UnityReach Global Recruitment Coordinator
Complete Responsibilities: Appointment–January 3, 2029
1. Position Purpose
The Recruitment Coordinator is responsible for planning, implementing, monitoring, and evaluating the recruitment of qualified volunteers for UnityReach Global’s 2028–2029 Cap-Haïtien Mission.
The Coordinator will help build and maintain a diverse mission team of approximately 100–200 participants capable of supporting:
· Medical missions. 
· Dental outreach. 
· Vision outreach. 
· Pharmacy and medicine operations. 
· Community meals. 
· Tuition assistance. 
· School supply kits. 
· Hygiene kits. 
· Clothing and shoe distribution. 
· Clean-water and sanitation projects. 
· Children’s programs. 
· Youth programs. 
· Literacy and teacher support. 
· Bible studies. 
· Evangelistic crusade. 
· Communications. 
· Logistics. 
· Safety and security. 
· Administration. 
· Humanitarian relief. 
The Coordinator is responsible for attracting suitable applicants—not automatically accepting everyone who expresses interest.
Recruitment must remain truthful, inclusive, ethical, and aligned with the mission’s actual staffing needs, participation contribution, payment schedule, screening requirements, training requirements, safeguarding standards, and travel dates.

2. Mission and Recruitment Framework
The recruitment campaign supports:
Mission dates
· Departure from Fort Lauderdale: December 14, 2028 
· Evangelistic Crusade: December 15–23, 2028 
· Volunteer Fellowship/Vacation: December 24, 2028–January 3, 2029 
· Return: January 3, 2029 
Volunteer campaign
EACH ONE, REACH ONE
One Volunteer. One Invitation. Twice the Impact.
The initial recruitment objective is:
50 Original Volunteers + 50 Referred Volunteers = 100 Volunteers
The system must remain scalable to 200 authorized participants.
Participation contributions
· Single volunteer: $3,995 
· Married couple: $5,995 
· Each child added: $1,995 
Payment schedule
· Deposit: December 2027 
· 25% payment: February 2028 
· 25% payment: April 2028 
· Final payment: June 2028 
Recruitment communications must explain that participation is not fully confirmed until all required application, screening, payment, training, documentation, department, travel, and certification requirements are completed.

3. Reporting Relationship
The Recruitment Coordinator:
· Reports directly to the Volunteer Director. 
· Works under the operational authority of the Mission Director. 
· Works closely with the Each One, Reach One Coordinator. 
· Coordinates application handoff with the Application and Screening Coordinator. 
· Coordinates training expectations with the Training and Certification Coordinator. 
· Coordinates participation readiness with the Volunteer Readiness Coordinator. 
· Coordinates volunteer-support messaging with the Volunteer Care and Wellness Coordinator. 
· Coordinates families and minors with the Family and Child Participant Coordinator. 
· Coordinates department vacancies with every department director. 
· Coordinates approved advertising and public communications with the Communications Director. 
· Coordinates recruitment partnerships with the Partnerships Director. 
· Coordinates financial information with the Finance Director. 
· Coordinates recruitment records with the Administrative Coordinator. 
· Coordinates security, privacy, and safeguarding requirements with the Safety Officer. 
· Coordinates website recruitment functions with authorized administrators. 
The Coordinator may supervise recruitment assistants, church ambassadors, campus ambassadors, healthcare recruitment leads, community outreach volunteers, event representatives, multilingual recruitment personnel, and data-entry assistants.

4. Required Qualifications
The Coordinator should demonstrate:
· Experience in volunteer recruitment, human resources, ministry mobilization, community outreach, missions, nonprofit programs, event staffing, education, or healthcare recruitment. 
· Strong written and verbal communication skills. 
· Ability to explain complex participation requirements accurately. 
· Ability to recruit without pressure or misrepresentation. 
· Strong organization and follow-up skills. 
· Ability to work with churches, hospitals, universities, professional associations, businesses, and community organizations. 
· Understanding of diversity, accessibility, safeguarding, and nondiscrimination. 
· Ability to protect applicant information. 
· Familiarity with customer relationship management, applicant tracking, or volunteer-management systems. 
· Cultural humility and respect for Haitian leadership. 
· Ability to monitor recruitment metrics and adjust outreach. 
English is required. Haitian Creole, French, or Spanish proficiency is strongly beneficial.

