
Capturing the Energy and 
Expertise of Boomers 
Capturing the Energy and 
Expertise of Boomers 



Goals for the DayGoals for the Day

Review the differences between traditional 
volunteers and the “new” volunteers;

Learn strategies for developing new 
opportunities for Boomers;  and

Apply these concepts and ideas to your 
own setting.

Review the differences between traditional 
volunteers and the “new” volunteers;

Learn strategies for developing new 
opportunities for Boomers;  and

Apply these concepts and ideas to your 
own setting.



AgendaAgenda

9:00- Introductions/Expectations/Ice Breaker

9:30 – The Changing Paradigm

10:15 – Break

10:30 – Developing Compelling Opportunities

12:00 –Lunch

1:15 – Interviewing/Placement/Retention

2:00 – Panel

3:15 – Break

3:30 – “When I Get Home…”

4:30 – Wrap Up
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The Center for 
Intergenerational Learning

Connecting Generations 
Strengthening Communities

Model projects

Training and technical assistance

Communities for all ages

Research

Publications, materials and toolkits
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• Regular, ongoing 
commitment

• Recognition; based on 
hours

• Highly defined roles

• Hands-on, repetitive and 
routine tasks

• Lower skills
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Volunteering Shaped 
by the G.I. Generation
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Sixty million
Boomers 
are poised to
reach the
traditional
“retirement”
age over the 
next 8-9 years.

Some have already 
begun.  
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 To connect and form new and 
purposeful relationships. 

 To learn and grow.

 To have freedom and flexibility.

 To have options.

 To contribute in a meaningful way.
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 Limited—expected not 
to deviate from 
guidelines

 Seen as subordinates

 Top-down command & 
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What does the paradigm shift mean for 
your organization?
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