EVS is financed by the European Union in the frame-
work of the Youth in Action Programme (since 2014 »Erasmus+«).

Intergenerational programme 
To promote an intergenerational approach to volunteering and  
to make the ICYE programme more age inclusive, this programme  
has been developed and dedicated to participants who are over  
30 years old. It works on the same lines as both the long-term and  
the short-term programme.

ICYE short-term exchange programme 
Building on ICYE’s long-standing and reputed long-term programme, 
ICYE short-term exchange programme (STePs) is designed to offer  
volunteers a combination of reliable and meaningful volunteer work with 
direct exposure to the cultures of the host countries, in a shorter period 
of time. The short-term exchange programme is normally for a period of 
4 weeks to a maximum of 16 weeks.
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Various perspectives of the adventure 
Motivation and benefit of volunteerism

Why hosting volunteers?

A child or young adult lives in a complex ecology of homes, schools, 
farms, shops, roads and factories. Part of the process of growing up  
is to learn how to act in these behavioural settings; part of the task  
is also to learn how to move among them, selecting some and rejecting 
others. The ICYE programme’s educational philosophy is to develop  
free, morally responsible and integrated individuals, equipped with a 
high degree of social competence.

There are 196 countries, about 6.500 spoken languages and over  
7 billion people in the world today. The world is indeed smaller than  
it used to be. Travel is more accessible and so is learning about and com-
municating with the rest of the world. Providing young people with an 
informed, international perspective isn’t simply an important educational 
opportunity which will set them up for success in the long run, but a way 
to provide greater understanding and empathy for others.

The experience of another culture in a different country gives them 
another perspective of what else is out in the world and how similar or 
different we can be from one another. Another skin colour, eye colour, 
food habits, clothes etc., but in the end we are all human, we all live in 
this world. The intention is to orient our social behaviour and peer inter-
actions with various cultures, by bringing these cultures closer.

Why do voluntary service?

Volunteers enter into voluntary service because they are mainly motivat-
ed by their desires and needs. Motivation is the term used to describe 
that process, both instinctive and rational, by which people seek to satisfy 
the basic drives, perceived needs and personal goals, which trigger  
human behaviour (Cole 1995). The perceived needs for a volunteer are 
the ones that drive them to volunteer. Motivation cannot be seen but  
can be depicted from the volunteer’s behaviour – this makes it a complex  
process. Volunteers have certain needs that motivate them to do volun-
tary service for which they receive rewards that satisfy their original need.

A survey report notes that volunteers are not genuinely altruistic persons 
doing work for nothing, their energy, excitement, enthusiasm and effort 
(so called E-forces) are not given for free, but in exchange for fulfillment 
of certain needs. Volunteers mostly look for symbolic or social returns  
for their contributions, whilst the volunteers’ management endeavours to 
keep volunteers happy. Fulfilling the needs of the volunteers is important 
to maintain their E-forces. Volunteers benefit more from the intrinsic 
rewards they get from voluntary service than from the extrinsic rewards. 
Most hosting organisations have received comments from volunteers  
like »The six months I spent volunteering were the best time of my life«.

A new volunteer may be stimulated by a former volunteer, being  
motivated to learn new culture and language skills. Stories from friends  
and family or any other source about a place or culture may motivate  
an individual to volunteer. An individual may have a goal of volunteering 
after such stories. Voluntary service is a human motive directed towards 
desired ends such as a break from the normal hustle and bustle of one‘s 
own country for a certain time, break from school or taking a gap year.  
In some colleges or countries it is a pre-requisite to certain courses,  
or part of the syllabus or a requirement for obtaining a job. Volunteers 
may do that to gain experience and skills in certain areas.

For others, the primary motivator is the desire to work and make  
an impact in a community without reciprocal financial reward. Fisher and 
Ackerman (1998) found that the desire to be helpful prompted volun-
teerism primarily when social reward was also promised, which included 
socialising with people sharing common interests. Some people volun-
teer because they want to keep busy, when out of a job or in between 
schools or after retirement from active duty. While others may want to 
give back to society and develop the community. 
 

Some of the ways one benefits from volunteering

Volunteers gain practical knowledge and experience to complement 
studies and assist with career decision-making. Volunteering seems like 
an added advantage in the job market, as it improves one’s curriculum 
vitae. Volunteers develop networking opportunities for interaction with 
people from different cultures. In this way they expand their social capital 
across borders and frontiers. The volunteers build on their interpersonal 
and organisational skills and the ability to adapt to new and / or unanti- 
cipated situations through the challenges experienced and overall increase 



 36 37

in confidence. The volunteers gain first-hand appreciation of the relation-
ship between different cultures, practices and ideas. They increase  
their knowledge of a variety of customs apart from their own and learn  
to respect them. The psychological need for responsibility and advance-
ment, self-actualisation and self-esteem is increasingly met: volunteers 
develop to full potential after they realise who they are. It is easier to 
realise who one is when one is away from friends and family. It enables 
one to achieve personal satisfaction and an improved feeling of content-
ment. It also helps a volunteer to have a clearer picture of life and the 
direction in which he / she is heading. 

Volunteering may stimulate interest in the subject matter, encour- 
aging the volunteer to pursue a similar course in future. It may generate 
an interest in the work undertaken. Increased enjoyment, taking pride  
in being associated with a certain culture or continent and helping out 
can be important motivation for some.

Mutual benefits

Volunteerism is uncoerced help offered formally and informally without 
financial reward, done for the benefit of the project / host project and the 
volunteer. Some mutual benefits grow to all stakeholders which cannot 
be ignored. For people who, for example, have narrowed their focus or  
career goals to a certain activity, volunteering provides an effective means  
of filling the gap between where they have been and where they want 
to be. In volunteering, social capital accumulates as people from different 
cultures establish networks, creating social trust that facilitates coordina-
tion and cooperation. Here, the host and volunteer benefit mutually. 

Voluntary service is free. Giving should not be conditional on receiv-
ing anything in return, except an expression of gratitude or appreciation. 
Many actions are known to provide joint rewards. While volunteers 
derive enjoyment and satisfaction from the experience itself, the benefit 
is of project / host project as well as third parties (i.e. local community). 
The project / host project may benefit directly or indirectly. The volunteer 
benefits may be obvious but the project / host project gains as well.  
The project / host project benefits from new ideas, and diverse methods 
of doing things. Material benefits might accrue to the project / host  
project and volunteers alike. To a certain degree, volunteers can be seen 
as a collective good or a public utility because of this. 

Volunteering addresses the needs of the project / host project as 
well as the needs of the volunteers themselves. The reward experienced 

by presenting a gift to the volunteer or the project / host project can be 
of benefit to both of them or even the gratitude from either of them, 
without necessarily getting any material gain. To both the project / host 
project and the volunteer, it can be for self-fulfillment and visionary 
achievement. Volunteering may not be as selfish as it sounds (like a 
service for free).  
 
This explains why projects / host projects and volunteers all enjoy the part-
nership. If well managed, it results in a win-win situation for all parties.

Voluntary behaviour is hard to explain, but a Christian activist,  
for example, who volunteers to work in a community fighting Female  
Genital Mutilation (FGM) does not benefit alone: the families and  
community as a whole also benefit. The volunteers have the satisfaction  
of having made a difference. It is said that volunteers make better  
world citizens than other individuals who do not volunteer.

Mutual benefits increase in instances where a volunteer engages  
in the project to avoid anti-social behaviour and may be a motivation 
to the project / host project. It is also said that individuals who are active 
in several roles are healthier because of power, prestige, resources and 
emotional gratification. Volunteers have admitted to feeling better as 
a result of voluntary work. They have a sense of accomplishment and a 
new purpose in life – their outlook on life changes.

Volunteers may receive non-monetary benefits in the form of skill 
development, social connections, job contacts, social standing and 
increased self-esteem. This may produce some services and goods which 
contribute something of potential value to the project / host project.
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Heroes of the adventure 
The stakeholders involved

There are different stakeholders involved in the supporting process  
of the volunteer (please also refer to the glossary for a detailed explana-
tion). The relationship between them has different characteristics:

 

Mentor

Hosting
National 
Committee

Sending 
National 
Committee

Host 
Project

Host Family /  
Guest  
situation

Volunteer

Project / host project
Organisation, where the  
volunteer does his / her service.

Hosting or receiving  
National Committee 

is the ICYE National Committee  
in the same country as the 
project / host project. The hosting 
National Committee also supports 
the volunteer, provides training 
and camps for the international 
volunteers and collaborates with 
various projects.

Sending National Committee
is the National Committee of  
the country from which the 
volunteer comes. The sending 
National Committee is responsi- 
ble for the application and  
preparation process as well as  
for the after-return activities  
of the volunteers.

Host family / guest situation
where the volunteer lives during 
his / her service.

Internal mentor
is the supervisor belonging  
to the project / host project.

External mentor
is from outside the project.  
Quite often a staff member  
or co-worker of the hosting  
National Committee.

National 
Committee

Contact person /  
ext. Mentor

Internal
Mentor

Project

Project 
Director /  
Supervisor

Volunteer

ICYE
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Conditions of the adventure  
Rights and duties of the stakeholders

Bearing in mind the interaction of the different stakeholders, it is impor-
tant to know their rights and duties. As we know, our experiences and 
those of the other stakeholders change from one country to another and 
for that reason we have minimal conditions that guarantee the quality  
of the programme. The following information is a general guide to give  
a clearer picture of the respective rights and duties between project,  
ICYE National Committee and volunteer.

Please also refer to the guideline »Outline of the six phases of the one-year- 
voluntary-service« in the appendix. It shows the administrative perspective 
according to the one-year-process.

National Committee

Rights
 · To have information about the  

volunteer, which includes profile,  
picture and any other information

 · To have the updated information  
of each project e.g. activities of the 
project, activities of the volunteer  
in the project, requirements of the  
volunteers, important changes that 
may affect volunteering

 · To have an attendance record provided 
by the project and volunteer

 · To have the volunteer vacation period 
recorded by the project and volunteer

 · To be informed of any problem the 
volunteer may face e.g. health, perfor-
mance in the project

Duties
 · To provide an external mentor for  

the volunteer: it should be an external 
mentor to whom the volunteer can 
talk in case of problems, questions or  
for clarification in the course of 
his / her voluntary service

 · To find an appropriate project place-
ment according to the expectations 
and skills of the volunteer

 · To organise project information meet-
ings at least once a year

 · To ensure the security and well-being 
of the volunteer

 · To give the volunteer a safe, healthy 
and secure host situation

 · To organise three camps for the vol-
unteers: orientation camp, mid-term 
camp (for services lasting longer than 
six months), final camp

 · To be responsible for the volunteer 
immigration status in the country

 · To be a mediator between the other 
National Committees, project / host 
project and / or host family and the 
volunteers

 · To provide the project with appro-
priate information about the voluntary 
programme, camps, events etc.

 · To provide the volunteer with  
appro priate information about the 
programme and project

 · To be accessible at all times to the 
volunteer (24 hours 365 days) in  
case of emergency

 · To prepare a certificate for the  
volunteer with emphasis on the  
experience and task done during  
the volunteer experience
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Project / host-project

Rights
 · To participate in the project meetings 

organised by the National Committee
 · To ask for support or mediation –   

in case of conflict – from the National 
Committee

 · To receive a volunteer who is suited  
to the needs of the project

 · To communicate and have support 
from the National Committee in  
case of an irregular situation with  
the volunteer

 · To receive a year calendar of the  
National Committees activities 

Duties
 · Commitment to work with the  

volunteer, which includes training 
on the work he / she will do during 
his / her volunteering time

 · To conduct an introduction phase,  
which should include 

 · Giving full project information and 
activities that will help the volunteer 
to develop

 · Mutual introduction of project staff 
and the volunteer

 · Set working hours and days for the 
volunteers

 · Submit schedule of planned activities
 · Show the facilities of the project  
to the volunteer, especially where 
he / she will be working

 · Clarify rules and code of conduct to 
the volunteer

 · Share expectations of the project  
and the volunteer

 · The calendar of events of the project 
for the current year.  
A list of public holidays and special 
days would be helpful! 

 · Proper planning and coordination  
with the volunteer to promote active 
his / her participation

 · To assign a role that is worthwhile and 
challenging to the volunteer

 · To record attendance of the volunteer
 · To allow vacation for the volunteer and 

keep record of it

 · To provide an internal mentor for the  
volunteer: The person should be one 
whom the volunteer can talk to in case 
clarification is required, questions occur 
regarding daily activities and who should 
conduct periodical evaluation of the 
volunteer’s progress

 · To give the volunteer defined activities. 
Lack and inadequate clarity of activities 
may cause de-motivation

 · To respect the privacy, integrity and  
personality of the volunteer

 · To provide the volunteer with an environ-
ment conducive to his work

 · To give training to the volunteer in case 
of any new activities on the project

 · To prepare a certificate showing the 
experience and accomplishments of the 
volunteer in the project

 · To offer the volunteers vacation time:  
for 12 months 24 working days and for  
6 months 12 working days

Note
Under no circumstances should the  
volunteer do the work of a paid employee, 
losing the voluntary quality that supports  
the development of project activities.
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Volunteer

Rights
 · To work at least 30 hours and maxi-

mum 40 hours per week, with two 
free days per week

 · To have a safe and secure host situa-
tion which includes the provision of 
food and basic services during the stay

 · To attend three (in case of a short 
service only two) camps organised by 
the National Committee: orientation, 
mid-term and final camps

 · To receive from the project the intro- 
duction / orientation, training and 
supervision necessary to do the task 
assigned

 · To be treated with respect and as an 
equal partner within the organisation

 · To be informed on relevant matters 
within the organisation related to the 
work allocated

 · To have a travel health insurance
 · To receive transport expenses,  

host situation to project and project  
to host situation

Duties
 · To respect the rules of the country, 

project, family and National Committee
 · Not to compare his / her reality with 

other volunteers’ experience / realities
 · To integrate culturally into the society 

as fast as possible
 · To inform the project and National 

Committee in advance of any vacation 
to be taken

 · To inform the National Committee  
and the project of any extra activities 
that may influence daily work

 · To perform the tasks assigned to the 
best of his / her ability

 · To inform the National Committee and 
project of any circumstance related to 
his / her health and security

 · To respect the people of the host 
country and all members of the  
National Committee and project as 
well as their policy and procedures

 · To be open-minded and respectful 
towards opinions shared and respect 
those confidences

  Oh my, 
WHAT is she  
  DOING?

Stop! We wash  
the dishes in here!

What? But that’s   
  not hygienic!

And then she took     
     the          and      
      it all around!

 Was that a joke? 
 i didn’t get a word
   of it!

HAHA HAHA

HAHA





Well, water is precious. 
We have to save it! I see …

yuck!

The adventure 
The volunteering year
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The adventure’s dynamics 
The one-year-voluntary-service

Young people around the world, today, have found volunteering to  
be an important part in their own lives. While volunteering has different 
dimensions, capacities and end results, it still draws attention and inter-
est and is seemingly growing, over the years.

International volunteering is an issue in itself and involves not only 
serving but to a substantial degree learning as well. This combination  
in the international volunteering programme gives scope to more young 
people to participate without the limitation of having specialised skills 
and talents or the need to be backed up with experience in specific fields.

The degree of serving or learning varies depending on the back-
ground of the volunteers, including cultural, political, social and  
economic situations. Further, it is also specific to geographical locations 
and demands. Many young people from developed countries, going  
to developing countries, have more of a serving concept than learning.  
On the other hand, volunteers from developing countries, look for a 
learning experience, while serving. Overall, they all seem to be, if not  
in the same boat but, similar ones.