5. Recruitment Principles
The recruitment program must follow these principles:
· Recruitment must be truthful. 
· Participation costs must be disclosed clearly. 
· Mission dates and expectations must be accurate. 
· The fellowship or vacation period must not overshadow the humanitarian and spiritual mission. 
· Recruitment must not guarantee acceptance. 
· Licensed roles must be described accurately. 
· No applicant may perform clinical or technical work beyond verified qualifications. 
· Volunteers must understand screening and training requirements. 
· Children and families must receive appropriate information. 
· Accessibility and accommodation requests must be welcomed. 
· Recruitment must not discriminate unlawfully. 
· Applicants must not be pressured to make immediate payments. 
· Recruitment targets must not override safety, qualifications, or readiness. 
· Personal information must be protected. 
· Referral credit must be tracked accurately. 
· Test accounts and test registrations must not count toward campaign totals. 
· Recruitment assistance must not be conditioned on political participation. 
· Faith expectations must be stated respectfully and honestly. 

6. Volunteer Workforce Planning
Before recruiting broadly, the Coordinator will obtain staffing targets from every department.
The workforce plan should identify:
· Department. 
· Role. 
· Number required. 
· Minimum qualifications. 
· Preferred experience. 
· License or credential requirements. 
· Language requirements. 
· Physical demands. 
· Training requirements. 
· Screening level. 
· Age restrictions. 
· Mission-period schedule. 
· Whether the person must travel. 
· Whether local Haitian personnel are preferred or required. 
· Number of alternates needed. 
· Status of each vacancy. 
The Coordinator must prevent uncontrolled recruitment into departments that are already fully staffed while critical vacancies remain open.

7. Recruitment Categories
The Coordinator may recruit:
Medical and clinical volunteers
· Physicians. 
· Nurses. 
· Dentists. 
· Dental assistants. 
· Optometrists or ophthalmologists. 
· Vision technicians. 
· Pharmacists. 
· Pharmacy technicians. 
· Emergency medical personnel. 
· Other qualified health professionals. 
Recruitment materials must state that credentials and scope of practice will be verified.
Education volunteers
· Teachers. 
· Literacy specialists. 
· School administrators. 
· Children’s workers. 
· Youth mentors. 
· Special education professionals. 
· Educational assistants. 
· School supply and tuition program personnel. 
Humanitarian relief volunteers
· Food-service personnel. 
· Warehouse workers. 
· Inventory personnel. 
· Distribution workers. 
· Hygiene educators. 
· Clothing and footwear organizers. 
· Community feedback personnel. 
Water and sanitation volunteers
· Engineers. 
· Water technicians. 
· Plumbers. 
· Environmental-health personnel. 
· Water-quality specialists. 
· Construction support personnel. 
Evangelism volunteers
· Pastors. 
· Bible workers. 
· Bible-study leaders. 
· Prayer-team members. 
· Musicians. 
· Vocalists. 
· Audio technicians. 
· Follow-up and discipleship personnel. 
Logistics and operations volunteers
· Travel assistants. 
· Airport personnel. 
· Housing staff. 
· Transportation dispatchers. 
· Drivers. 
· Cargo personnel. 
· Warehouse personnel. 
· Equipment technicians. 
· Administrative support. 
Communications volunteers
· Photographers. 
· Videographers. 
· Writers. 
· Translators. 
· Social-media personnel. 
· Graphic designers. 
· Web support. 
· Audio and livestream personnel. 
General volunteers
General volunteers may support approved nonclinical duties based on training, readiness, age, ability, and mission needs.

8. Recruitment Audience
The Coordinator may recruit through:
· Churches. 
· Conferences and denominational organizations. 
· Hospitals and clinics. 
· Medical and dental associations. 
· Nursing schools. 
· Colleges and universities. 
· High schools where age appropriate. 
· Professional associations. 
· Community organizations. 
· Haitian diaspora organizations. 
· Businesses. 
· Nonprofit networks. 
· Previous mission participants. 
· Social media. 
· UnityReach Global’s website. 
· Email campaigns. 
· Recruitment meetings. 
· Mission information sessions. 
· Health fairs and community events. 
· Each One, Reach One referrals. 
Recruitment must respect the communication policies and rules of each organization.

