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RECRUITING
TOASTMASTERS
DISTRICT
LEADERS
FINDING LEADERS TO STEP UP AT ANY LEVEL IN A VOLUNTEER
ORGANIZATION SUCH AS TOASTMASTERS CAN BE CHALLENGING. THE
GREAT NEWS IS THAT HUMANS ARE DRIVEN BY A SENSE OF PURPOSE,
SHARED VISION, SELF-GROWTH, AND BEING PART OF A COMMUNITY. THE
CURRENCY OF VOLUNTEERS IS RECOGNITION. 

PEOPLE WANT TO FOLLOW A STRONG LEADER WHO INSPIRES THEM, GETS
THEM EXCITED TO JUMP OUT OF BED IN THE MORNING, AND SHOWS
APPRECIATION/RECOGNITION FOR THEIR EFFORTS. IF YOU CAN
EFFECTIVELY LEAD VOLUNTEERS, YOU CAN LEAD ANYONE!
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A clear vision and purpose of what you hope to
accomplish with your team are critical in

attracting other leaders.
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STEP 1:
HAVE A CLEAR
VISION AND GOALS

Past district leaders are fantastic resources for guidance by sharing
your vision with them for feedback. They are often well-connected
with other members around the district and can assist with
recruiting.

How many years of experience inside/outside of Toastmasters?

What level in Toastmasters program?

What prior leadership roles would be helpful?

What level of excellence did their club achieve under their

leadership?

Think about what characteristics you will look for in the leaders you
are recruiting:

Get focused on your priorities, this will help attract the leader to
you and help you spot them! 

Think about the skills, personality traits and
educational backgrounds of your existing
amazing members. Looking for these
characteristics in a new leader will make
identifying extraordinary individuals easier!



What level of support is required for club leaders 
Ex. number of club visits, educational presentations

How the information will be shared
 Ex. meeting requirements, communication response

What level of training and support
How many division/area council meetings? 

Ex. the minimum number of DEC meetings you require
them to attend, etc. 

Starting with your overall objectives and desired outcomes for the
team, think about:

Use this part of the description to outline the priorities you
identified in Step #1 and give potential leaders an idea of who you
are looking for. 

WHAT WILL THEY BE DOING

WHO ARE YOU LOOKING FOR
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STEP #2: 
CREATE A CLEAR

ROLE DESCRIPTION
Having a mindset of simply filling the role with
no precise requirements identified up front
with the candidate will cause more
headaches/stress, lost time, and distraction
during the year when you need to be focused
on executing the plan. 

The description should help the candidate see
themselves in the role, understand how their
success will be measured, and see an
opportunity for growth.
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STEP #3: 
ACTIVE ADVERTISING

A critical advertising component is the “District Leadership Pipeline
List,” a centralized list of potential candidates. 
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The perfect candidate often does not step forward
because they are unaware: 

Social Media Campaigns: 
Post regularly and encourage engagement to
further your reach 

District Newsletters: 
Utilize the mass communication to engage
members 

Educational Presentations: 
Question and Answer events across districts
allows members to raise concerns and speak to
benefits of leadership roles

District Leader Club Visits: 
Actively engaging with clubs allows current
leaders to share the benefits of their role to a
wider audience 

External Advertising 
Advertising outside of Toastmasters allows
leaders to recruit specific skillsets that might not
exist in their current leadership pipeline

Advertising for leadership roles can take many forms and
must be an ongoing activity. 

A) of the positions available or what is required, 

B) how they will benefit from the role or why they want to

invest their time, or 

C) that they have the skills and potential to serve in the

position. 



STEP #3: 
ACTIVE ADVERTISING

Active advertisements should lead applicants back to this Google
Form. By using this tool you can collect a database of applicants
with the education level, leadership positions, experience etc.
needed for this role and future roles. 
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Utilizing Google Forms to build a Leadership Pipeline by:

Self nomination

Nomination by others 

Information you should collect through
the Google Form:

Contact Information

Social Media Pages

Home Club

Education Level

Leadership Experience

References

Any additional

technical skills that

the leadership role

may require

Throughout the year you should be working to build
a network and collect a database of potential future
leaders



STEP #3: 
ACTIVE ADVERTISING
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While we often fill volunteer positions within our organization or
through our existing networks, advertising the role to a greater
community allows us to find the best fit for the role not just "the
best" of who we know

When you're advertising
your roles, you need to make
your posts POP! 

Remember superstars are
hard to come by, your
advertisement should sell
the role to the candidates
with attractive and eye-
popping visuals and a clear
action item. 

Attracting the right candidate involves posting in
the right areas. Think about your ideal candidate

and where they may be searching for a volunteer
position.

 
For example, if you're a young professionals group,

try posting on university job boards and LinkedIn.



As a leader active recruitment can be the best tool to fill your
open position with the perfect fit. 

STEP #4: 
TARGETED

RECRUITING

Think creatively about where you can connect with the best person
for the role, whether it is in person or online! Reach out to your
existing network; friends, family and colleagues. Utilize platforms
such as LinkedIn to find candidates, connect with profiles who
match your needs and send them the job posting.