Volunteerism is a choice of people who wish to make a difference.  
It is therefore true that many people have chosen voluntary work, to go
through a certain amount of struggle, to give meaning and direction  
to their lives and the ones they are interacting with. In reality, many ven- 
turing out have very little or absolutely no knowledge about volunteer-
ing, but take this challenge to make a difference.

On arrival

The volunteer has a very high level  
of enthusiasm. The feeling of going to 
another country gives him / her joy  
and happiness. They are well received by  
the host country committee and attend 
an orientation / on-arrival camp.
At the orientation camp, they get to  
meet more volunteers (from other coun-
tries as well) which is very interesting. 
In the process of getting to know each 
other, they are inspired by the feeling 
of »global citizenship«. The volunteers 
will normally meet the organisers, the 
staff and other members involved in the 
programme which reaffirms and reiterates 
their desire for safety, security and sup-
port. As a part of the orientation camp, 
the volunteers get an insight into the  
new country, new language, and new  
culture etc. and more practical informa-
tion about their activity in the project /  
host project and host family.
During this time, the volunteers have 
mentally prepared their playing ground, 
with a concept which waits only to be 
»converted to a reality«.  
Each one is all set to face his / her per- 
ceived »challenge ahead«.

At the beginning at the  
project / host project

At the end of the orientation camp,  
volunteers are sent / taken to the project /  
host project where they find new people 
with different expressions, spoken  
language, body language, different  
environment, work structure, working 
hours, working method and style,  
different food habits and timings and a 
different concept of time. This may result 
in a »cultural shock«, in which reality and 
expectations clash. 
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During the first months at the  
project / host project

When things do not seem to be the way 
the volunteers expected and had per-
ceived in their minds, they question them-
selves – »Have I made the right decision?«
A survey conducted in India, within the  
network of the Federation of ICYE, indi- 
cated that – in a volunteer programme –  
maximum weight is attached, amongst 
other factors, to the kind of work allotted. 
A gap between the expected work and 
actual work given decides on the level of 
voluntary satisfaction. The other factors 
that follow are sufficient work that’s well 
structured, food and accommodation.
The biological cycle in a human being 
becomes apparent. Communication of 
their feelings effectively poses a problem 
since language and lack of cross-com-
munication skills makes things worse for 
them. Not knowing the system, method 
or people, to whom they can express their 
feelings / complaints, prompts them to 
give up.

The only means of venting their feelings  
is to talk about it to their friends / family 
back home. Unfortunately, this method 
does not solve the problem. It can make 
things better but more often makes it  
worse for the volunteer. Imagine a situa-
tion where the parent of a volunteer 
acknowledges the volunteer’s frustration  
and follows up with telephone calls and  
emails, to ask – »How are you today?«, 
»Can you cope with the situation?«, 

»Do you want to come back home?« or 
»Should I talk to the organisers?«. 
Another observation is the communi- 
cation through social media contact with 
friends and relatives from their home 
country where all of them seem to be 
enjoying life, party pictures and travel pic-
tures being uploaded while the volunteer 
is in such a frustrated and confused situ-
ation. The volunteer gets discouraged and 
contact with those in the home country 
brings misery, more frustration, anger, dis- 
appointment and in the process of coping 
with the situation, he / she tends to lead 
a double life. Some of the recognisable 
symptoms that can be seen in the volun-
teer are: oversleeping and sleeping at  
odd hours, isolation, homesickness, sad-
ness and crying, nervousness etc.  
He / she will have physical and emotional 
discomfort. In some cases, the staff /  
project / job or the hosting committee  
becomes the victim of circumstances.  
The volunteers tend to claim that there  
is lack of interesting work in the project 
or insufficient work. Or blame everything 
on the attitude of staff in the project. 

Though unintentional, the project / host 
project, having seen similar behaviour 
in the past from other volunteers, does 
nothing because they think it is normal 
and the volunteer will be fine after a 
couple of weeks.

It is highly recommended that the  
receiving committee should 
 · Have an informal get-together of  

volunteers at the regional / local level
 · Ask their staff to pay a visit
 · Keep close contact with the sending 

National Committee

3rd month onwards till  
mid-year camp

The volunteer is encouraged to break 
barriers and develop new initiatives, strat-
egies to cope with difficulties and feelings 
and make new friends and to learn to 
adapt to a new host culture. They achieve 
some of the initiatives but not all.  
However, the volunteer begins to embrace  
and accept cultural differences, to 
acknow ledge living conditions as most 
appropriate in the host country and to  
become open-minded to work ethics, 
team work, leadership, organisational 
structure etc. In the process, the volunteer 
gets creative in the workplace and finds 
that the other staff are very encouraging 
and supportive and begins to like the 
work that has been allotted to him / her.

Mid-year camp

All organisations dealing with long-term  
voluntary programmes conduct a mid-
year camp, to evaluate and review perfor- 
mance of the volunteers, the staff,  
mentors and the programme at large.
The volunteers are more than happy to 
get away from the work / family and to 
be with the National Committee and the 
other volunteers. Often, the volunteers 
share their thoughts and sometimes their 
difficulties with the National Committee 
and with the other volunteers, as well.
The main outcome during the mid-year 
camp is, that the volunteers 
 · understand that everyone seems to 

have had the same difficulties and that 
they are not alone

 · realise that someone probably has had 
a worse situation

 · see clearer
 · get ideas from others as to how to 

cope with the situation
 · understand that they are »all sailing  

in the same boat«
 · begin to understand that »a different 

culture« is the root cause for their way 
of understanding

In some countries, the volunteers travel 
together during Christmas and New Year 
Holidays which is in a way a refreshing 
time for all. It will also be time for them to 
share their views and opinions and equip 
themselves to handle their work in a more 
professional manner and respect it.
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After the mid-year camp and  
the following months

The voluntary work in its true sense 
begins NOW. The countdown has begun 
because they know that half a year  
has already gone and that they need to 
achieve so much in the short time left. 

The opportunity to be involved in volun-
tary work probably comes once in their 
life time and they need to realise their 
dreams. They find that they need to take 
stock of what has been done and what 
impact it has on their own lives and the 
lives of the others. What is their »take 
away« from this experience? 

Volunteers get deeply rooted in their 
work. They are once again inspired with  
a high level of enthusiasm, as much  
and even more so than when they arrived 
in the host country. In the process of 
more effective and efficient work, there  
is a sense of belonging and they find  
that there cannot be a better place and  
a better way to contribute, serve and 
learn from this action.

They get to understand that the change 
that they wanted to see actually is the 
change that they needed to make. Every-
thing seems to be a »bed of roses« and 
all goes well. Seeing success in their every 
day work and appreciation from those 
around, binds them in a new relationship.
The time of the voluntary work comes  

to a close. At the end, where the time 
went is rather a difficult explanation. 
There seems to be a high level of satis-
faction, a high degree of achievement 
and the joy of getting back home – only 
to tell their relatives and friends what a 
wonderful time they spent abroad,  
a time that brought self-realisation, built 
self-confidence, opened their minds be- 
yond their own beliefs and values, to  
respect the culture of others and to take 
up the responsibility of the world as 
»global citizens«.

Having these dynamics in mind, it helps 
to give support to the volunteers and  
try to understand their behaviour better.

Preparation of the project

There has to be a fundamental reasonably structured programme for 
the volunteer to be involved in. The accommodation for the volunteer is 
to be organised and those involved in the hosting situation have to be 
briefed and prepared to receive the volunteer. A dedicated work space is 
to be identified for the volunteer in the project / host project. An assigned 
internal mentor / supervisor for the volunteer helps as he / she can trans-
late the tasks on hand for the volunteer in the project / host project.  
If the internal mentor speaks a common understandable simple language 
with the volunteer, and does have know-how about communication  
and especially intercultural communication it will empower the volunteer. 
Also the staff must be instructed in how to work with volunteers. 

If the project is hosting several volunteers or is hosting in a consecutive 
way, it requires a lot of flexibility not only of the volunteer but also of the 
project since every experience is unique and the staff and clients of the 
project have to deal with a different person every time. A task may fit 
perfectly for one volunteer and he or she accomplishes it to everybody’s 
satisfaction, while the skills and abilities of the next volunteer may lie in  
a different field and be completely incongruous with the task assigned.

Please find more information in the appendix »Understanding international 
volunteerism« and »How to get information about the volunteer’s country?«
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Preparation of the volunteer

Pre-departure preparation

Before volunteers leave their home countries, the sending National  
Committees organise intensive preparatory training for all outward 
bound volunteers and also conduct discussions for future volunteers, 
providing them with information about:

 · ICYE as an organisation, its structure, goals and objectives
 · Host country and possible projects / host projects
 · Intercultural learning 
 · The concept of volunteering
 · Required vaccinations and medical cover
 · Practical travel information

On-arrival preparation

When the volunteers arrive in the host country, the receiving National 
Committees take them through an orientation which includes general 
topics which the ICYE Federation has agreed on, but every country also 
discusses country-specific topics. The projects need to know what the 
organisation covers, so that they know where to start with the volunteer. 
Below are some of the topics, which are discussed during orientation:

 · Historical and geographical aspects of the host country
 · Presentations of pictures, documentaries or video clips  

of the home countries of the participating volunteers
 · Intercultural and intracultural learning
 · Host country culture – integration and diversity
 · Living conditions within the community, in a host family /  

host project
 · Gender issues within a culture
 · Communication – verbal and nonverbal, written
 · Challenges and conflicts along with the resolution of them
 · Working details and conditions in a project
 · Safety and security of the volunteer during the  

entire volunteering year
 · Relationship and social life in accordance with the societal and 

cultural norms
 · Meaning of volunteerism, motivation, expectation and goals  

concerning the exchange year
 · Rights and duties1

 · Second life in the internet. The volunteer needs to be guided as  
to the right amount of time and usage of social network connec-
tions so as not to lose a grip on the reality of the host situation

 · Administrative issues such as their legal status, stipends, vacations 
and health insurance, evaluation of seminar

 · Health issues – knowledge of common diseases and illnesses,  
communicable diseases, health and hygiene, and availability of 
local treatment and health awareness programmes are all of  
great importance

 · Short language course in the local language helps to get around

1 Please refer to the chapter »Conditions of the adventure«
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After the orientation camp, when the volunteer arrives at the project,  
it is important for the project / host project to keep in mind the following 
when integrating the volunteer:

1. Culture
2. Practices
3. Retention

Culture
Identify the host project’s volunteer  
culture, the utilisation of the volunteer  
in the project / host project, the staff’s  
expectations on integration, misinfor-
mation and past experiences, does the 
volunteer attend staff meetings and  
department meetings and how is the 
input from the volunteer received in  
the project / host project?

Practices
A brief position description within the 
project / host project is required for  
the integration of the volunteer into the  
project / host project. Personal profiles  
of the volunteer are to be maintained.  
The daily timetable, record of work,  
attendance and tasks are to be prepared.
Introductory training and orientation is 
required to get the volunteer started on 
the project / host project. Regular feed-
back meetings are necessary, especially in 
the first 3 months.

Motivation plays a big part in the inte-
gration aspect. The challenges confront-
ing the volunteer must be motivating,  
to encourage the volunteer to get  
involved. On the other hand, the project /  
host project should also be prepared  
to take on the challenge of integrating 
the volunteer. Integration helps the  
volunteer to identify with the work on 
hand and gives the volunteer a sense  
of achievement!

Retention
Retention is an outcome not an activity! 
It is the result of good management. 
A programme that recruits volunteers 
appropriately and has a robust plan  
for utilising and recognising the volun-
teers will retain them. Periodic pro-
gramme evaluation helps to ensure that 
the integration of the volunteer into  
the project / host project is happening in 
the right way. 

Please find a guideline for an orientation 
session and templates on evaluation ques-
tions in the appendix.

Integration and recognition

Integration of the volunteers in the project / host project and the host 
family is very important for all the stakeholders. Volunteering is good 
and hosting a volunteer should be a good and memorable experience  
for the project / host project. The integration of the volunteer plays a vital 
role in the physiological, psychological, emotional and spiritual domain.  
A well-integrated volunteer is a happy person and this happiness spreads. 
The project / host project benefits from the volunteer and every thing 
should work well for all involved.

The benefits of volunteering include the intangibles – pride, satisfaction 
and accomplishment! Often organisations working with volunteers  
have little or no choice in their selection. At times, the organisation may 
have highly skilled enthusiastic volunteers or the skills and other qualities 
of the volunteer may not be very suitable! Volunteers are not free labour, 
but they do extend the budget of the project / host project! However,  
it is unfair for organisers to expect a volunteer to incur financial expenses 
while working as a volunteer. Other methods of remunerating volunteers 
include assigning the volunteers with fun or challenging tasks, matching 
responsibilities and tasks with their interests, providing training, allowing 
them to go to special meetings or conferences, representing the organi- 
sation, providing job references for job applications, listening to and 
when appropriate applying suggestions made by the volunteer, valuing 
the volunteer, recognising the special skills of the volunteer, and provid-
ing positive feedback.

Determine the role of the volunteer and plan for integration! 
Train, activate, retain, sustain, manage and recognise the volunteer!
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 · Volunteers love to have a warm  
welcome into the new country. Many 
are very happy to associate immedi-
ately with members of the receiving 
organisation, the project / host project 
and the host family. They usually love 
the cultural welcome.

 · To get all relevant information, that is: 
location, type of project and clients, 
weather, is there electricity, running 
water, internet access, where is the 
nearest town, bank, how many people 
are at the project, working hours,  
free time / vacation, public transport, 
living conditions, other people in  
the project in the same age bracket 
as the volunteer, their gender ratio, 
possibilities of social life etc. This infor- 
mation can be forwarded to the volun-
teer by the ICYE National Committee 
of your country.

 · It is very important for the volunteer 
to feel orientated and safe to receive 
clear information about the receiving 
organisation, the project / host project, 
the host family / situation and about 
life in this new environment! In this 
connection, it is vital to have in mind 
that everything that is self-evident  
for the local stakeholders is not neces-
sarily so for the volunteer.

 · The vision and mission of the project /  
host project should be made clear to 
the volunteer.

 · The rules and regulations, roles and 
responsibilities in the project / host pro-
ject and outside should be in writing.

 · Security of the volunteer is important.
 · An internal and external mentor should 

be identified, known and available.
 · Expectations of the project / host pro- 

ject from the volunteer should be clear.
 · Rapid acclimatisation to the cultural 

differences, for which explanations of 
various customs and situations should 
be given.

 · Cordial relationships between the 
volunteer and the staff members and 
within the host family.

 · Openness, trust, sincerity and trans-
parency from staff and family.

 · Patience while the volunteer settles in!
 · To be understood and loved just as 

they are.
 · Clear communication.
 · Structured work day. 
 · Calendar of the project / host project 

year (e.g. main activities, events and 
public holidays). 

 · Regular evaluation meetings. 
 · Clear job description.
 · Good orientation to the country,  

project and family.
 · To be involved in all activities of the 

project and family as far as possible.  
To be treated as a family member.

 · To be treated as adults.
 · To make friends.
 · Freedom to travel and move around  

in free time.
 · Language classes to learn the basic 

local language.
 · To be accepted in spite of differences. 

 
 

Needs and expectations of the volunteer  
 

 · Individuality and rights of the volun-
teer have to be respected.