9. Recruitment Messaging
Every recruitment communication should accurately identify:
· UnityReach Global. 
· Mission location. 
· Travel dates. 
· Mission purpose. 
· Major programs. 
· Expected volunteer commitment. 
· Participation contribution. 
· Payment schedule. 
· Application and acceptance process. 
· Screening requirements. 
· Training and certification requirements. 
· Travel-document responsibilities. 
· Code of conduct. 
· Safeguarding requirements. 
· Faith-based nature of the organization. 
· Voluntary nature of religious participation for beneficiaries. 
· Limited availability of roles. 
· Contact and application link. 
· Referral campaign where appropriate. 
Recruitment materials must not state or imply:
· Guaranteed acceptance. 
· Guaranteed clinical assignment. 
· Guaranteed airline seat before ticketing. 
· Guaranteed hotel standard. 
· Guaranteed refund. 
· Guaranteed tax deduction. 
· Guaranteed safety. 
· Guaranteed religious results. 
· Guaranteed access to patients, children, or beneficiaries. 
· Guaranteed vacation activities. 
· Guaranteed financial sponsorship. 

10. Multilingual Recruitment
The Coordinator will develop recruitment materials in:
· English. 
· Haitian Creole. 
· French. 
· Spanish where appropriate. 
Translations must:
· Preserve costs and deadlines. 
· Accurately explain the application process. 
· Use culturally understandable language. 
· Avoid direct translations that change meaning. 
· Receive appropriate review. 
· Display the current approved version. 
· Use English fallback in the website when a translation is unavailable. 
· Clearly identify when a role requires a particular language. 

11. Recruitment Campaign Plan
The Coordinator will establish:
· Recruitment goals. 
· Target audiences. 
· Department vacancy priorities. 
· Geographic outreach. 
· Church outreach. 
· Professional outreach. 
· Digital campaigns. 
· Recruitment events. 
· Referral integration. 
· Message calendar. 
· Follow-up process. 
· Recruitment budget. 
· Conversion metrics. 
· Waitlist process. 
· Campaign evaluation. 
The plan should include separate strategies for recruiting the first 50 volunteers and expanding from 100 toward 200 if leadership authorizes further growth.

12. Inquiry Management
Every inquiry should enter an approved system showing:
· Name. 
· Contact information. 
· Preferred language. 
· Source. 
· Referral code where applicable. 
· Area of interest. 
· Professional qualifications. 
· Family or household interest. 
· Date received. 
· Information sent. 
· Follow-up status. 
· Application status. 
· Assigned recruiter. 
· Communication preferences. 
· Consent status. 
Suggested inquiry statuses include:
· New inquiry. 
· Information sent. 
· Follow-up due. 
· Information session scheduled. 
· Interested. 
· Application started. 
· Application submitted. 
· Screening. 
· Waitlisted. 
· Accepted. 
· Declined. 
· Withdrew. 
· No response. 
· Referred to another role. 
· Closed. 
Sensitive screening information must not be stored in general recruitment notes.

13. Recruitment Follow-Up
The Coordinator will develop a respectful follow-up schedule such as:
· Initial acknowledgment. 
· Mission information package. 
· Invitation to an information session. 
· Reminder to begin an application. 
· Reminder regarding an incomplete application. 
· Role-specific opportunity update. 
· Final application deadline reminder. 
· Waitlist or capacity communication. 
Follow-up must stop or reduce when a person opts out.
Recruiters may not repeatedly pressure someone to pay, apply, or travel.

14. Mission Information Sessions
The Coordinator will organize virtual and in-person information sessions covering:
· UnityReach Global’s mission. 
· Haiti mission dates. 
· Programs. 
· Volunteer roles. 
· Faith-based identity. 
· Cultural humility. 
· Participation contribution. 
· Payment schedule. 
· Application and screening. 
· Training. 
· Passport and travel requirements. 
· Each One, Reach One campaign. 
· Family participation. 
· Health and physical demands. 
· Safeguarding. 
· Conduct standards. 
· Refund and cancellation limitations. 
· Questions and next steps. 
Qualified department representatives should present specialized roles.
Attendance at an information session does not equal acceptance.