NETWORKING
EVENTS

FRIENDS AND
FAMILY
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LINKEDIN



STEP #5: 
INITIAL EVALUATION
AND CANDIDATE
CONVERSATIONS
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Once you have an extensive list of leadership
candidates, as the leader of the team, it's your
responsibility to begin contacting potential new
leaders. 

Senior Leaders must work closely with
the DLC to recruit next year's Senior

Leadership

District Directors should work closely with sub-
committees to identify their manager positions and

committee leads

Division Directors must actively recruit their Area Directors

Recruitment Roles & Responsibility: 

This method ensures that team leaders feel fully accountable and
responsible for their team's performance



STEP #5: 
INITIAL EVALUATION
AND CANDIDATE
CONVERSATIONS
Phone Screening Candidates 
It is important to prepare questions for the candidate in this initial 15
minute informal conversation. 

What is their proudest accomplishment?
Where do they feel they need to develop? 
What opportunities do they see for themselves in this position?
What ideas they have for the role? 

Some things you should ask during your phone screen: 
ASK THEM TO SHARE

SHARE THE ROLE
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How many questions is the candidate asking? 
Do they seem interested in the role? 
What are their concerns? Ex. Time Commitment? 
Does anything make you question their intent?

Remember this is a two-sided conversation, the candidate should
also hear what your vision for them is and have an opportunity to
ask questions. 

SHARE NEXT STEPS3
Whether on the phone or following the interview, share the next
steps of the process with the candidate and confirm interest in
moving forward. 



In the beginning of the conversation, focus on active listening.
Guide the conversation with questions that will allow you to identify
the candidates passions and dig deeper into what drives them.
Take the time to learn about their goals in life and their memorable
successes. 

Once you gain more confidence that this candidate could fill your
open position, it's your turn to share! Just like in your
advertisement, your job is to sell the candidate the role again. Share
more about your team and organization. 

For paid positions:
Don't forget to ask your candidate their expected salary range.
Before embarking on the hiring process you need to ensure you are
both in the same ball park. 

STEP #5: 
INITIAL EVALUATION
AND CANDIDATE
CONVERSATIONS

How do you maximize your conversations?
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How does your previous experience relate to
this role? 
What made you interested in pursuing this
role?

Questions to kick off the conversation: 

How does the club or team fit into the greater
organization? 
How does the role fit into the team?

What to share about this role: 



Pre-Interview Case Study

A fantastic interview tool is to assign a case study to the candidate, ask

them to research a topic related to the role and present to the selection

committee at their interview. This activity can be given with a restricted

timeline 2-3 days before the interview.

Pre-Interview Communication

Prior to the interview, communicate the interview structure as well as

the evaluation process. 

Candidate Presentation

If you opted to have the candidate complete a case study, begin the

interview with their presentation. They have likely been preparing and

this gives them the opportunity to "get it over with" before moving on to

the Question and Answer portion of the interview.

Question and Answer

A great icebreaker question to start the interview is asking the

candidate why they are the best person for the role and how their

experience and skill set will contribute to their success. Behavioural

questions are popular in corporate environments and are used to better

understand candidates' experiences and thought processes in relevant

scenarios. Ask pertinent questions about the position, including

knowledge about the role, how they would handle common

scenarios/challenges, and their plans for success. Allow time for the

candidate to ask questions. 

STEP #6: 
FORMAL INTERVIEW

The DLC typically conducts most interviews for District roles.
However, if there are multiple qualified applicants for other
positions, leveraging the interview strategy below will help narrow
the candidate pool. 



Given the typically short timeframe and brief level of exposure to the
candidate, having multiple references for each candidate is CRITICAL. It is
recommended that the hiring leader contact the references personally to
have an open conversation about the candidate. 

Candidate Name: 
Role:

Name: 


Company: 


Relationship to
Candidate:




What was the
candidate
responsible for in
this role?




Where does the
candidate need to
continue their
growth?




Would you rehire
the candidate?




STEP #7: 
REFERENCE CHECKS
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Ask direct questions about strengths and areas of improvement.
Share a brief description of what you are looking for in the position
and ask whether they feel the candidate is well suited. Be on high
alert if the reference does not demonstrate relevant experience
with the candidate or does not provide specific examples. 



At this stage in the process it should be a BIG YES 
or it's a no.

STEP #8: 
SECURING THE 
ROLE
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Before putting pen to paper (literally or
virtually) you will need to confirm the perks
and benefits that come with the role as well as
performance expectations that both you and
the candidate are happy with. 

A clear and transparent start to working
together will lead to a higher probability of
success.

Once the candidate has completed their paper work:
 

Welcome them to the team and identify the role they have been selected for
with their area of responsibility. Copy the outbound leader and team to notify

them that the transition may begin formally.

Once the candidate has been confirmed and you re
beginning the onboarding process, consider a single goal
you would like to see from the new leader within the first 3
months. 

For Area Directors, this could include reaching out to the
newly elected Club Presidents, confirming club officer
attendance at TLI, obtaining the recent club visit report and
discussing with the outbound Area Director. If the team
member is resistant to these basic transition activities, have
a serious conversation about whether they are committed or
have time for the role in their life