 · To learn to adapt in spite of homesick-
ness, loneliness, problems in the 
project or the family, any kind of 
emergency or even when a change of 
project or host family is sought!

 · The volunteer dislikes being seen  
as a prospective donor or fund raiser.

 · The volunteer wants a great environ-
ment conducive to learning and 
working, in which he / she can develop 
him / herself to be a better individual, 
making an impact on the world!

 · Availability of internet facilities,  
skype, mobile phone connections etc.

 · Management and counselling of  
the volunteer should be well handled.

 · Possible visits from their families and 
friends should be allowed, in line with 
the rules of the receiving National 
Committee, project / host project and 
host family.

 · The availability of the mentor and / or 
contact person from the project / host 
project and the National Committee 
when the volunteer needs them is of 
great importance during and outside 
work and work times.

 · To balance work and fun to the maxi- 
mum extent possible.

 · To use skills and talents to improve 
self, people and situations.

 · Recognise good performance of the 
volunteer, use praise, affiliation,  
accomplishment, power, influence  
and knowledge. 
 
 

 
 

 · Show your appreciation – personal 
note, birthday or e-card, newspaper 
article or an advertisement, donated 
gift certificates of appreciation and 
recognition might be helpful! 

 · It is also vital to offer constructive criti-
cism in an adequate way since this also 
helps the volunteer to understand, be 
orientated and improve his / her contri- 
bution and well-being.

Examples, guidelines and templates can be 
found in the appendix.
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Self-esteem of the volunteer

One way of looking at the needs of the volunteer is through the concept 
of self-esteem. If someone feels good about themselves and the work 
that they are doing then they are likely to stay around, put more effort 
in, and create a good atmosphere in the workplace!

Self-esteem can be seen as a triangle, of what may seem to be  
contradictory concepts:

   

Belonging – a sense of »we«
Being part of a group / team / organisation – feeling that you connect  
with other people and are part of a collective effort. Fostering good team 
spirit and making volunteers feel that they BELONG in the organisation  
is very important here.

Uniqueness
Being special – the only one that can do what you can do. Volunteers 
should feel that they offer something that is special to the organisation – 
their work really matters and they are the best person for the job.  
As a volunteer manager this means encouraging individual development.

Power / effectiveness
Volunteers should feel that they have some influence in the organi-
sation – a sense that they are working on something that matters and 
makes a difference. Allow volunteers to make independent decisions: 
this might just be deciding what colour paper to print the newsletter on 
(allowing them to take pride in the end result), or it may be something 
more major (managing a whole project) – according to / depending on the 
know-how and skills of the volunteer.

A sense of belonging

A sense of power / effectivenessA sense of uniqueness 
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The way that projects / host projects 
empower volunteers depends upon 
the capabilities and needs of the indi- 
viduals. Integration of volunteers in 
projects / host projects is rewarded by 
a sense of giving back, seeing impact 
for which communication is the key, 
formal and informal recognition, 
social opportunities, learning new 
skills, forming incentives and other 
intangible benefits!

 · The project / host project needs to 
receive information about the type of 
programme (funded / self financed), 
sending organisation, the receiving 
organisation and the volunteer and 
the preparation of the volunteer.

 · A motivation letter from the volunteer 
including all relevant details about 
him- / herself, academic background, 
family details, country, language  
proficiency, health details, handicaps 
or any other specific characteristics / 
restrictions of the individual volunteer, 
allergies, expectations, willingness to 
work on the project, interests, dislikes, 
hobbies, skills, training. Pictures help!

 · Evaluation reports from the volunteers 
and the National Committee at the end 
of the year.

 · Good and organised interaction 
between the project / host project, 
National Committee, host family  
and the volunteer.

 · Rules and regulations from the send-
ing and receiving organisation  
regarding the volunteer, including 
»zero tolerance« rules.

 · Standards of conduct.
 · Change in project policy and proce-

dures, if introducing volunteering 
demands it.

 · Expectations of the volunteers from 
the National Committee and the  
entire experience of volunteering.

 · The project / host project should accept 
the willingness of the volunteer to 
work on the project.

 · The concept of extra hands to help in 
the project should be taken seriously. 

Needs and expectations of the project  
 

 · Explore and maximise the potentials  
of the volunteer. Match them to  
the needs of the project / host project.

 · Preparation for the cultural and  
social exchange.

 · Have a concept and understanding  
of troubleshooting, conflict resolution, 
areas of adjustments and adaptations. 
Please refer to the chapter »And if 
everyone is right?«. 

 · Involvement of the volunteers in  
all possible activities of the project.

 · Encourage support for the volunteer 
as he / she will support the project!

 · Trust in the volunteer is important.
 · Get involved in the free time of the 

volunteer whenever possible, as it 
establishes better friendship.

 · Conduct regular meetings and discus-
sions about project-related work.

 · An internal and external mentor is  
to be made available to address 
problems and to guide the volunteer.

 · Network with locals to help the  
volunteers to understand the culture 
and to help whenever possible.

 · Get a registration copy of the volunteer
 · Local administration should know 

there will be a foreigner coming to 
stay within the community. 

 · Ensure the work in the project match-
es the age, sex, skills and experience 
of the volunteer.

 · Try to bridge the gap between the 
volunteer and the culture.

 · The project / host project should be 
ready to receive the volunteer. 

 · To know the volunteer’s value and  
to make the necessary adjustments.

 
 

 · Guidelines on how to work with inter-
national volunteers. 

 · To know the rights of the volunteers.
 · Clarity of the aim, vision and mission 

of volunteering. 

Examples, guidelines, informations and  
templates can be found in the appendix.
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Needs and expectations of the staff

In assessing the projects’ / host projects’ needs for volunteers, it is also 
important to incorporate the needs of staff – they are the ones who will 
be working with volunteers and it is important that they don’t feel that 
volunteers are

 · replacing them, or
 · wasting their time.

Involving staff into the decision-making for hosting volunteers as far as 
possible and in needs’ assessment is therefore an important first step in 
preparing a volunteer programme. The willingness of the staff to receive 
international volunteers will raise the understanding, recognition and 
acceptance of the volunteer. Inform or train the staff about the concept 
of volunteerism, as well as basic knowledge and understanding of inter-
cultural exchange and learning. More awareness will bring more cooper-
ation and positive results for the volunteer and all stakeholders. 

Along with this, addressing the issue of culture shock is very important 
for the integration of all actors.

Ongoing support

Once the volunteers are settled in the project, they need continuous  
support to be productive and happy during the volunteering period.  
This is especially so since their position in the staff / project is a unique  
one and working with international volunteers is even more special,  
since you usually do not share the same cultural background and at  
the beginning you sometimes do not even share the same language. 

All projects / host projects can get support from the National Committees, 
such as information, conflict resolution, crisis management etc.

ICYE takes the support of volunteers very seriously. And in line with 
this, all ICYE committees try to give every volunteer a comprehensive 
pre-service training which prepares them to meet the challenges of their 
voluntary year and a new environment. During their exchange year,  
the hosting committee tries to offer the volunteers all the necessary sup-
port for them to effectively perform their roles and responsibilities within 
their projects. This is done through familiarising the volunteers with the 
project by providing information about the project such as the aims and 
goals. For example, the project’s goals could be to provide activities and 
rehabilitation for youth at risk, or education at primary school level,  
or sponsorship and mentoring the past primary, secondary and under-
graduate students or the alumni. 

After the first one or two months, the volunteers should know what  
their role and tasks in the project are and can now give feedback to  
the project about how they feel, and if there are challenges or issues  
that need to be addressed. 

Please find a guideline for feedback rules in the appendix.

Support, mentoring and evaluation
It is crucial for the project to be continuously monitoring the volunteer 
so that any problem that arises can be addressed at the earliest oppor tu- 
nity. There are two evaluations offered by ICYE, but the project can also 
have in-house evaluations, where the supervisor / internal mentor discuss-
es with the volunteers about their well-being, any problems / questions, 
not only regarding work as such but also the social integration of the 
volunteer in the project. There should be feedback meetings on a regular 
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basis once a month and if possible these should be at shorter intervals 
during the first three months, since these are usually the most difficult 
ones. Minutes of these meetings should be taken, to have a record  
for reference. 

Please find questionnaires for the supervisor / internal mentor  
to ask the volunteer in the appendix.

Illness, accidents
In a situation where the volunteer has an accident, or falls ill, the project 
should ensure he / she receives treatment immediately and also inform 
the ICYE National Committee and the host family, especially if he / she 
needs to be hospitalised. 

Homesickness and difficulties in adjusting to the new environment
The project needs to be aware that however excited the volunteer is  
to volunteer in the project, he / she is often confronted with a reality 
which is different from the dreams he / she had about it before coming.  
He / she might feel lonely, disorientated and homesick, this is quite  
natural, especially in the first half of the year. So the project needs to  
be able to support the volunteer emotionally and psychologically in any  
crisis situations as is described in the chapter »A ship sailing in the 
storm«. The supervisor must always keep the communication channels 
open so that the volunteer feels able to share any situations.  
It may also sometimes be necessary to support the volunteer on adminis-
trative issues, such as providing materials for work, necessary documen-
tation, logistical and financial support when required.

At the end of the service there should be a final evaluation talk between 
the contact person and the volunteer, if possible also reflecting the  
feedback of the colleagues the volunteer has been working with during 
the service. 

The project should prepare a report for ICYE during the mid-term and 
final evaluation, for them to be able to discuss with the volunteer and 
see ways to improve their stay for the rest of the period or for the next 
volunteers coming to the project. The report could be built around the 
following questions:

 · Does the volunteer report to work as expected?
 · Has the volunteer integrated into the work place? 
 · What do the colleagues think about the volunteer’s work?
 · Was the volunteer happy?
 · Has the volunteer learnt or attempted to learn the local language?
 · What does the community think about the volunteer’s work, support?
 · What has the volunteer brought to the project?
 · What do you think the volunteer has learnt from your project?
 · Based on this volunteer’s performance, would you host another  

volunteer in future?



 Everybody is having fun at 
home. And what about me? 
What am i  doing here?

yeah! great 
party!

new 
pics!

ding 
dong!

 Why did i come 
here? Maybe 
i should 
go
home …

Hey! How’s it going?
 Lousy. 
Glad you’re here!





… and then i 
thought: i give up! 
But i’m so glad i  
  stayed! Huh.

Maybe i 
can do it, 
too!?

Along the adventure 
Horizontal issues of  
volunteering
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Intercultural learning

Intercultural learning is an area of research, study and application of 
knowledge about cultures – their differences and similarities. On the one 
hand, it includes theories and academics and on the other hand, it com-
prises practical applications such as learning to communicate with people 
with various backgrounds, living with people from other countries,  
living in a different culture and the prospect of peace between different  
cultures and countries. 

Culture is very commonly defined as a way of life, a set of social  
practices, a system of beliefs, a shared history or a set of experiences.  
A culture may be synonymous with a country, or a region, or a  
nationality or it may also cross several countries or regions or may be 
synonymous with a religion. It is possible that a person may not  
belong to »only« one culture but to various cultures, which makes 
him / her a unique individual. Therefore, culture has become an instru-
ment for social interpretation and communicative action. 

Intercultural learning deepens the knowledge, understanding of and 
respect for other cultures. It also enables young people to learn more 
about their own culture, to deepen their cultural roots and to reaffirm 
their identity. More importantly, intercultural learning raises the aware-
ness of the need for international cooperation to tackle today’s global 
problems, focusing not only on others but on oneself as well. Many 
young people around the world aim to be global citizens. They dream  
of travelling across the globe, establishing relationships for social or  
business purposes. This leads to effective intercultural communication, 
which is a set of practices requiring knowledge, skills and attitudes,  
better thought of as competence.

Some of the attitudes and skills that make up competence include  
observing, identifying and recognising, comparing and contrasting,  
seeking its meaning by being sensitive to another culture, dealing  
with or tolerating a different perspective of an idea or an action,  
effectively interpreting the perceived meaning, limiting the possibility  
of misinterpretation and defending one’s own point of view while  
acknowledging the legitimacy of others and accepting the differences.

Intercultural learning applies to explicit visible issues, as well as less 
obvious and important ones, which are »below the surface«. It is a study 
that requires continuity and cannot really be achieved through isolated 
»one-off events«, but through lifelong learning. 

An international volunteer service, if well accompanied, can have a major 
impact on acquiring intercultural competences. Not only do the volun-
teers experience life in a very new and varied environment, but also get 
an idea of what it means to be in a foreign land.

Today, someone who identifies with being part of an emerging world 
community and whose actions contribute to building this community’s 
values and practices, identifies as a global citizen, meaning that he / she 
has a sense of belonging to a world community that grows from the 
roots of intercultural learning.

It is not a question of abandoning other identities such as allegiance to 
one’s country, ethnicity, or political beliefs. These traditional identities 
give meaning to their lives and will continue to help shape who they are. 
However, as a result of living in a globalised world, one finds that one 
has an added layer of responsibility – the WORLD.
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A ship sailing in the storm 
Crisis and risk management 

This chapter introduces the fundamental concepts, theories, strategies 
and skills needed to understand how to conduct an effective volunteer 
crisis intervention.

Crisis can be defined in several ways. It is a stressful life experience 
affecting the stability of an individual so that the ability to cope or even 
function may be seriously compromised or impaired. In any case, it 
influences and has consequences for people’s lives. Never mind whether 
the crisis is caused through a natural disaster, through the death of a 
loved one, through a violent personal experience or other. The common 
characteristic is that the situation exceeds the capacity of the individual 
or society to cope with it. Therefore a crisis often requires external aid. 
The special characteristics and circumstances of the situation causing the 
crisis are important for the capability of the individual or society to adapt. 
The consequences of a crisis can be expressed on a physical, psychologi-
cal, emotional, interpersonal and social level.

Assistance for volunteers in crisis

Effective psychological assistance at the right moment gives the volun-
teers a productive answer. Intervention may be immediate (first aid)  
or deferred (second instance). First aid covers the precipitating factor of  
the crisis (emotional or physical situations, see in »The adventure’s dynam-
ics«) and second aid covers the consequences of the traumatic event.

When an event develops into a crisis, there may be so many compound-
ing problems that crisis workers (may be the mentor) must intervene 
directly in a variety of areas. In principal, we can recognise the following 
factors (stress factors) that develop into a crisis:

 · The loss of emotional stability, e.g. emotional losses, somebody dies 
(you cannot resolve the problems with the resources that are available), 
lack of communication (sadness, hunger, unsafety, anger, inability)

 · Feeling in pain (I miss my family, my country, my friends, homesickness)
 · Illness and hospitalisation
 · Loss of items

Crisis in volunteering

When large numbers of people are affected at the same time by a crisis, 
intervention and help may be required. We can distinguish four kinds of 
crisis that may be faced by a volunteer and how to handle them.

Growth and development crisis Events in the normal flow of human 
growth and evolution whereby a dramatic change or shift occurs  
that produces abnormal responses. We have in our project / host project 
volunteers from eighteen to thirty years old, who could be in a develop-
mental and growth crisis, thinking about their studies, their relationships, 
peer pressure or their future.

Situational crisis Emerges with the occurrence of uncommon or  
extra ordinary events that cannot be controlled. It could be automobile  
accidents, kidnappings, rapes, sudden illness and death in their families.  
The key to differentiating a situational crisis from other crises is that  
a situational crisis is sudden, shocking, intense and often catastrophic. 