15. Recruitment Events
For church, campus, hospital, conference, or community events, the Coordinator will:
· Obtain permission. 
· Confirm space. 
· Use approved branding. 
· Train representatives. 
· Provide accurate materials. 
· Protect inquiry information. 
· Avoid public collection of sensitive data. 
· Record leads. 
· Use approved QR codes and application links. 
· Reconcile printed materials and equipment. 
· Follow up promptly. 
· Document attendance and results. 
· Avoid making on-the-spot acceptance decisions. 

16. Church Recruitment
The Coordinator will:
· Develop a church engagement package. 
· Contact pastors or authorized leaders. 
· Explain mission expectations. 
· Request opportunities to present. 
· Identify church recruitment ambassadors. 
· Provide campaign materials. 
· Explain Each One, Reach One. 
· Avoid church competition or favoritism. 
· Clarify that church endorsement does not guarantee individual acceptance. 
· Encourage qualified volunteers across departments. 
· Monitor church-level recruitment progress. 
· Protect applicant privacy from church leaders who are not authorized reviewers. 

17. Professional Recruitment
For clinical and technical positions, the Coordinator will:
· Use role descriptions approved by department leadership. 
· Clearly state licensing and credential requirements. 
· Ask preliminary role-fit questions. 
· Avoid representing foreign licenses as automatically valid in Haiti. 
· Explain credential-verification and scope-of-practice review. 
· Refer candidates to the appropriate department. 
· Track critical vacancies. 
· Recruit qualified alternates. 
· Avoid allowing urgent staffing needs to weaken screening. 

18. Campus and Youth Recruitment
When recruiting students or young adults, the Coordinator will:
· Clarify minimum ages. 
· Identify guardian-consent requirements. 
· Explain supervision. 
· Avoid recruiting minors directly without appropriate adult involvement. 
· Explain school and travel commitments. 
· Clarify costs. 
· Avoid promises of academic credit unless formally approved. 
· Coordinate internships or service-learning through written agreements. 
· Follow safeguarding requirements. 
· Refer family questions to the Family and Child Participant Coordinator. 

19. Family Recruitment
The Coordinator will accurately explain:
· Married-couple contribution. 
· Child add-on contribution. 
· Minimum age considerations. 
· Passport requirements for children. 
· Guardian and consent requirements. 
· Housing arrangements. 
· Training requirements. 
· Supervision responsibilities. 
· Child and youth program options. 
· Limitations on childcare. 
· Medical and travel considerations. 
· Family cancellation and refund implications. 
Families should not assume that UnityReach Global provides full-time childcare.

20. Applicant Handoff
Once a person begins or submits an application, the Coordinator will:
· Confirm the application entered the official system. 
· Preserve the referral source. 
· Transfer responsibility to the Application and Screening Coordinator. 
· Continue only approved recruitment communication. 
· Avoid asking for screening details. 
· Avoid influencing the application decision. 
· Record the handoff. 
· Provide the applicant with a clear next step. 
Recruiters must not promise that a personally recruited applicant will be accepted.

21. Waitlist Management
A waitlist may be used when:
· Overall capacity has been reached. 
· A department is full. 
· Airline seating is limited. 
· Housing capacity is limited. 
· The applicant’s preferred role is unavailable. 
· Leadership has not authorized growth beyond the current target. 
The Coordinator will:
· Explain the waitlist. 
· Avoid promising promotion. 
· Identify alternate roles. 
· Preserve application order and priority criteria where applicable. 
· Coordinate with screening and readiness personnel. 
· Document every promotion. 
· Prevent personal favoritism. 
· Communicate closure when no opportunity remains. 

22. Recruitment Ethics
Recruiters must not:
· Use fear, guilt, or spiritual pressure. 
· Suggest that participation guarantees divine favor. 
· Hide costs. 
· Misrepresent the fellowship period as a vacation package. 
· Guarantee acceptance. 
· Recruit people into roles they are not qualified to perform. 
· Collect money through personal accounts. 
· Accept commissions for applicants. 
· Misuse referral codes. 
· Create fake or test registrations to increase totals. 
· Publicly reveal an applicant’s financial or medical situation. 
· Pressure church members through leadership authority. 
· Discriminate. 
· Make unauthorized promises of sponsorship. 
· Promise tax deductions. 
· Use applicant data for unrelated business or political outreach. 