Existential crisis A moment at which an individual questions the very 
foundations of his / her life: whether his or her life has any meaning,  
purpose or value: Asking themselves »Am I sure that this is what I want?«

Natural disaster crisis Such a crisis may be the result of natural  
phenomena such as hurricanes, floods, tsunamis, earthquakes, volcanic 
eruptions, tornadoes, blizzards, mudslides or drought, famine and  
forest or grassland / brush fires. Intervention depends on the nature of  
the disaster and its consequences.

In order to understand the most common crisis or situations that may  
be considered as conflicts in our groups, details can be found below in 
the next chapter on conflict prevention:  

 · Problems concerning relationships
 · Conflict at workplace for various reasons
 · Volunteers have permanent health problems including  

emotional conflicts such as »cultural shock«
 · Visits of family or friends
 · Life between two continents
 · Food quantity – quality
 · Administrative issues with ICYE
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How to manage crisis 

It is very important when we work with volunteers, families and culture 
to see the systemic interactions that may occur between the family  
and community out in the field. There is great value in looking at crisis  
in their overall social and environmental settings – not simply as one  
individual being affected by others (Hardy, 1997; James & Gilliland, 2003, 
pp. 336 – 368).

 
»As crisis situations in international voluntary services can never be 
completely avoided, the development of a well-structured and successful 
emergency management is of great importance«2. It provides helpful 
instructions to all stakeholders involved to be prepared for diverse crisis 
situations, such as physical and mental problems, emotional stress,  
accidents, assaults, civil disturbances etc. and because of the importance 
of this, good preparation for crisis situations should be included in semi-
nars at the beginning of the process.

Instruction and training of volunteers on crisis
We need to enforce the importance of giving precautionary safety  
information to the volunteers and their families prior to departure  
from their home, at least broadly speaking; safety rules, discussion  
of fears and reflection on own attitudes towards the project / host  
project. Then when they have arrived they should know the safety  
rules and be accompanied to prevent or diminish cultural shock.

The minimal goal of crisis intervention in a project / host project is the 
resolution of the individual’s immediate crisis and restoration to at least 
the level of functioning that existed before the crisis period.

2 ivs-quality-toolkit.org/fileadmin/downloads/Loseblatt Mentoring.pdf

Common crisis interventions
 

Crisis situation Whom to contact

Common stress situation Handled by the internal mentor, may  
be communicated to the contact person  
of National Committee for advice.

Legal aid in case of  
criminal prosecution  
(e.g. arrest)

Contact the National Committee and / or  
embassy of volunteer’s home country.

Life-threatening illness, quick 
repatriation may be required 
for better medical treatment

Contact the National Committee.  
If you can’t reach anybody, contact the  
24h hotline of volunteer’s insurance. 
Decision on a quick return to home country 
for better treatment needs a medical report 
and clearance from insurance!

Outbreak of war, danger of 
civil wars or violent riots in the 
region, terrorist attack

Contact the National Committee and / or  
the embassy of volunteer’s home country  
for advice.

Natural disasters (e.g. flood, 
earthquake, volcanic eruption, 
landslide etc.)

Contact the National Committee and / or  
embassy of volunteer’s home country for 
advice in case the volunteer is affected.

Note 
The ICYE National Committees have their own crisis intervention steps!
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How to help and / or intervene in case of crisis

 1 Contact and engagement 
Get in touch with the emotional world of volunteers.

 2 Safety and comfort 
Provide physical and emotional comfort, create a safe situation.

 3 Stabilisation (if needed) 
Provide calmness and support.

 4 Opportune information 
Identify immediate needs and tailor psychological first aid intervention.

 5 Practical assistance and connection with social support 
Offer practical assistance in order to provide specific aid such as  
a new family, hospitalisation, get in touch with a special person or 
friends and community helping resources.

 6 Call the ICYE National Committee 
The National Committee decides if the parents should be informed.

 7 Continue with the steps for the emergency

Mid-term intervention

Personal  
characteristic of the  
people who help

How to do it 

Coolness Creating a stable and rational atmosphere provides a 
model for the volunteer in order to regain equilibrium 
in the situation (tenderness, quiet tone, gentle words)

Creativity and flexibility In order to adapt to the context (empathy)

Energy and improvisation 
(resiliency)

The volunteer needs support in an intensive situation 
(maybe we can get a friend or family nearby)

Quick mental reflexes In order to protect the volunteers injuring themselves 
(may be with cuts or pain-killers)

Assertiveness To reestablish calm and break down anxiety

Other Should be important: tenacity, courage, optimism,  
a realistic attitude, calmness under duress, objectivity,  
a strong and positive self-concept, and faith that 
human beings are strong, resilient, and capable of 
moving forward
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Post-crisis support

If the crisis is under control and does not require the preceding steps,  
the following measures should be taken: 

Establish a helping relationship 
The internal mentor (the person who was designed to be close to  
the emotional world of the volunteer) has to talk to the volunteer to  
ask what happened in order to understand the situation.

Assure safety 
Depending on the situation they need support, advice and counselling  
to calm things down.

Conduct an assessment 
The internal mentor should secure information about the factors or 
events that precipitated the crisis, the information will help in judging  
the gravity of the consequences.

Give support 
Take a look at what happened in his or her family and inside the organi-
sation. Support the person in daily life and establish what feelings  
may have induced a crisis situation or even a suicidal tendency and con-
sider hospitalisation.

Assist with action plans 
The internal mentor should help the volunteer to acquire cognitive 
understanding of the crisis before seeking a solution (Aguilera 1998, 
Gilliland and James, 1997, Hersh, 1985). 
Arrange for follow-up, maybe they need to consult a psychologist.
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And if everyone is right?  
Conflict prevention and resolution

Conflicts are »rather a social fact in which at least two parties are  
involved (individuals, groups, states) and which are based on differences 
of the social situations or differences of opinions, interests or needs of 
the parties involved.«3

It is a state of disharmony and tension. They can be about issues or 
about power. They can concern only the parties directly involved or they 
can spread and have influence on others. Although we feel negative 
about them and try to avoid having conflicts, they are part of life and a 
great source of learning. 

How conflicts manifest themselves

Conflicts
…  can be internal, targeting an individual without others knowing 

about it. 
Example: The lock of the toilet door does not close. The volunteer feels  
very uncomfortable about the situation but does not know whom to talk  
to or how to address the issue. 

…  can be open, in that the people involved are aware of it.  
Example: The volunteer did not turn up at the time agreed on several occa-
sions. He has been scolded for his behaviour and everybody in the project is 
aware of this problem. 

…  can be big or small. 
Example: The volunteer is sick frequently, especially after weekends.  
Although he / she has been told to inform the project immediately, he / she 
repeatedly does not do it. This unreliability creates anger and dissatisfaction 
and might even lead to the expulsion of the volunteer. 
Example: The volunteer is sick and stays at home for 2 days without inform-
ing the project. Being told that the project needs to be informed immedi-
ately he / she does so next time. 

3  see: Meyers, Reinhard: Begriff und Probleme des Friedens, Opladen 1994, S. 28

…  can develop quickly or slowly.  
Example: Due to language problems the contact person at the project  
feels insulted by the volunteer and yells at him / her. 
Example: The volunteer is quite unhappy in the project for understand- 
able reasons but thinks he / she has to face the challenges and so tries to 
cope with the situation. Three months before the end of the service  
he / she asks the National Committee to be changed to another project. 

…  can break out with high intensity or it can be lying underneath all  
our communication. 
Example: After having been criticised by the boss the volunteer posts on 
facebook: »Mr. X is a son of a …« This will escalate the situation instantly 
and might lead to serious consequences for the volunteer. 
Example: At the beginning of service the volunteer did not turn up for a 
special event for which the project had paid an entrance fee. Although the 
volunteer apologised and explained the circumstances, tension remained 
for the rest of the volunteer’s service.

The »iceberg« model 

This model shows what happens between two parties in conflict with  
each other. On the surface the conflict seems to be about a specific issue!  
Under the surface the relationship of the two is equally as significant!4

4   The model is inspired by Funk / Malarski. 
eu.trainerguide.eu/7-cooperation/c-handling-conflicts.aspx 13.11.2013
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Visible behaviour Occasion of the conflict
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Searching for / getting to the roots

Lying underneath what we recognise as a conflict are usually hurt feel-
ings. The conflict partners felt misunderstood, not respected, treated 
unjustly, disappointed etc. Yet we tend not to talk about these feelings. 
Maybe we do not know how to, we are afraid of losing our face or  
we think it’s not worth it. We might even forget about our original feel-
ing and instead keep on quarrelling about other issues. 

A conflict does not solve itself alone. If ignored, it tends to grow.

Whether the outcome of a conflict is seen as negative or positive mostly 
depends on the ability and willingness of the parties to recognise / iden tify 
and accept their feelings and those of the others. Only then can we  
talk about our needs: recognition, attention, justice and more. If we stop  
the blame game and instead try to describe what we felt, needed and 
understood and listen to what the other felt, needed and understood, 
can we try to put ourselves into the other’s shoes. Understanding and 
accepting oneself with our 
strengths and weaknesses is 
the key to understanding and 
accepting others.

Conflict in the context of  
a volunteering setting may  
occur between

 · volunteers
 · volunteer and project /  

host project or host family
 · staff members or  

members of the host family

Frequent causes of conflicts in a volunteering setting

Individual differences
The stakeholders may differ in terms of perception, attitudes, ideals, 
interest and aspirations. Due to these differences, the volunteering  
stakeholders may fail to adapt, leading to conflicts.

Cultural shock
Volunteers’ values and those of the host project / host family may differ as 
they come from different backgrounds (different religions, philosophies, 
education, language, standpoints, stereo-typing). 

It is vital that the parties are open-minded and curious to face the 
unexpected and learn new customs, perceptions and try to find a balance 
situation instead of insisting on the one and only way. Good dialogue 
and open communication will be helpful.

Cultural differences
Cultural habits, approach, behaviour may differ from one group or coun- 
try to another. But they are often based on the assumptions and preju-
dices we have about others. We tend to react to these instead of appre-
ciating the individual person. Assuming that all Latinos like to party and 
dance salsa, we do not even ask whether the Latin American volunteer 
likes it and feel irritated if this is not so. How we act and think in our 
everyday life is so normal / obvious to us, that we do not even imagine it 
being irritating or offending to others. For a French volunteer it will not 
be surprising to be greeted with kisses on the cheek while a Taiwanese 
may find it irritating and offending against common decency. Judging 
behaviour which irritates us instead of accommodating other customs 
may cause tension and lead to conflict.

Living conditions, food and work which the volunteer might not 
find conducive 
Many volunteers have so far only lived with their own family before  
starting their voluntary service. They may not have learned to take care of 
the daily family chores or to clean or cook for themselves.  
The living conditions may be less comfortable than they are used to and 
missing their familiar food and adapting to the uncommon food is a big 
issue for most volunteers.

It takes time to adapt and it helps to feel that they are understood 
and accepted. It might ease them to know that other volunteers before 
have gone through the same at the beginning.
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Safe situation
Being informed about his / her legal situation is essential for making  
the volunteer feel safe. Likewise unclarified legal or administrative  
matters, like visa, health security, pocket money can create a feeling of 
insecurity and threat. The project / host project and host family should 
have knowledge about the state of these issues and support the volun-
teer in pursuing the formalities as reliably and as fast as possible.

Language problems
Not understanding the people around you, feeling unsure whether  
you understand what they want from you and not being able to express 
yourself properly is a very big issue for every volunteer and an infinite 
source of misunderstandings and conflict. As in the case of an African 
volunteer who was convinced that her German colleagues were racists 
because they sang along when hearing English songs in the radio but  
refused to talk English to her. It took her months to realise that they 
knew the words of the song but felt incapable of talking in English.  
As far as language is concerned, we tend to guess and assume that  
what was said was understood. Especially if the volunteer has only a 
small language capacity he / she tends to answer »yes« if asked if  
he / she understood. It is advisable to let the volunteer repeat in his / her 
own words or gestures what was understood.

Health problems
Health is a very sensitive and individual topic. Health problems, although 
seemingly minor to others, might easily cause major stress to the individ-
ual. Especially being out of our comfort zone and in circumstances where 
our habitual guide, doctor and medicine are not available and not being 
familiar with the language and the local conditions. Getting advice and 
pressure from the worried parents back home and feeling misunderstood 
by the local people may cause an internal conflict or even with the sur-
rounding people. It frequently happens that volunteers are sick, especial-
ly at the beginning of service. 

It is advisable to inform the volunteer about the existing local health 
facilities right at the start of service. Make sure that language does not 
present an obstacle and that the volunteer will be advised, guided and 
accompanied if in need of medical attention.

Emotions
The distance from family and language barriers may cause strong feelings 
of loneliness, homesickness and frustration, especially during the first 
three months or towards the end of the volunteering period. The volun-
teer has to cope with his / her own emotions and with those of family  
and friends back home who miss him / her and might also have problems 
in adapting to the situation.

Awareness, understanding and empathy instead of pressure and 
condemnation will help the volunteer.

Family contact
Intense and continuous communication with friends and family can be a 
common cause for the volunteer not being able to integrate emotionally 
and mentally into life in the host country, because he / she stays in close 
connection with home. It might prevent building up relationships with 
project or host family members. 

Friends and family back home sometimes insist on staying in close 
contact. This can step up the pressure and create an internal conflict for 
the volunteer. It happens mostly in the first 3 to 5 months and after the 
visit of parents or relatives.

Again, awareness, understanding and empathy instead of pressure 
and condemnation will help the volunteer.

Family visits
Some families use the opportunity to visit their son or daughter during 
the volunteer year. This may definitely be enriching for the individuals, 
as well as for the understanding of the parents about what their daugh-
ter or son are experiencing. Yet it also bears the danger of putting the 
volunteer under emotional stress and reactivating feelings of discontent 
and homesickness.

In any case, family visits should be planned in consultation with  
the project / host project and host family, as well as with the hosting  
National Committee. It can be helpful to raise this issue with the volun-
teer before the visit.

Lack of effective communication
If the members of the project / host project or host family are not invol- 
ved in the decision-making to host a volunteer or not even well informed 
about the concept of volunteering, context, position, special needs or 
tasks of the volunteer, their expectations or attitude may be inadequate.
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If the volunteer does not have an assigned internal mentor or contact 
person or there is lack of clear communication between volunteer and 
the internal mentor / contact person, this may cause conflict.

All staff members working directly with the future volunteer should 
be involved in the decision to host, likewise all family members. All round 
communication is the key!

Poorly defined responsibilities
It often leads to dissatisfaction and lack of interest if volunteers are not 
given proper direction on what is expected in their daily activities as well 
as in the long-term. Explanations on how to accomplish the dedicated 
tasks have to be clear.

A profound initial training, frequent feedback talks as well as an 
approachable internal mentor are vital to avoid conflicts. 

Diverging interests / difference in goals 
The host project or the host family might demand behaviour at variance 
with personal wants and interests of the volunteer. Also this may lead  
to lack of interest in executing the work allotted or in focusing on the 
goals of the project if there are goal differences or if the volunteers’ 
rights are not respected.

Flexibility in adapting to the skills and interests of the individual 
volunteer inside the given scope of project / host project or host family is 
definitely necessary when hosting volunteers. Personal communication 
between the stakeholders is vital, as well as dedicating time and effort in 
order to come to a common ground.

Gap between expectation and delivery
Many volunteers come directly from school and have never been in a 
workplace before. It may be difficult for him / her to understand the new 
expectations, company culture and the workflow especially in the first 
three months. If the volunteer does not accomplish the assigned tasks it 
might be that he / she does not understand what is expected or the task 
may exceed or be beyond his / her ability.

Frequent feedback talks as well as an approachable internal mentor 
are vital to match the requirements of the project with the skills, interests 
and abilities of the volunteer. 

Competition / comparison
Volunteers may compete for recognition or even for power. They might 
think they know better than the people working in the project. They 
might compare themselves with fellow volunteers and feel that others 
are better off. Likewise members of the host family or project / host  
project might feel threatened through their presence and compete with 
the volunteer for attention or recognition.

It is important to have a clear and common understanding of the 
position of a volunteer in the staff and inside the organisation or family.  
It needs to be transparent to the volunteer. The people in charge should 
be aware of such situations, which should be sorted out as fast as possible.

Guidelines on how to prevent conflicts

Be respectful and sensitive in attitude, behaviour and speech
Conflicts make most of us feel angry. Being angry makes it difficult to be 
sensitive and to communicate in a respectful way. We face an additional 
challenge when people with different cultural backgrounds are involved, 
since behaviour that seems normal to the one might be perceived as  
offending by the other. So in an international context we need to be 
even more aware of our own approach and behaviour.

Be as clear as possible when explaining rules, regulations,  
ethics, dress, hierarchy and expectations of the project /  
host project or host family
The way we behave in our daily life, how we communicate by words  
and body language, existing unwritten rules in our project / host project 
or host family are self-evident to us. Not so for someone from outside.  
So try to be conscious about the obvious. If explaining, make sure that 
the other has understood what you intended to express. It is better to 
make him / her repeat in his / her own words what has been understood 
instead of asking: »Did you understand?« 

Approach a problem promptly
Do not accumulate difficult events or situations because they do not 
seem to be so relevant, because of lack of time or because it is unpleas-
ant to address them. Resentment will make you explode at the wrong 
time and in the wrong way.
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 · Find a suitable environment to  
facilitate talking: tranquility, privacy, 
and a neutral space.

 · Pay attention to non-verbal commu-
nication, e.g. look into the eyes when 
you talk.

 · Be aware of your body language:  
don’t express disdain or condemnation

 · Listen properly to the other when talk-
ing, instead of assuming you already 
know the argument.

 · Make sure you’ve understood the point 
of the other by repeating a phrase or 
speech. Even when speaking the same 
native language misunderstandings  
or misinterpretation occur frequently.  
Even more so in an international 
context and if there are language 
problems.

 · Take your time to answer and do not 
interrupt the other.

 · Make notes in order not to forget  
your point.

 · Talk about yourself instead of accusing 
your conflict partner.

 · Ask questions instead of trying to 
guess the thought, intention and feel-
ing of the other.

 · Tackle the problem instead of taking  
it personally. 

 · Focus on the issue that is addressed. 
 · Avoid improper criticism, negative 

comments, sarcasm or irony. This only 
responds to the desire to punish or 
humiliate another, is revenge and not 
a search for solutions.

 · Make a request not a demand, when 
talking about your needs.

 · Try to let the grudge go. We feel it 
should be the other person who takes 
the first step or apologises. This is 
often the main obstacle to solving a 
conflict. Letting it go, relieves us  
of a burden and can open up new  
perspectives for solving the problem. 

 · Put yourself into the other person’s 
shoes. Understanding the point of view 
and the needs of our conflict partner, 
makes it is easier to appreciate the 
why and the wherefore of the other  
person’s behaviour and to find a  
common agreement. 

 · Accept your share of responsibility.  
Don’t throw all the blame on the other.

 · Express what you like about the other. 
Highlight what you agree on or where 
you think in the same way. 

 · Agree on what everyone can do to im-
prove things, if appropriate in writing.

 · Look for help if you are stuck. 
Especially if the situation is very emo-
tional, it is advisable to get somebody 
impartial involved. This can be some-
one from inside or outside the project 
(supervisor, director, a colleague or  
the National Committee). Depending 
on the situation it may even be useful 
to include the sending committee. 

 · Not every conflict must have a  
»happy end«. A conflict is a signal and 
can prompt us to review and clarify  
a situation. The outcome should be a 
better understanding and enable us  
to improve the situation. This can 
mean a separation of project / host 
project  / host family and volunteer.

Guidelines for dealing with the conflict Formal procedure in case of »aggravation«

 · Clear and recorded communication within the parties, 
 · Involve the regional coordinator / mentor and National Commit-

tee in writing, 
 · If no solution is found, the sending and receiving committees 

should make a joint decision.

Some disadvantages of not resolving conflicts effectively

 · Conflicting goals can quickly turn into personal dislike and  
the breakdown of the volunteering partnership.

 · The volunteer may experience stress which manifests itself  
physically in the form of frequent illness.

 · Psychological effects among the parties such as anxiety,  
depression and insecurity.

 · Damaged volunteer working / living relationships.
 · Talent is wasted as people disengage from their volunteer work. 
 · The enthusiasm and passion of volunteerism and support may  

be watered down.
 · Violent outbursts may occur.

Some benefits of resolving conflict successfully

Increased understanding 
Having discussed and resolved a conflict expands everyone’s awareness 
of the situation, giving an insight into how goals can be achieved  
without undermining those of other parties in the volunteering process.

Increased group cohesion 
When conflict is resolved effectively, parties develop stronger mutual 
respect and a renewed faith in their ability to work together.

Improved self-knowledge 
Conflict pushes individuals to examine their goals in close detail,  
helping them to understand the things that are most important to  
them, sharpening their focus, and enhancing their effectiveness.
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Prevention always includes intervention  
Vulnerable target groups 

Vulnerability can be defined5 as being:

 · Susceptible to physical or emotional injury.
 · Open to or defenceless against criticism or moral attacks. 
 · Susceptible to temptation, persuasion, censorship, seduction etc. 
 · Depending on others to meet the most basic needs.
 · Unable to express or defend oneself properly.

All this applies to the main target groups ICYE volunteers are working 
with worldwide, namely children and young adults, persons with disabili-
ties and elderly people.

Working with people who are especially vulnerable requires a  
high amount of sensitivity, awareness, understanding and self-reflection 
as well as specific knowledge about the target groups.

We, the Editorial Team of this guidebook, decided to highlight some 
aspects about these groups in the handbook with the aim of sharing 
ethical aspects, raising awareness and improving the quality of our goals 
and work. We hope to initiate discussion and encourage all stakehold-
ers in the ICYE network to discuss and develop reliable and mandatory 
standards and regulations concerning the mentioned groups and topics 
and to include them in the vision and mission statement of their organi-
sations and projects!

Child protection

Why a chapter on child protection?
An initial impetus to deal with this issue in the network of ICYE came 
from ICYE Germany, ICJA.

In 2011, it was revealed that a well known German non-govern- 
mental organisation working in Haiti after the earthquake in 2010 was  
a group of organised paedophiles. Furthermore, in the years 2010 – 2012 
mostly male victims of sexual abuse broke their silence. It became pub- 
licly known that in many German schools, boarding schools and institu- 

5  see: www.thefreedictionary.com/vulnerable 09.11.2013

tions, both clerical and otherwise, boys of all ages had been sexually 
misused by members of the educational staff for months, years and even 
decades. Educators with excellent reputations had been amongst the 
leading perpetrators. 

This is not a topic unique for Germany. Girls and boys are at risk of 
ill-treatment, violence, abuse, exploitation and sexual violence at any 
time in every country worldwide. »Violence against children cuts across 
boundaries of culture, class, education, income and ethnic origin and 
occurs in many different settings. Some of it is allowed by national laws 
and may be rooted in cultural, economic and social practices. This has 
devastating consequences for children’s health and well-being.«6 Some-
times it is revealed and scandalised only in most cases to be »forgotten« 
and left without consequences.

 
A high percentage of ICYE volunteers worldwide are working with  
children7 and young adults. Depending on the circumstances, children 
and young adults alike8 need due to their »physical and mental im ma-
turity, (...) special safeguards and care.«9 They usually do not have a  
lobby and cannot express or defend themselves and thus are powerless.

Being especially vulnerable makes them possible victims of emotional, 
physical and sexual harassment, exploitation, abuse and neglect. There-
fore those working with them should be especially sensitive, aware and 
caring about their clients in order »to protect the child from all forms of 
physical or mental violence, injury or abuse, neglect or negligent treat-
ment, maltreatment or exploitation, including sexual abuse« as stated in 
Article 19 of the UN Convention on the Rights of the Child. 

6  www.unicef.org/violencestudy/whythestudy.html 08.11.2013
7   according to Article 1 of the UN Convention on the Rights of the Child, »a child 

means every human being below the age of 18 years unless under the law applicable 
to the child, majority is attained earlier.«, see:  www.unicef-irc.org/portfolios/crc.html  
09.11.2013

8  For instance if they were being traumatised.
9   See: UN Convention on the Rights of the Child  

Adopted and opened for signature, ratification and accession by General  
Assembly Resolution 44 / 25 of 20 November 1989, entry into force 2 September 1990,  
in accordance with Article 49
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Some examples of ill-treatment children are exposed to

Mental or psychological violence 
If the physical and emotional needs and wishes of a child are neglected 
or ignored as a means of education, disciplining or punishment. If the 
child is being humiliated and / or offended by words, gestures or actions. 
If the child is (mis)used to punish the partner or others. 

Physical violence 
Being threatened, pushed by purpose, beaten or caned, being forced  
to eat beyond hunger or not receiving food or withholding adequate 
medical treatment as a means of punishment, out of abuse of power  
or arbitrariness.

Sexual violence 
Sexual remarks about one’s body, having to kiss someone, being looked 
at or touched on any part of the body with open or hidden sexual inten-
tion, being exposed to / used for pornographic photos or films, being 
forced to watch or to commit sexual actions on others, being forced to 
sexual intercourse. 

Exploitation 
Child labour, child prostitution. 

Children’s rights are universal! 
Irrespective of different approaches and opinions about the  
upbringing of children in people’s minds or social practice in  
different corners of the world! 

To be able to protect and support children and young adults  
according to their needs and rights, we need knowledge about:  
Children’s rights – how to recognise and understand the signals  
given by the victims seeking support – specific knowledge of the  
consequences of corporal punishment and child sexual abuse –  
strategies of perpetrators and how to recognise them and prevent 
abuse – abuse in institutions – legal situation in the country –  
cooperation with information centres or organisations working  
on these topics in the country or region.

Some information on sexual abuse of children

Types of abuse most commonly identified10

forced sex 32 %
coerced sex 54 %
kissing  41 %
touching  54 %
verbal abuse  65 % 

Verbal harassment is often not even recognised as such, but is 
disguised in seemingly innocent remarks or jokes or expressed as  
approval or compliment. Being exposed to it can undermine the  
self-esteem of the child.

Physical harassment like being touched is often disguised as happening 
unintentionally or necessarily, for instance when giving assistance in sports. 
It is often trivialised or regarded / declared as a necessary and / or unavoid-
able punishment. 

Sexual abuse generally includes emotional and / or physical violence.  
The person uses power or authority over a child, or inducements such  
as money or special attention.11 In most cases the perpetrator comes 
from the social environment of the child and is known to the victim.  
It is someone the child is supposed to trust, like a father, uncle, friend, 
schoolmate, teacher or employee. To an overwhelming percentage,  
sexual perpetrators are adult men. Yet to some extent they are also  
women or peers. Sexual abuse does not happen coincidently but is  
usually planned strategically by the perpetrator. In most cases it is the  
victim and not the perpetrator who feels ashamed and guilty and  
does not dare to reveal it to others. On average, a child has to tell six 
adults about the sexual abuse until the seventh will believe her or him.12 

10  www.un.org/en/pseataskforce/docs/no_one_to_turn_under_reporting_of_child_sea_
by_aid_workers.pdf 08.11.2013 
source: 38 focus group discussions across Southern Sudan, Cote d’Ivoire and Haiti

11  civickinder.org.au/wp-content/uploads/2012/07/Child-Safe-Environment-Policy.pdf 
08.11.2013

12 www.wildwasser-darmstadt.de/docs/themen_verantwortung.pdf 08.11.2013
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Paedophiles, who’s primary or exclusive sexual interest is towards prepu-
bescent children13, mostly work at places where they have easy access 
to their victims, like schools and kindergarten and are often very sympa-
thetic, caring and committed colleagues, respected and liked by those 
around them. Usually they are very well organised in networks.

General and specific remarks about child protection and how it  
is related to international volunteers in projects and institutions
»According to the UN Convention on the Rights of the Child the  
rights of girls and boys are to be incorporated on an institutional level.  
It is advisable to explicitly incorporate the right to privacy of girls and 
boys, the right to immediate support in case of emergency and security 
against acts of cruelty and exploitation within the institution’s guiding 
principles. For the purpose of the right to participation the opportunity 
to equivalently play a part in the commission must be provided to elected 
representatives of the children, youths or young adults.«14

Although knowledge about and management of child protection  
should be a substantial part of all training of everyone and especially of 
all professions working with children, it is still not common. Worldwide 
child protection policies in projects and institutions working with this 
target group are seldom implemented. 

The first step towards developing a child protection policy in institutions 
is to view children as independent personalities with a dignity of their own. 
To accept, respect and listen to them and to develop / establish a »culture 
of mindfulness« inside the institution.15 An ethical code, whistle-blowing 
procedures, complaints’ procedures and volunteer policies should be 
developed and installed in the project. Likewise a certificate of good 
conduct, which is normally issued by the criminal investigation depart-
ment and renewable on an annual base, should be a must for everyone 
working with children. In order to be able to instruct, advice and 

13   en.wikipedia.org/wiki/Pedophilia 09.11.2013
14   Ursula Enders (2012): Schutz vor sexuellem Missbrauch in Institutionen.  

Ein Handbuch für die Praxis. Köln
15   ECPAT Deutschland e.V. / aej / Venro (2012): Aktiver Kindesschutz konkret.  

Schulungsmaterial für Organisationen in der Entwicklungszusammenarbeit  
und Humanitären Hilfe. Deutschland

supervise the volunteers in their work with children and young people 
properly, a high level of consciousness and professionalism / knowledge  
of the staff and the contact person at the project / host project is needed. 
Please see appendix for examples.

International volunteers need special guidance from the projects /  
host projects since they are mostly untrained young people from another  
country, who are not acquainted with the local circumstances, the 
local culture and do not speak the language. In addition to the training 
ICYE provides for the volunteers, they should get profound instruction 
concerning development and needs of children and the local culture and 
customs concerning social interaction between age groups. The volun-
teers should be informed about the ethical code and compulsory rules of 
the project, for instance concerning body contact.