23. Accessibility and Inclusion
The Coordinator will:
· Offer accessible digital and paper information. 
· Provide reasonable assistance to people with disabilities. 
· Ensure recruitment venues are accessible where practical. 
· Provide language support. 
· Use captions and transcripts for required videos. 
· Make forms usable on mobile devices. 
· Provide alternatives for people without internet. 
· Welcome accommodation requests. 
· Avoid assuming disability automatically disqualifies participation. 
· Explain when specific roles have legitimate physical or professional requirements. 
· Refer individualized readiness questions to authorized reviewers. 

24. Recruitment Data and Privacy
The Coordinator will ensure:
· Inquiry data is collected with consent. 
· Only necessary information is collected. 
· Access is role based. 
· Personal contact information is not shared with unauthorized ambassadors. 
· Recruiters use approved accounts. 
· Bulk communications protect recipient addresses. 
· Opt-outs are honored. 
· Medical, screening, financial, and safeguarding information is not visible to recruiters. 
· Test records are marked and excluded. 
· Data exports are controlled. 
· Recruitment records are retained and deleted according to policy. 

25. Recruitment Analytics
The Coordinator should monitor:
· Total inquiries. 
· Applications started. 
· Applications submitted. 
· Qualified applicants. 
· Accepted volunteers. 
· Original volunteers. 
· Referral volunteers. 
· Department interest. 
· Professional qualification categories. 
· Language distribution. 
· Geographic source. 
· Church or organization source. 
· Recruitment-event source. 
· Inquiry-to-application conversion. 
· Application-to-acceptance conversion. 
· Withdrawal rate. 
· Waitlist size. 
· Critical vacancies. 
· Recruitment cost per accepted volunteer. 
· Progress toward 50, 100, and authorized 200-person targets. 
Reports must exclude test applicants.

26. Recruitment Dashboard
The dashboard should show:
· Overall volunteer goal. 
· Current inquiries. 
· Applications started. 
· Applications submitted. 
· Accepted participants. 
· Active mission participants. 
· Department vacancies. 
· Critical licensed-role vacancies. 
· Original versus referred volunteers. 
· Language coverage. 
· Family groups. 
· Recruitment-source performance. 
· Upcoming events. 
· Follow-ups due. 
· Waitlist. 
· Capacity holds. 
· Recruitment risks. 
Recruitment totals must not be confused with certified, paid, or deployment-ready participant totals.

27. Coordination With Each One, Reach One
The Recruitment Coordinator will:
· Promote the campaign accurately. 
· Ensure referral links direct applicants to the correct registration process. 
· Preserve referral attribution. 
· Avoid manually changing referral credit without authorization. 
· Provide general campaign metrics. 
· Train recruiters to explain recognition levels. 
· Ensure referral recognition is based on verified program statuses. 
· Prevent test or fraudulent registrations from counting. 
· Avoid disclosing the referred applicant’s private readiness, medical, payment, or screening information to the recruiter. 

28. Recruitment Incident and Complaint Handling
The Coordinator must report:
· Misleading recruitment claims. 
· Unauthorized collection of money. 
· Harassment. 
· Discrimination. 
· Spiritual coercion. 
· Referral manipulation. 
· Applicant data exposure. 
· Fake registrations. 
· Impersonation of UnityReach Global. 
· Unauthorized use of logos. 
· Recruiters promising acceptance. 
· Solicitation of personal business. 
· Safeguarding concerns. 
· Retaliation against an applicant. 
Complaints must be referred through the approved feedback, safeguarding, or administrative channels.

29. Authority
Within approved plans, the Coordinator may:
· Develop recruitment campaigns. 
· Assign recruitment personnel. 
· Schedule information sessions. 
· Approve routine outreach activities. 
· Contact authorized organizations. 
· Maintain inquiry records. 
· Send approved communications. 
· Redirect applicants toward needed roles. 
· Pause or close recruitment for a full role. 
· Place recruitment messaging on hold when inaccurate. 
· Remove an ambassador from recruitment duties pending review. 
· Recommend recruitment partnerships and campaign changes. 
The Coordinator may not accept applicants, waive screening, alter payment requirements, guarantee travel, or commit organizational funds without authority.