They should know whom to ask and to refer to in case of suspicion  
or insecurity about behaviour of children, himself / herself, colleagues or 
other persons. Contact to local or regional organisations working  
with this topic should exist and regular education and training should be 
compulsory for staff members. The international volunteers should also 
have knowledge about these organisations and how to get into contact 
with them.16

16   In many countries there are local NGOs working in the field of child protection,  
as for instance, »Wildwasser« in Germany or »RapCan« in South Africa. They can  
be consulted and can provide materials and support. Another possibility is to con-
sult projects or organisations who have already installed a child protection policy  
as for instance »civic kindergarten« in Australia: civickinder.org.au/ 
wp-content/uploads/2012/07/Child-Safe-Environment-Policy.pdf 08.11.2013 
Also worldwide working NGOs like »Save the children« can be contacted  
for support, information or in order to get contact to local organisations: 
www.childsafe.org.au/childsafe-poster 08.11.2013
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Working with the elderly

»A demographic revolution is underway throughout the world.  
Today, world-wide, there are around 600 million persons aged 60 years 
and over; this total will double by 2025 and will reach virtually two  
billion by 2050 – the vast majority of them in the developing world.«17

Number of people aged 60 and over18

Getting old includes loosing capabilities, needing help, being in need 
of care, being dependent, not being able to express oneself properly, 
depending on the individual and to different extents. Being confronted 
with vulnerability may evoke empathy but also contempt!

Old people are not always easy to handle, they sometimes behave  
stubbornly / idiosyncratically or seem childish and for various reasons  
do not cooperate with those who want to help or support them. 

17  www.who.int/ageing/events/idop_rationale/en 08.11.2013
18 Source: www.who.int/ageing/events/idop_rationale/en 08.11.2013
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Often the circumstances are not favourable, neither for the old people 
nor for those working with them, because of lack of personnel and / or 
financial resources, time, training and knowledge. This makes it difficult 
for those working with elderly people. It needs a lot of patience, love  
and understanding, despite existing work pressure.

So contrary to prevailing social norms, old people are often in danger  
of becoming victims of emotional, physical and sexual harassment,  
exploitation, abuse and negligence. Worldwide »around 4 to 6% of  
elderly people have experienced some form of maltreatment at home.«19 
These figures may not seem very high, but since many countries are 
rapidly aging it is more than likely that abuse of elder people will increase. 
Verbal, mental, physical and sexual abuse does not only happen at home 
in the families but also in homes and projects that are meant to take  
care of old people. 

It is the responsibility of institutions supporting, or looking after,  
the elderly to put in place structures and systems that will protect them 
from abuse. The project should ensure that all the caregivers are trained 
and understand the importance of handling the old people with care  
and respect, at the same time educating them about the signs of abuse.  
The supervisor should look out for signs of abuse, for example bruises  
or pressure marks, bed sores, and poor hygiene, unusual weight loss, 
withdrawal from normal activities, anxiety etc. and intervene. 

19  www.un.org/en/events/elderabuse 08.11.2013 
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International perspective on the rights of disabled people

Disability results from the interaction between persons if impairments, 
attitudinal and/or environmental barriers hinder their full and effective 
participation in society on an equal basis with others. People with disabil-
ities continuously face barriers in their participation as equal members of 
society. Individuals have equal rights and all practitioners need to ensure 
that the persons with disabilities are protected in all areas of life!

All organisations are required to promote, protect, and ensure the full  
enjoyment of human rights by persons with disabilities and ensure that 
they enjoy full equality under law. It is important that people move 
away from viewing people with disabilities as objects of charity, medical 
treatment and social protection, towards viewing them as full and equal 
members of society, with human rights.

There are eight guiding principles that are  
important when considering these special people:

 1 Respect for inherent dignity, individual autonomy,  
including the freedom to make one’s own choices,  
and independence of persons

 2 Non-discrimination
 3 Full and effective participation and inclusion in society
 4 Respect for difference and acceptance of persons with 

disabilities as part of human diversity and humanity
 5 Equality of opportunity
 6 Accessibility
 7 Equality between men and women
 8 Respect for the evolving capacities of children with  

disabilities and respect for the right of children with  
disabilities to preserve their identities

The elderly and disabled persons as well as their relatives should  
be counselled and informed about their rights and existing emergency  
policy and in case of abuse it should be reported to the authorities.  
It is vital that we start being aware, develop and install protection  
measures and emergency policies (just like child protection policies)  
also for elderly and disabled people and that we need to support the 
volunteers in their work with elderly people.

Look! They’ve  
  hatched!!!

… so i said: “Well, 
  it’s still here!”

Yes! My first joke in  
a foreign language!

HAHA
HAHA

HAHA





Thanks for everything!  
Wish I could stay longer!

Same here!
Bye!

departure

Appendix
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Examples

Vision and mission of a project 
San Jose Municipal Foundation, Quito, Ecuador

Guagua Quinde Project
A social project supported by local government public policies for the 
promotion and restoration of rights, prevention of abuse and compre-
hensive protection for children / girls and adolescents with street life 
experience in Quito, Ecuador.

Purpose
During the years 1950 – 1960, the authorities in Ecuador did very little to 
ease the situation of the vulnerable. Different groups of people emerged 
trying to provide social support through volunteers and committees who 
are primarily concerned with the care and protection of children and the 
elderly people. 

Strategic focus: Mission, values and policies
The San Jose Municipal Foundation is part of an eminently political social 
inclusion programme. It intervenes by taking social action, in strict obser-
vance of the ethical code of human rights. Local government is trying  
to implement actions involving the state, civil society and families seeking 
to improve their lives holistically.

In 2000, the Metropolitan Mayor Paco Moncayo inaugurated the 
Metropolitan Health Directorate (Ex Municipal Department of Health) 
which brings together health entities functioning as trustees in the north, 
south and centre of the city, »administrative space called Chairman of 
the Board«, a foundation that holds the name of San Jose Municipal,  
impact and implement projects aimed at people in vulnerable situations 
and high risk socially. Since its inception the foundation welcomed 
vulnerable groups who were primarily cared for by the trustees of Social 
Amparo i.e. children and elderly. Currently through the implementation 
of increasingly specialised programmes and projects and inclusive vision, 
Guagua Quinde serves to protect the rights of those parts of the popula-
tion who are vulnerable and at high risk.

Municipal Policy Social Inclusion

Elimination of child labour
 · Promote the progressive reduction in numbers of children and  

adolescents living on the streets
 · Children and adolescents return and remain in the school system  

(Guagua Quinde is an important project that works with them and  
has received many volunteers who help with its work)

Inclusion for youth
 · Social inclusion of young people from the arts
 · Enhancing the experience of Metropolitan Home Youths
 · Citizen participation

Gender
 · Applying a gender perspective in all programmes
 · A city safe for women

Life of dignity for older adults
 · Promotion of the principle of active citizenship / inclusive city
 · Extension service and continuous improvement

Dignified life for people with disabilities
 · Inclusive public spaces
 · Implementation of specialised services
 · Active citizenship

An important point of the foundation is to support participation in  
the formulation and implementation of public policies with active citizen 
participation, generating action through their projects.
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Vision
»Solidary and inclusive Quito for people and groups who are vulnera- 
ble and at high risk, who are recognised as having rights to equal oppor-
tunities and who are actors of the present and future of the city and  
their own lives«.

Mission
»Integral development of protective actions for persons and groups who 
are vulnerable and at high risk, based on an approach to further restitu-
tion and fulfillment of rights, providing the highest level of quality and 
warmth in delivery of services«. This is achieved through projects with 
high social impact. To do this, permanent consensus processes with civil 
society and local government are imperative. Likewise, the foundation’s 
institutional learning experience contributes to the implementation of 
the municipal social policy.

Mission statement of a project 
Brother Beausang Catholic Education Centre,  
Nairobi, Kenya

Mission statement
Brother Beausang Catholic Education Centre is an inclusive catholic day 
school, faithful to the vision of Edmund Rice, serving the needs of young 
men and women from Embulbul and surrounding areas.

We welcome students of all tribes, cultures and religions from neighbour-
ing communities, especially those who might not otherwise be able to 
access secondary education due to personal circumstances. Because of 
this we aim to keep our fees as low as possible and actively seek sponsor-
ships for financial support.

We engage the hearts and minds of young men and women.  
At the heart of the centre is the belief that good teaching and learning 
empower the individual to strive for excellence in all aspects of his or  
her life. Therefore we strive to offer the best education possible for all 
our students.

We aim to ensure that students with special needs will be provided with 
appropriate educational opportunity, in partnership with families so that 
students can develop their skills and be prepared to accept the challenge 
of meaningful participation in society.

We strive to live justly in all our activities in a spirit of compassion  
and understanding. We seek to live in the right relationship with God,  
ourselves, our neighbour and indeed with all creation.
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Weekly work plan Rules and regulations 
Concerning child protection

Rules and regulations should be developed with all stakeholders inside 
the organisation including the children. They should be adapted accord-
ing to the specific necessities and conditions of the project. The principles 
should not be worded as strict prohibitions, but they should be phrased 
as a positive voluntary agreement and self-commitment of the institution 
and they should be demonstrated by examples close to everyday life.20 

Every full-time, part-time and voluntary staff member is obliged:

 · To respect individual and cultural boundaries of shame, and the right to  
(sexual) self-determination of girls and boys

 · Not to lock rooms, in which staff stays with youths or young adults, so that 
doors can be opened at all times by third parties

 · To agree and communicate with the team on preference or disadvantage, 
reward or punishment (e.g. special arrangements, gifts, transfer and compen-
sation of private services to youths and young adults); to communicate within 
the team the receipt of money or gifts from children, youths and their families

 · To avoid all actions of a sexual character (e.g. kissing, touching of chest and /  
or genital area) and also sexual speech (e.g. sexually toned nicknames or sexist 
»jokes«) when in contact with girls and boys

 · To avoid verbal aggression and sexual devaluation

 · To avoid body contact without clear professional indication

 · To inform the team about unintentional contact of girls’ or boys’ chest or  
genital area (entry into the team register!)

 · Not to wear clothes that contribute to a sexualization of the atmosphere  
(e.g. provocative clothes, that show too much skin or outlines genital areas)

 · To avoid the support of border-violating and violent contact and / or a sexual-
ised atmosphere between children, youths and young adults

 · To follow and respect the laws of the country or region with regard to regula-
tions in dealing with children and youths

 · To name offences and violations of colleagues against these regulations within 
the team and report violations to the facility’s management or an external 
expert service, and reflect on possibilities for further action

20   www.zartbitter.de/.../6020_praevention_von_sexuellem_missbrauch_in_  
institutionen.pdf 08.11.2013
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Commitment for staff members / ethical code 
Concerning child protection

Intended as proposal and set of building blocks from which every organi-
sation can take the parts that are useful and appropriate for them.

 1 I respect the identity and dignity of my fellow human beings, their cultural 
and individual perceptions of boundaries.  

 2 My work with the girls and boys, young women and young men entrusted 
to my care is shaped by respect and trust. I respect their rights and their 
dignity and will make an effort to support them in their development 
towards self-dependent and socially competent personalities. I respect and 
protect their right to self-determination and encourage them to effectively 
advocate their right to mental and physical inviolability and their right to 
receive help.  

 3 I handle closeness and distance with care and responsibility and build the 
relationships transparently. I respect the private sphere and the personal 
boundaries of modesty of the girls and boys, young women and young men 
entrusted to me. I also respect this when dealing with media, particularly 
regarding photos and the use of mobile phones and internet. 

 4 I am aware of my function as a role model for the children and youths in 
my care. My actions in my role as figure of authority are plausible and hon-
est. I do not exploit dependencies. 

 5 I commit myself to always presenting myself correctly and taking care not 
to wear clothing that would contribute to a sexualisation of the atmos-
phere. I also act responsibly regarding my use of alcohol and tobacco and 
do not allow any kind of addictive behaviour to influence my work.  

 6 I am aware at all times that no circumstance and no behaviour of a girl or 
boy would justify or excuse a sexual address, sexual harassment or even 
worse, severe sexual assaults. 

 7 I commit myself to not beginning sexual relationships with children and 
youths, even if they might not be in violation of the law. This includes inti-
mate relationships with young adults who are over 18. 

 8 I promise to never physically, emotionally or sexually abuse or exploit a 
child / youth, particularly to never carry out sexual acts, to request these or 
to expose any child / youth to pornographic materials.  

 9 I commit myself to respect the private sphere in shared living and work 
spaces (e.g. knocking before entering the children’s rooms, no invasion of 
privacy). I will take care that any rooms in which I am on my own with  
the young people entrusted to me are not locked, so that they can leave 
the room at any time.  

 10 I will make an effort to avoid any kind of violation of personal boundaries, 
to pay attention to violations carried out by others and to not ignore these. 
I commit myself to doing everything in my power so that nobody emo-
tionally, physically or sexually abuses the girls and boys, young women and 
young men in my care.  

 11 I commit myself in general to avoiding discrimination, violent and sexist  
behaviour, in word and deed, and to actively taking a stand against any 
such behaviour that I witness.  

 12 I will take a stand for the protection of the girls and boys, young women 
and young men if any persons working with children and youth commit 
sexually abusive or physically violent acts. I will also intervene when those  
in my care attack others in the same way. 

 13 I will listen when a child or youth wants to communicate to me that he / she 
experienced or still experiences emotional, physical or sexual violence.  
I am aware that emotional, physical and sexual violence is predominantly 
carried out by male perpetrators, but also by female ones. I am also aware 
that girls as well as boys can be victims.  

 14 I participated in an x-hour training session about child protection, organ-
ised by my organisation / the organisation responsible for my project. I will 
take any violations against this commitment seriously, particularly any  
contact between adults and young people that seems conspicuous. I am 
aware of the limits of my capacity to act, and will request professional sup-
port in case of suspected danger to the wellbeing of a child / youth. 

 15 I know the procedure and the respective (first) contact persons for my 
workplace / institution. I know where I can get advice or if necessary get 
support and help with investigation, and will make use of this. 
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Phase 1
Information / application
Host project descriptions: Update infor-
mation about host project situation, e.g. 
staff members, contact person and tutor. 
Description of the host project: details 
of the organisation, a brief history and 
introduction of the nature of the  
HO, the target group, location with google 
map, proximity to host family and a 
general description of the work assigned 
to volunteers.
Participants HP – HO

Report on special needs: Special require-
ments of volunteers for specific target 
groups and the intake of foreign volun-
teers, e.g. number of volunteers accredit-
ed vs needed, special skills etc.
Report on specialisation: Matching of 
volunteers by the HO to the HP according 
to their skills, training and knowledge.
Participants HP – HO

Realistic and task focused project  
description. 
Participants HP – HO

Guidelines

Outline of the six phases of a one-year-voluntary- 
service from an administrative perspective

A voluntary service year can generally be divided into six phases.  
In each phase there are certain administrative tasks to be done21.

Participants of the phases
V: Volunteer
HP: Host project
HO: Host organisation
SO: Sending organisation

21  ICJA e.V. 2012: Working and dialoguing together, Quality development at ICJA e.V. 
and its partners worldwide.

Phase 2
Preparation / confirmation
The HO has to send the volunteers’  
application to the HP according to  
the needs of each project.
Participants HP – HO

Confirmation to the host projects:  
Number of volunteers expected, profiles 
of the volunteers, dates of volunteering.
Brief introduction to the manual / guide-
lines for projects from the host organi-
sation in order to create consistency and 
transparency, clarity regarding roles and 
responsibilities, rules and regulations for 
the volunteers and insurance service of 
the volunteers.
Participants HP – HO

Confirmation of agreement of special 
needs, e.g. vegetarian, vacation time, 
allergies, medication etc.
Participants HP – HO

Confirmation of dates of arrival,  
host situation, dates of orientation camp, 
reporting date at the HP. 
Participants HP – HO

Contact details of staff members of ICYE 
HO and HP.  
Detailed information is required.
Participants HP – HO

Phase 3
Orientation phase
Contact details for ICYE HO staff  
members (mentor):  
Detailed information is required.
Participants HP – HO

Introduction of the volunteer to the  
HP staff members.
Participants HP – V

The calendar of events of the HP for  
the current year.  
A list of public holidays and special  
days will be helpful! 
Participants HP – HO – V

Orientation in conflict and crisis reso-
lution. All stakeholders have different  
duties in case of conflicts. For the  
projects / host projects please refer to  
the section »Along the adventure«.  
The National Committees have their  
own manual.
Participants HP – HO – SO
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Phase 4
Voluntary service
General information about the volunteer’s 
life in the HP, at least three times per year 
(phone call, mail, skype, project visit etc.) 
informal meetings at convenient venues, 
availability of feedback forms / reflection 
tools and reports.
Participants HP – HO – V

Information on critical situations requiring 
HO intervention e.g. change of host  
family / situation, health problems,  
accidents, abuse, bad news from back 
home etc.
Participants HP – HO – V

Last day working and return flight. 
Participants HP – HO – V

Phase 5
Evaluation and pre-return
Final evaluation and brief report:  
Forward to the sending organisation  
if required.
Participants HP – HO – V – SO

Evaluation results from seminars,  
brief reports of reflection and feedback  
of volunteers / host organisation /  
host project.
Participants HP – HO

Details of returning flights.  
Changes if required.
Participants HP – HO – V

Certification of voluntary service from  
HO and HP
Participants HP – HO – V

Phase 6
After return
Evaluation of the volunteering year  
and results of the after-return seminar.
Participants SO – HO

If SO requests, HP to send a  
detailed report of the volunteering year.
Participants HP – HO – V

Orientation session and  
example for a day-work-plan

In order to make this guideline as clear as possible we have used  
the following example:

Imagine you have a new volunteer in your project.  
She is a German girl without any experience taking care of children.
It would be really useful and motivating to welcome her with clear  
instruction on the work, like for example:
»Welcome Patricia, I hope you get used to the children between one  
and two years with whom you will be working. Your work will start  
at 8 and will be until one o’clock. Then you have an hour’s lunch after 
which you continue until 4 o’clock.«

An orientation session will try to impart four things to new volunteers:

What to do 
What is expected of them as new volunteers?  
What will their responsibilities be?

How to do it 
You can tell someone to »pour cement for the porch«, but if you don’t 
explain how to do it, things will likely be very messy indeed. Explaining 
how volunteers can best accomplish their tasks is the crux of training, 
and will probably take up the largest chunk of time.

What not to do 
Are there certain things volunteers are not allowed to do? For example, 
should they not talk about clients, for the sake of confidentiality?  
Are there situations in which they should automatically call for staff back-
up? Training should make a volunteer’s (and the agency’s) limits very clear.

What to do in an emergency 
If the volunteers had an orientation session before training began,  
they will have already heard this information, but it’s worth going over  
it again. The location of the first aid kit (and possibly some first aid  
techniques as well) should be known by everyone, as well as what to  
do in case of a fire or a severe storm.
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Time Activity What to do What not to do How to do it What to do  
in an emergency

8:00 Welcome the children, check how  
they arrive and check if they have food 
for the day

Be polite to the parents
Be punctual

Be late
Pay attention to one child only

Ask parents if the child has everything or 
if there is something special you need to 
know, e.g. medicine, diarrhoea, an injury

Ask the person  
responsible for the area

8:30 Go to the classes depen ding on the  
age and help the teachers with the 
activities that are planned for the day

Follow the daily plan of the teacher Intervene without asking the 
teacher

Talk to the teacher about the weekly plan Ask the person  
responsible for the area

10:00 Help the children to eat some fruit Organise the dynamics with the  
teacher team

Give food to one child The volunteer has to give back up  
and help

Ask the person  
responsible for the area

10:30 Continue working with the teachers
Help prepare material

Ask the teacher for the existing material to 
be elaborated according to requirements

Get any material without asking  
the teacher

With the coordination of the  
teacher responsible

Ask the person  
responsible for the area

12:00 Take the children to the dining room Coordinate with the teacher to take all  
the children in order

Try to do it by yourself
Stay alone with a child

Place each child in its place and give  
them their meals

Ask the person  
responsible for the area

12:10 Be with the children while  
they are eating

Organise the dynamics with the  
teacher team

Give food to one child The volunteer has to back up and help Ask the person  
responsible for the area

12:30 Eat lunch Take some children with you
Take more time

Eat near where the children are, so you 
can be aware in case of emergency

Ask the person  
responsible for the area

13:00 Take them to sleep Prepare a nice environment Stay with the children while they  
are falling asleep

Do not sleep during the children’s sleep Ask the person  
responsible for the area

14:00 Help to prepare some didactic material 
and the planning for the next day

Ask the teacher for the existing material  
to be elaborated according to requirements

Do not do anything without asking  
the teacher

With the coordination of the  
teacher responsible

Ask the person  
responsible for the area

14:30 Wake the children up and  
clean them

15:30 Give the children to their parents Be polite to the parents
Be punctual

Be late
Attend to only one child / parent
Talk to the parent about something  
important that happened during the 
day, e.g. if the child did not eat well

Do it one by one
Take care that the child has all  
his / her belongings

Ask the person  
responsible for the area

16:00 Clean the class room Put the things in order as they should be Do not put everything in a  
different order

Ask the order and if you do not  
remember, ask the teacher again

Ask the person responsible 
for the area
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»Golden rules« for giving feedback

To give and to receive feedback helps to improve communication and 
mutual understanding and to enhance personal learning. It can prevent 
conflicts and in case of conflicts or misunderstandings, it can help to 
solve the situation.

Feedback can also be reciprocal: giving the volunteer feedback on 
his / her performance and behaviour and also getting a feedback from 
the volunteer in order to improve collaboration.

The following »ten golden rules« make the feedback effective:

 1 Describing, instead of judging: Describe your individual perception and 
reaction. Leave it to the other to assimilate it, or not.

 2 Express clearly and accurately: Feedback needs to be comprehensible. 
 3 Factually correct: The observation needs to be as objective as possible. 
 4 Without moral judgment: Thereby you lower your opposite’s impulse  

to defend him / herself and to reject feedback. 
 5 Precisely, instead of generally: If you tell someone he / she was unkind,  

he / she can do very little about changing his / her behaviour. 
 6 Refer to observations, instead of assumptions, fantasies, or interpretations.
 7 Address changeable behavioural patterns instead of deficiencies on which 

the person concerned has little or no influence. 
 8 Requested, instead of forced: Feedback is the most effective, when reques- 

ted by the addressee. If you approach someone with feedback without war-
ning, you cannot hope for a trusting relationship during the conversation. 

 9 Appropriately consider the addressee’s needs: If you do not care about 
whether it is of use to the addressee or even harm him / her, you destroy 
your position of trust. 

 10 At the right time or as soon as possible: no digging up the past!  
The shorter the period between the problematic behaviour and the infor-
mation on the behaviour’s effect, the more effective the feedback.  
However, also consider other aspects, such as the extent of current agita-
tion or confusion. In such situations, the willingness to receive feedback  
will be low.
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Informations

Understanding international volunteerism

International volunteers are (in our programme) young people from  
different parts of the world, brought up in different economic, cultural 
and social backgrounds, (mostly) taking a break from their regular  
academic studies, to do voluntary service in another country with the 
object of becoming acquainted with a new culture, new language  
and living in another country for a year to gain experience that will help  
them in their own lives and in their future careers. 
International volunteers are involved in such service with the aim of serv-
ing, sharing and learning.

Highlights
 1 The project / host project must understand that the support extended to  

an international volunteer is not a »one time« activity but an ongoing,  
consistent and continuous one, throughout the year.

 2 In the event that the project / host project has hosted international volun-
teers in the past, they should not expect all international volunteers,  
year after year, to be the same. In addition, it is inappropriate to compare 
two international volunteers for whatever reason. All international volun-
teers are individuals and each one has a mind of his / her own, a background  
and life style that will differ from others and of course has his / her own 
personal priorities and preferences.

 3 International volunteers are not substitutes for the paid staff and cannot 
replace the staff of the project / host project.

 4 International volunteers come to a project with a purpose, a purpose to 
serve while they learn. It is extremely important that such opportunities are 
provided for them.

 5 The international volunteers’ contribution must be seen not just as serving 
in their project but rather serving the community and the society through 
their project.

 6 International volunteers may not have specialised skills or previous expe-
rience in a specialised field of operations / work, however, it is the spirit of 
their contribution that counts, which needs appreciation and recognition.

 7 It is extremely important that projects / host projects and the staff associ-
ated in the place of work understand that some volunteers can cope with 
situations much faster than others, but the ones who take longer, should 
not be regarded as »less interested or not fit«.

How can a project make a volunteer’s  
participation a success?

Projects / host projects must have clarity as to why they need or have  
international volunteers with them. Many times, projects / host projects 
only see the benefits they get from hosting an international volunteer.  
At a certain point in time, it’s imperative to look at it from the interna-
tional volunteer’s point of view and to see how they can help the inter-
national volunteers to realise their dreams. 

Does the work in the project provide …

 · Sufficient work which is meaningful and objective?
 · A sense of bringing a change for themselves and those in situ?
 · An impact that could help in influencing a community at large?
 · A realisation that »material things are to be used and people  

are to be loved«?
 · However big or small, any and every contribution is a step forward?
 · A feeling of oneness and that the future grows with the concept  

of togetherness?
 · An arena for justice, peace, equality and global understanding?
 · For the promotion of global citizenship?
 · Guidelines and a framework that international volunteers can adapt to?
 · A sense of satisfaction while being involved?

Does the host project / host family provide …

 · Reasonably decent and comfortable accommodation?
 · Food that is suitable for international volunteers?
 · Facilities such as internet access, basic communication equipment?
 · Sufficient free time and space for themselves?
 · Planned weekend breaks, whenever possible?
 · Enable short visits to other neighbouring towns / cities, historical plac-

es and places of tourist interest?
 · A calendar of events?



 130 131

Topics recommended for the host projects / families  
to discuss when an international volunteer arrives

 1 Get as much information as possible about the volunteers including their 
interests, hobbies, purpose of their participation etc. Each one has a talent 
like singing, playing musical instruments, dancing, teaching, handicrafts, 
sports, cooking and so on. Unless you and your staff know about their inter-
ests and talents, you may not be in a position to see and use their potential. 

 2 Inform them about the rules in the project and explain to them the reason 
and purpose. Understanding will help them to adhere and follow.  

 3 Encourage the international volunteers to be involved in all the activities  
of the project. It is a way of helping them to integrate and have a feeling 
of belonging.  

 4 The international volunteers must be told that they must not use the family 
like a hotel or a guest house. 

 5 Motivate the international volunteers to be adaptable and flexible to new 
ideas and a new life style. However, give them the freedom to continue  
to believe in their own principles and values while they are also expected to 
respect the principles, values and beliefs of the host country and its people. 

 6 Discuss with the volunteers your ideas and plans and they will be more than 
happy to be a part of the agenda. 

 7 Inform the volunteers that they are a role model and that the children 
in the project / family / community, are always looking up to them as their 
»hero«. They must be warned about their »words and actions«. 

 8 International volunteers must be instructed to refrain from being involved 
in the administration of the project, because each project has its own style 
of administration and reasons for it. 

 9 There is always a tendency for international volunteers to get close to some 
staff and NOT all. The first reason being the language barrier. 
 
 

 10 There is a distinct possibility that the international volunteers speak about 
and discuss topics and issues concerning human rights, freedom of speech, 
labour laws or other such issues. They do not understand that these issues 
are pretty sensitive in some cultures. 

 11 Volunteers must be informed that by LAW, they CANNOT be involved with 
activist groups and they, as a foreigner, neither have the right to be anti- 
governmental nor anti-national. 

 12 Advise the volunteers, not to give their email address, telephone numbers 
and the address of the project to strangers. This may cause unnecessary 
disturbance and trouble to all concerned. 

 13 It is also important to warn them not to make friends with people who 
probably may be indulging in drug trafficking etc. This could be very dan-
gerous for them. 

 14 Host projects must explain to the volunteers the need for them to request 
permission if they stay away from work. It is advisable to have an attend-
ance register as well.  

 15 International volunteers must be discouraged from travelling every  
weekend. Host families and projects should plan accordingly. 

 16 Host families and projects must tell the volunteers of their un / willingness,  
if they want to bring another volunteer or a friend home. 

 17 Encourage all volunteers to maintain discipline, keeping in mind that  
safety and security is the most important factor. 

 18 Ensure that international volunteers are provided with a facility where  
they can keep their belongings safe. Most importantly, their money and 
their passport. 

 19 All host projects and families should have an open discussion about their 
health and be familiar with the insurance policies. 

 20 Host families / host projects must ensure that they are in constant touch 
with the ICYE National Committee and keep them updated regularly. 
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How to get information about the volunteer’s country?

International volunteers come and go to different countries all over the 
world. Whereas the volunteers get preparation and information about 
the country they are going to (about its people, culture and traditions), 
the host family and projects may know little or nothing about the volun-
teer’s country or region of origin.

Yet, similar to the volunteers, they might also be irritated by the  
behaviour of the volunteers which can be due partly to their cultural 
background. To receive information about the volunteers’ country or 
region of origin before arrival might be helpful and reduce misunder-
standings in different cultural practices.

It is important to note that in many developing countries it is common 
and not necessarily a sign of wealth to have a domestic worker in the 
house. It is also important to understand that hugging or even eye con-
tact between the opposite sex is very unusual in some countries and com-
mon in others. The knowledge that nodding the head from an Indian 
volunteer does not necessarily mean a »yes« and a spoken »yes« from a 
Chinese might not have the same meaning as that from a German volun-
teer, prevents misunderstanding.

It may be helpful to know if the volunteers’ society of origin is community- 
oriented or individual-orientated. This will give an idea about the volun-
teers’ cultures and traditions. It is useful to have some basic knowledge 
about the geography, history, economy, political system and structure of 
the society of the volunteers’ country of origin and about its current affairs.

How could people living and working with the future volunteer acquire 
such information? One possibility could be that the local committee 
provides the local stakeholders with such information. Every National 
Committee of the ICYE network provides future volunteers with a  
so-called »national profile«. A printed version with information about  
the home country of the volunteer could be given to the project / host 
project and host family if no other material is available. The National 
Committee could be asked to provide them with such information.

Another possibility would be for the volunteers themselves to pre-
pare a presentation on their country. In some countries they have to  
do it during the on-arrival camp anyway, so they could also present it to 
their colleagues and family members if they are interested. It does not 
necessarily require a lot of effort or technical expertise. 

Possible steps to make your project a safer place22 
Concerning child protection

The process of implementing a child protection policy in the project 
needs to be taken by the project management. It should initiate  
an internal discussion on all levels about the reasons and usefulness.  
Then the decision to start the process should be taken and realised,  
ideally in a participative process.

Transparency of institutional structures  
In order to be transparent, the set-up of institutional structures needs 
clearly distinguished competencies / responsibilities on all levels of the 
hierarchy: staff members’ tasks as well as the limits of their respective 
competencies need to be clear internally and externally, and be commu-
nicated as such towards children, youths and young adults. For this,  
a distinction should be made between pedagogical staff and non-peda-
gogically acting staff members. 

Information / training for staff members 
Establishing binding institutional norms following a »culture of respect-
ing boundaries» implies that all volunteers and all salaried staff members 
receive basic information and all pedagogical staff receive training. 