30. Limitations
The Coordinator may not:
· Guarantee acceptance. 
· Guarantee a particular assignment. 
· Approve applications. 
· Conduct final screening decisions. 
· Waive training or payment requirements. 
· Collect funds personally. 
· Change contribution amounts. 
· Promise refunds. 
· Access medical or confidential screening details without need. 
· Manipulate referral attribution. 
· Count test applicants. 
· Recruit minors outside approved family and safeguarding processes. 
· Use unapproved branding or claims. 
· Represent the mission as risk free. 
· Promise professional licensure or academic credit. 
· Continue contacting someone who has opted out. 

31. Recruitment Workflow
The standard workflow should be:
Workforce Needs Approved → Recruitment Campaign Published → Prospective Volunteer Inquires → Mission Information Provided → Interest and Role Fit Recorded → Information Session Offered → Volunteer Begins Application → Referral Source Preserved → Application Submitted → Applicant Handed to Screening → Decision Recorded by Authorized Team → Accepted Applicant Enters Training, Payment, Documentation, and Readiness Process → Department Assignment Confirmed → Recruitment Record Closed or Converted

32. Timeline and Deliverables
Phase 1: August–September 2026
Before registration opens, the Coordinator will:
· Meet with the Volunteer Director and Mission Director. 
· Obtain preliminary department staffing requirements. 
· Develop recruitment plans for 100, 150, and 200 participants. 
· Draft the Volunteer Recruitment Plan. 
· Define target audiences. 
· Create workforce priority categories. 
· Develop inquiry and lead-tracking procedures. 
· Draft core recruitment messages. 
· Coordinate multilingual material development. 
· Create information-session content. 
· Establish recruitment ethics standards. 
· Develop the preliminary budget. 
· Create the recruitment risk register. 
Required deliverables
· Volunteer Recruitment Plan. 
· Workforce needs matrix. 
· Recruitment audience strategy. 
· Core messaging package. 
· Inquiry-management workflow. 
· Information-session outline. 
· Recruitment ethics standards. 
· Preliminary budget. 
· Risk register. 

Phase 2: Registration Launch — October–December 2026
Registration is planned to open October 1, 2026.
The Coordinator will:
· Launch approved recruitment messaging. 
· Activate the website recruitment pathway. 
· Begin church, professional, campus, and community outreach. 
· Conduct information sessions. 
· Track inquiries and applications. 
· Coordinate Each One, Reach One promotion. 
· Identify early department gaps. 
· Monitor multilingual access. 
· Review lead follow-up. 
· Correct inaccurate messaging. 
· Submit weekly or monthly recruitment reports. 
· Ensure test registrations are clearly marked and excluded. 
By December 31, 2026
The Coordinator should have:
· Active recruitment channels. 
· Initial application pipeline. 
· Source and conversion data. 
· Church and organization contacts. 
· Recruitment ambassador roster. 
· Priority vacancy report. 
· Documented campaign improvements. 

Phase 3: January–December 2027
The Coordinator will conduct the main recruitment campaign.
Responsibilities include:
· Expand church and community outreach. 
· Develop clinical and technical recruitment campaigns. 
· Recruit Haitian Creole and French speakers. 
· Recruit families through appropriate messaging. 
· Conduct recurring information sessions. 
· Support Each One, Reach One. 
· Follow up on inquiries. 
· Monitor conversion. 
· Maintain vacancy reports. 
· Coordinate with Application and Screening. 
· Place full roles on hold. 
· Increase recruitment for critical vacancies. 
· Prepare volunteers for the December 2027 deposit. 
· Communicate participation costs and deadlines clearly. 
· Maintain waitlists. 
· Report risks and projections. 
By December 2027
The Coordinator should aim to have:
· At least the first 50 qualified or accepted volunteers progressing through the system. 
· A functioning referral pipeline. 
· Critical department roles actively recruited. 
· Documented language coverage. 
· An alternate and waitlist strategy. 
· Accurate deposit-readiness communications. 
· Updated recruitment projections toward 100 volunteers. 