Participation 
The team, the management and the children and young people  
should be involved in the development of the rules.

UNICEF, the childrens’ rights organisation of the UN, states that  
children should be informed, be able to express their views, be heard  
and be able to assemble. It is a right of the children to be involved.

Institutional rules 
According to the UN-Convention on the Rights of the Child, the rights 
of girls and boys are to be codified on the institutional level. It is recom-
mended to explicitly include the following rights in the mission state-
ment / guiding principles of the institutions: right to have the personal

22   see: Ursula Enders: prävention_missbrauch_institutionen_pdf  
www.strohhalm-ev.de/kunde/pdf/1/Sexueller_Missbrauch_in_Institutionen.pdf 
09.11.2013
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boundaries of girls and boys respected (right to privacy), the right to  
receive immediate help in emergencies and the right to be protected 
from cruelty and exploitation. On the project level, a commission is  
to be formed that develops a set of rules that is binding for all institu-
tional levels. 

Rights that are only written down on paper and that are not com- 
municated tend to receive little attention in everyday life. Therefore,  
a fundamental part of a »culture of respecting boundaries« is the com-
mitment of projects to regularly inform the children, youths and young 
adults about their rights. This information should be given in regular 
intervals in oral and written form but at least once when starting at the 
project and once a year at a roughly set point in time. 

Effective local complaints’ mechanisms should be set up in the pro-
ject to enable people to report abuses against them.23 Inside and outside 
the project, contact persons need to be named to whom children, youths 
and young adults as well as staff members can turn in case of suspected, 
witnessed or experienced assault or violent acts that took place within 
the project. 

Prevention workshops for girls and boys, mothers and fathers 
When offering prevention workshops, age-appropriate ways to counter-
act assault and severe forms of violence have to be conveyed and 
practiced (for example actively calling on other youths or adults to help). 
Giving boundary-respecting norms! Setting clear limits in case of sexual 
assault by young perpetrators!

Code of conduct 
Following a »culture of respecting boundaries« a code of conduct should 
set binding rules of behaviour.

All staff members of the project should sign a self-commitment  
regarding child protection that needs to be developed. Criteria need to 
be developed for newly appointed persons. 

Contact to local or regional organisations 
Contact to local or regional organisations working with this topic should 
be established and regular education and training should be compulsory 
for staff members. 

23   www.un.org/en/pseataskforce/docs/no_one_to_turn_under_reporting_of_ 
child_sea_by_aid_workers.pdf 09.11.2013

General information on persons with disabilities and 
how to work with them 
Concerning rights of disabled persons

Definition of persons with disabilities
Those who have long-term physical, mental, intellectual or sensory  
impairments which in interaction with various barriers may hinder their 
full and effective participation in society on an equal basis with others.

Reasonable accommodation
Reasonable accommodation is to be provided in the organisations, with 
the necessary and appropriate modifications made. Care should be taken 
to ensure that persons with disabilities enjoy and exercise all human 
rights, along with the fundamental freedom in all aspects of life including 
inclusive education.

Prevention of discrimination
In and through the organisation it is possible to raise and foster respect 
for the rights and dignity – and thus fighting discrimination against disa-
bled – in the following ways:

 · Raise the awareness throughout society, including at the family level,  
regarding persons with disabilities, and foster respect for their rights  
and dignity.

 · Combat stereotypes, prejudices and harmful practices, including those 
based on sex and age, in all areas of life.

 · Promote awareness of their abilities and contributions.
 · Initiate and maintain effective public awareness campaigns designed: 

To nurture receptiveness to their rights. 
To promote positive perceptions and greater social awareness towards  
persons with disabilities.  
To promote recognition of skills, merits and abilities of persons  
with disabilities, and of their contributions to the workplace and 
labour market.

 · Encourage all organs of the mass media to portray persons with  
disabilities in a manner consistent with a meaningful intent and  
purpose.

 · Promote awareness-training programmes regarding persons with  
disabilities and the rights of persons with disabilities.
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Accessibility
Organisations should ensure that persons with disabilities should  
be able to live independently and participate fully in all aspects of life.  
The organisations should take appropriate measures to ensure that  
persons with disabilities have access to the physical environment,  
to transportation, to information and communications technology,  
and to other facilities and services open or provided to the public.

Access to justice
Ensure the effective access to justice for disabled persons, stating that:

 · All organisations shall ensure effective access to justice for persons 
with disabilities on an equal basis with others. This includes the  
provision of procedural and age appropriate accommodation in order 
to facilitate their effective role as direct and indirect participants,  
including as witnesses, in all legal proceedings, including at investiga-
tive and other preliminary stages.

 · In order to help to ensure effective access to justice for persons with 
disabilities, the organisations should promote appropriate training  
for those working in the field of administration of justice, including 
police and prison staff.

Right to education
The organisation should be aware that persons with disabilities should  
be guaranteed the right to inclusive education at all levels, regardless  
of age, without discrimination and on the basis of equal opportunity.

They should ensure that:

 · Children with disabilities are not excluded from free and compulsory 
primary education, or from secondary education.

 · Adults with disabilities have access to general tertiary education,  
vocational training, adult education and lifelong learning.

 · Persons with disabilities receive the necessary support, within the  
general education system, to facilitate their effective education. 

 · Effective, individualised support measures are put in place to maximise 
academic and social development.

All organisations should take appropriate measures, such as: 

 · Endorsing the learning of Braille, alternative script, augmentative and 
alternative modes, means and formats of communication and orienta-
tion and mobility skills, and facilitating peer support and mentoring.

 · Supporting the learning of sign language and promoting the linguistic 
identity of the deaf community.

 · Advocating that education of persons, particularly children, who are 
blind and / or deaf, is delivered in the most appropriate languages and 
means of communication for the individual.

 · Employing teachers, including teachers with disabilities, who are qual-
ified in sign language and / or Braille, and training education profes-
sionals and staff about disability awareness, use of augmentative and 
alternative modes and formats of communication, and educational 
techniques and materials to support persons with disabilities.

Right to health
Persons with disabilities in any organisation have the right to the enjoy-
ment of the highest attainable standard of health without discrimination 
on the basis of disability.

Protecting the integrity of the person
Every disabled person has a right to respect for his / her physical and  
mental integrity on an equal basis with others. They should not be  
discriminated!

Habilitation and rehabilitation
It is essential that all organisations ensure that effective and appropri-
ate measures are taken, including peer support, to enable persons with 
disabilities to attain and maintain maximum independence, full physical, 
mental, social and vocational ability, and full inclusion and participa-
tion in all aspects of life. They should organise, strengthen and extend 
comprehensive habilitation and rehabilitation services and programmes, 
particularly in the areas of health, employment, education and social 
services. These services and programmes should:

 · Begin at the earliest possible stage, and be based on the multidiscipli-
nary assessment of individual needs and strengths,

 · Support participation and inclusion in the community and all aspects 
of society, be voluntary, and available to persons with disabilities as 
closely as possible to their own communities, including in rural areas,
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 · All organisations should promote the development of initial and con-
tinuing training for professionals and staff working in habilitation and 
rehabilitation services,

 · All organisations should promote the availability, knowledge and use  
of assistive devices and technologies, designed for persons with disa-
bilities, if they relate to habilitation and rehabilitation.

Participation rights
Participation of the disabled is an important principle. The organisation 
should ensure that full and effective participation and inclusion in society 
is available to such people, which will incorporate the right of the dis-
abled to participate fully and equally in the community, education, all 
aspects of life (in the context of habilitation and rehabilitation), political 
and public life, cultural life, leisure and sports.

Work and employment
All organisations are to recognise the right of persons with disabilities 
to work, on an equal basis with others; this includes the right to the 
opportunity to gain a living by work freely chosen or accepted in a labour 
market and work environment that is open, inclusive and accessible to 
persons with disabilities. And all organisations should safeguard and pro-
mote the realisation of the right to work, including for those who acquire 
a disability during the course of employment, by taking the appropriate 
steps like the following:

 · Prohibit discrimination on the basis of disability with regard to all  
matters concerning all forms of employment, continuance of employ-
ment, career advancement and safe and healthy working conditions.

 · Protect the rights of persons with disabilities, on an equal basis with 
others, to just and favourable conditions of work, including equal  
opportunities and equal remuneration for work of equal value, safe 
and healthy working conditions, including protection from harass-
ment and the redress of grievances.

 · Ensure that persons with disabilities are able to exercise their labour 
and trade union rights on an equal basis with others.

 · Enable persons with disabilities to have effective access to general 
technical and vocational guidance programmes, placement services 
and vocational and continuing training.

 · Promote employment opportunities and career advancement for  
persons with disabilities in the labour market, as well as assistance  
in finding, obtaining, maintaining and returning to employment.

 · Promote opportunities for self-employment, entrepreneurship,  
the development of cooperatives and starting one’s own business.

 · Ensure that reasonable accommodation is provided for persons  
with disabilities in the workplace.

 · Promote the acquisition by persons with disabilities of work experi-
ence in the open labour market.

 · Promote vocational and professional rehabilitation, job retention and 
return-to-work programmes for persons with disabilities.

 · All organisations should ensure that persons with disabilities are not 
held in slavery or in servitude, and are protected, on an equal basis 
with others, from forced or compulsory labour. 

Adequate standard of living and social protection
All organisations should recognise the right of persons with disabilities 
to an adequate standard of living for themselves and their families, 
including adequate food, clothing and housing, and to the continuous 
improvement of living conditions, and shall take appropriate steps to 
safeguard and promote the realisation of these rights without discrimi- 
nation on the basis of disability.
All organisations recognise the right of persons with disabilities to social 
protection and to the enjoyment of those rights without discrimination 
on the basis of disability, and shall take appropriate steps to safeguard 
and promote the realisation of these rights.
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Templates 

Calendar of activities for a 12 month volunteer period 

It is important to enter all the national holidays into the calendar as  
well as, special days when the project will be closed and, if applicable,  
the vacation time of the project.

Dates Activity Relevant information for the volunteer

1 Volunteers arrival, orientation 
camp, language classes

Participation is mandatory

2

3

4

5

6 Mid-term camp Participation is mandatory

7

8

9

10

11 Final camp Participation is mandatory

12

Code of conduct for the volunteers 
To be communicated to the volunteer

Prior to departure
 · Read and sign the contract and terms and conditions yourself.

 · You must attend a pre-departure training course, unless there is a good  
reason not to. If such a situation is likely to occur, please contact us and 
discuss the problem with a member of ICYE staff. 

 · You have the responsibility to inform ICYE sending committee of any  
circumstances that may influence your compatibility / suitability for certain 
ICYE projects / host projects.

 · You have the responsibility to provide accurate information to ICYE about 
health-related issues. 

During the exchange period
Safety
 · You must not act in any way that could put others or yourself at the  

risk of being injured.

 · You understand that being under the influence of alcohol may interfere 
with our ability to deliver service. You know that the influence of alcohol 
can remain in the body for many hours after consumption. You therefore 
agree not to perform your volunteer duties while under the influence of 
alcohol and not consume alcohol with the staff, students or clients of your 
project / host project.

 · You will respect and use all equipment in the way in which it was intended. 
In particular, you will always make use of any safety equipment provided.

 · You will follow all procedures to the best of your ability at all times.

 · You will promote healthy and safe work practices by ensuring that 
co-workers adhere to a similar approach and taking appropriate steps in 
relation to those who do not.

Legality
 · You must respect and comply with the law of the host country and the  

laws of your own country.

 · You are expected to respect the organisational policy of the local / receiving 
committee as set out in the contract with them, if any.

 · You are expected to respect the organisational policy of the host organisa-
tion. This includes the health and safety regulations as well as any regula-
tions outlining relationship boundaries.
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Respect and integrity
 · You should seek to promote integrity by being honest, fair, and respectful  

to others.

 · You must always respect the fundamental rights, dignity, and worth of  
all people, including the rights of individuals to privacy, confidentiality, 
self-determination, and culture.

 · You are responsible for maintaining the confidentiality of all proprietary  
or privileged information to which you are exposed while serving as a 
volunteer. Such information includes, but is not limited to, information 
regarding a staff person, volunteer, member, client or third party.

 · Use ICYE and your host projects’ resources in an appropriate manner.

 · You must take good care of the accommodation that has been  
provided for your use.

 · You must keep the local National Committee and host project informed 
about your whereabouts during the exchange period, including notifying 
them of travel plans according to the rules of the receiving committee.

Commitment to host organisation and ICYE programme
 · You have responsibility towards the family / project / host project and  

should show willingness to adapt to their surroundings and to carry out 
agreed tasks. While you will be involved in interesting activities, some  
of the tasks could be routine but nevertheless be important to the running 
of the organisation.

 · You should strive to maintain high standards of competence in your work. 
You should also recognise the boundaries of your particular competencies 
and the limitations of your expertise.

 · You must attend all activities foreseen by the programme and events  
organised by the local committee (on-arrival-camp, mid-term meeting and 
final evaluation).

 · You have the responsibility to remain in the project for the agreed dura-
tion unless there is a good reason to leave the project. You should discuss 
such reasons with your project / host project and your hosting and sending 
committee before deciding to leave.

 · If you decide to leave the ICYE programme, notify the local committee and 
the sending committee of your intention to withdraw from the exchange 
programme and sign the contract of dissolution if relevant.

Complaints 
 · You should use the grievance and complaint procedure as outlined in  

the terms and conditions of your hosting committee.

 · You have the responsibility to seek guidance when necessary.  
If you have a problem you should discuss it with your external mentor,  
as the National Committee can only act if it is aware of a problem.

Representing ICYE
Prior to any action or statement that may significantly affect or obligate  
ICYE, you should seek prior consultation and approval from appropriate staff.  
These actions may include, but are not limited to, public statements to the 
press, coalition or lobbying efforts from other organisations, or any agree-
ments involving contracts, resources, finances, or other obligations. 

Non-compliance
You understand that failure to adhere to any or all parts of this code may  
result in suspension or cancellation of your participation in the programme.
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Evaluation questions 
Orientation period 

1 Why did you decide to do voluntary service?

2 Why did you decide to come to this country?

3 What were you doing at home before you joined the volunteer programme?

4 How was the orientation? 

5 How do you feel with the support from us (receiving organisation)?

6 How do you feel with the group of volunteers?

7 How is it going with your host family / situation (or accommodation)?

8 How is your health?

9 Have you experienced homesickness?

10 What has been your best experience so far?

11 What has been your worst experience so far?

12 How are you doing with the language?

13 Comments
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Evaluation questions 
Mid-term period (before mid-term camp)

1 How do you feel about the project and with your work?

2 How do you feel about your colleagues?

3 How is your cultural integration? Language?

4 How is it going with your host family / living situation? 

5 How do you feel about the support you are receiving from us?

6 How is your health so far?

7 What has been your best experience so far?

8 What has been your worst experience so far?

9 What challenges have you faced?

10 How can your situation be improved?

11 Is there anything else you would like to discuss?

12 Comments
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Evaluation questions 
Final period (before final camp)

1 How has it been with us as your project? How was your work?

2 How have you felt about the rest of the staff?

3 How has your cultural integration been?

4 How has it been with your host family / living situation? 

5 How do you feel about the support you have got from us?

6 What has been your best experience so far?

7 What has been your worst experience so far?

8 How do you feel about going home?

9 What do you feel you have contributed to the project?

10 What’s your general feeling about your exchange experience?

11  What personal changes have you noticed?  
Do you feel you have developed as a person?

12 Comments
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