Phase 4: January–June 2028
This phase aligns with the February, April, and June payment schedule.
The Coordinator will:
· Continue targeted recruitment only where capacity remains. 
· Prioritize critical professional and leadership vacancies. 
· Work with readiness personnel to identify likely attrition. 
· Recruit qualified alternates. 
· Avoid replacing unpaid or incomplete participants before authorized decisions. 
· Communicate remaining application deadlines. 
· Manage waitlist expectations. 
· Support authorized expansion beyond 100 if approved. 
· Monitor payment-related withdrawals without accessing unnecessary financial details. 
· Complete recruitment for departments requiring extensive training. 
· Prepare a recruitment closeout plan. 
· Reconcile active participants against overall capacity. 
By June 30, 2028
The Coordinator should have:
· Filled or escalated all critical vacancies. 
· A controlled alternate roster. 
· Final primary recruitment totals. 
· Documented remaining gaps. 
· A capacity-appropriate waitlist. 
· A plan for late replacements. 
· No unapproved over-recruitment beyond travel and housing capacity. 

Phase 5: July–September 2028
Recruitment should transition from general growth to controlled replacement.
The Coordinator will:
· Close general applications where appropriate. 
· Keep only approved critical roles open. 
· Promote qualified waitlisted applicants. 
· Support replacement of authorized withdrawals. 
· Verify that every new applicant has enough time to complete screening, training, payment, passport, and readiness requirements. 
· Avoid last-minute recruitment that weakens standards. 
· Finalize recruitment-source analysis. 
· Notify unsuccessful or closed inquiries respectfully. 
· Archive inactive leads according to policy. 
· Transfer accepted volunteers fully to readiness management. 

Phase 6: October–December 13, 2028
During final training and readiness, the Coordinator will:
· Conduct no general recruitment unless leadership authorizes it. 
· Support only emergency replacement for critical roles. 
· Ensure replacement candidates complete all requirements. 
· Correct public messages implying open availability when registration is closed. 
· Prepare final recruitment statistics. 
· Thank recruitment partners and ambassadors. 
· Confirm referral attributions. 
· Close unresolved inquiry records. 
· Submit the final pre-deployment recruitment report. 
· Transition from recruitment operations to assigned deployment duties. 
No person should be added after readiness deadlines merely to increase the volunteer count.

33. Departure Day — December 14, 2028
The Coordinator will:
· Report according to the assigned airport schedule. 
· Support volunteer check-in when requested. 
· Assist with identifying participant groups. 
· Help welcome volunteers. 
· Refer ticket, passport, payment, or readiness concerns to authorized staff. 
· Avoid independently clearing a participant. 
· Help account for recruitment ambassadors or assigned volunteer groups. 
· Document any final withdrawal or no-show. 
· Preserve accurate final recruitment-source data. 
· Transition fully into assigned mission operations after departure. 

34. Active Mission Operations — December 15–23, 2028
During the mission, the Coordinator will:
· Perform the operational assignment approved by the Volunteer Director. 
· Support volunteer communication. 
· Observe whether recruitment messaging accurately reflected the mission experience. 
· Record volunteer and department feedback. 
· Identify gaps in role descriptions or preparation. 
· Avoid recruiting local beneficiaries into unapproved future commitments. 
· Avoid promising future travel, employment, sponsorship, or immigration assistance. 
· Document lessons for future campaigns. 
· Support volunteer recognition through approved channels. 

35. Fellowship Period — December 24, 2028–January 2, 2029
The Coordinator will:
· Collect structured volunteer feedback. 
· Conduct recruitment debriefs. 
· Evaluate which recruitment sources produced suitable and ready volunteers. 
· Identify sources of preventable withdrawal. 
· Document misleading expectations. 
· Gather testimonials only with voluntary consent. 
· Coordinate approved appreciation for churches and recruitment partners. 
· Prepare the recruitment evaluation. 
· Protect personal information during recognition activities. 
· Avoid pressuring volunteers to commit to another mission immediately. 

36. Final Day — January 3, 2029
The Coordinator will:
· Support final volunteer accountability. 
· Document final no-show, early-return, and completion statuses. 
· Confirm the final number of deployed volunteers. 
· Separate original and referral volunteers accurately. 
· Ensure test or canceled records are excluded. 
· Close active recruitment campaigns. 
· Transfer ongoing contacts to authorized personnel. 
· Secure recruitment records. 
· Submit outstanding complaints or incidents. 
· Participate in the final leadership debrief. 
· Submit the preliminary recruitment closeout report. 

37. Post-Mission Recruitment Evaluation
The final evaluation should examine:
· Inquiry sources. 
· Application conversions. 
· Acceptance rates. 
· Training completion. 
· Payment completion. 
· Deployment rate. 
· Department staffing accuracy. 
· Referral performance. 
· Language coverage. 
· Family participation. 
· Withdrawals. 
· No-shows. 
· Volunteer satisfaction. 
· Department satisfaction. 
· Recruitment cost. 
· Misleading-expectation complaints. 
· Critical vacancies. 
· Recommendations for the next mission. 
Recruitment success must be measured by ready, qualified, and appropriately assigned volunteers—not by raw inquiry or registration counts.

38. Records and Documentation
The Coordinator must maintain:
· Recruitment plan. 
· Workforce needs matrix. 
· Role vacancy records. 
· Recruitment campaign calendar. 
· Approved messaging. 
· Multilingual materials. 
· Inquiry records. 
· Recruitment sources. 
· Referral attribution. 
· Information-session attendance. 
· Church and partner contacts. 
· Ambassador assignments. 
· Follow-up records. 
· Application handoffs. 
· Waitlist records. 
· Recruitment event records. 
· Opt-out records. 
· Complaint and incident referrals. 
· Recruitment analytics. 
· Final deployed-volunteer count. 
· Partner appreciation records. 
· Final evaluation and lessons learned. 

39. Performance Indicators
Performance may be evaluated using:
· Number of qualified inquiries. 
· Inquiry-to-application conversion rate. 
· Application-to-acceptance conversion rate. 
· Number of accepted volunteers. 
· Number of deployment-ready volunteers. 
· Department vacancy-fill rate. 
· Critical licensed-role fill rate. 
· Recruitment-source performance. 
· Cost per accepted and deployed volunteer. 
· Language coverage. 
· Original versus referred volunteer balance. 
· Volunteer diversity and inclusion. 
· Waitlist accuracy. 
· Withdrawal and no-show rates. 
· Percentage of applicants receiving accurate cost and date information. 
· Number of misleading-recruitment complaints. 
· Opt-out compliance. 
· Final deployment rate. 
· Department satisfaction with recruited personnel. 
· Timeliness and accuracy of reporting. 

40. Key Risks to Manage
The Coordinator must actively manage:
· Over-recruitment. 
· Under-recruitment. 
· Critical role vacancies. 
· Unqualified applicants. 
· Misleading claims. 
· Hidden costs. 
· Vacation-focused recruitment. 
· Fake or test registrations. 
· Referral manipulation. 
· Privacy violations. 
· Spiritual pressure. 
· Discrimination. 
· Unauthorized money collection. 
· Recruitment of minors without safeguards. 
· Inaccessible recruitment. 
· Excessive follow-up. 
· Unverified professional credentials. 
· Applicants expecting guaranteed clinical work. 
· Applicants unable to complete readiness requirements. 
· Late recruitment with insufficient training time. 
· Inflated totals that include inactive participants. 

41. Immediate First 30-Day Action Plan
Within the first 30 days, the Recruitment Coordinator should:
1. Meet with the Volunteer Director and Mission Director. 
2. Obtain staffing targets from every department. 
3. Create workforce scenarios for 100, 150, and 200 participants. 
4. Draft the Volunteer Recruitment Plan. 
5. Identify priority audiences. 
6. Develop clinical, technical, family, church, and general-volunteer strategies. 
7. Create approved recruitment messaging. 
8. Establish multilingual requirements. 
9. Develop the inquiry-management workflow. 
10. Create the recruitment follow-up schedule. 
11. Develop the information-session presentation. 
12. Establish recruitment-ambassador standards. 
13. Define recruitment metrics and dashboard requirements. 
14. Coordinate Each One, Reach One integration. 
15. Establish privacy and opt-out controls. 
16. Prepare the preliminary recruitment budget. 
17. Create the recruitment risk register. 
18. Prepare for the October 1, 2026 registration launch. 

42. Closing Responsibility Statement
The Recruitment Coordinator is responsible for building the human foundation of the Cap-Haïtien mission.
The objective is not simply to collect names or reach an impressive registration number. The Coordinator must attract volunteers who understand the mission, can satisfy its requirements, are suitable for available roles, respect Haitian leadership, and are prepared to serve safely and responsibly.

