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Help! 
I think my members 

are about to quit!
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Why do people quit?
a question on sustainability

After looking at long term trends that have been apparent in AIESEC United States over 
the years, we have noticed that LC results over the years are not sustainable for most 

of the LCs. With only a small number of AIESEC US members being seasoned members, we 
have realized that the unsustainable results may be directly associated to lack of sustain-
ability in member base.Stating some reasons like burnout, not feeling engaged, or lack of 
time executive boards and members often end up quitting. Looking deeper into why this 
might be happening as a trend, we have realized that the main contributors to the problem 
are lack of purpose, lack of ownership, and culture. Throughout this booklet, we will explore 
how you can impact your LC by growing sustainably with a strong emphasis on Talent Man-
agement and team standards. Essentially, this is a guide of strategies to ensure sustainable 
human resources and growth within your LC.

How to use this guide
 This guide is made for LCPs and LCVP TMs. Throughout the guide, you will find 

strategies, good case practices, and new ideas that you can downscale and implement at 
your local committee. Please remember that not all strategies will work with every reality, 

so you are by no means required to follow any of these guidelines. However, we believe 
that an emphasis on sustainability is very important and these strategies are a way of fa-

cilitating sustainable growth within your LC. Every strategy should be implemented with a 
clear roadmap, call to action, outcomes, and should be followed up on periodically. 

Purpose

Ownership

Culture
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Why did they join AIESEC? Why did they stay in AIESEC? I know this is some-
thing we talk about all the time, but how often does this come up in conversa-
tions with your members? Maybe not in a conversation, but it should at least 
be in the back of your mind with every decision you make. Most of the time if a 
member decides to quit, it is because they have not found their why. The excus-
es: lack of time, classwork, can’t balance, EB being too results focused, these are 
all invalid if they truly believed in AIESEC and understood how monumentally 
important it is to develop yourself as a leader. People always find a way to do the 
things they truly care about. 

Members need to be pushed and shown that they have a hand in controlling the 
LC. Ultimately, they are the one driving the LC because they are the ones getting 
those approvals. It is important that members are reminded regularly about the 
impact each member has on the LC, and each EP that goes abroad because of 
them. People like feeling important. Giving them ownership of their own work, 
makes them feel important. You are more likely to get better results by having 
people making smaller decisions on their own, under your influence, than by 
forcing people to do things your way without letting them give input. 

 Culture exists whether you like it or not, but if not cultivated and nurtured 
properly it can hurt your organization instead of propelling it forward. Culture is 
the atmosphere and relationships between members, leaders, and anyone else 
involved with the LC. If a LC has a weak culture, motivation goes down, making 
results decrease. Culture can be used to push members to do their best, and 
makes the working environment much more comfortable. People work well 
when they are surrounded by other people who work well. Being in an environ-
ment where everyone tries their best, and continually  puts out quality content, 
can spike motivation and eagerness to do more in new members. All LCs are 
different, so you have to find what works best for you. 
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YSN (Why-So What- Now What) is a 3-step one on one guide to help facilitate 
a space for members or vice presidents to engage with their reasons for being 
in AIESEC. This should not replace regular one on ones and should be delivered 
by direct team leaders to team members (LCP to VP, VP to Member). This is 

also another method to facilitate the member’s inner journey. 

Tip: If you deliver these spaces to your VPs first, they will be more confident in 
delivering them to members!

Purpose.
5

Without a purpose, members can be lost or unmotivated; 
finding  their purpose, however, is not too hard
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YSN: WHY, SO WHAT, NO WHAT

Y 
WHY S 

SO 
WHATN 

NOW 
WHAT



Why. This one on one should be held in the beginning of someone’s team experience. The goal is to help the member 

find their initial purpose behind being in AIESEC. Remember that this space is not to question the member, but 

rather guide them to their purpose through asking the right questions.Throughout, encourage the member to share 

personal details that connect them to the organization. Here are questions from Mark Manson’s 7 Questions to Find 

your Purpose to start the conversation:

 - What’s your favorite flavor of shit sandwich and does it come with an olive on the side? 

 - What is true about you today that would make your 8-year-old self cry?

 - What makes you forget to eat and poop? 

 - How can you better embarrass yourself? 

 - How are you going to save the world? 

 - Gun to your head if you had to leave your house all day every day where would you go and what would  

 you do?

 - If you knew you were going to die one year from today what would you do and how would you want to be  

 remembered?

However, make sure you actually connect these questions to their AIESEC purpose. Here are some additional 

questions that will be helpful in facilitating this: 

 - What attracted you to AIESEC first?

If you could only achieve one thing with this organization, what would it be?

 - What do you want your AIESEC story to be?

 - Why do you take the time out of your day to do AIESEC work?

 - If AIESEC were a person, why would you be able to relate to them?

 - What excites you about AIESEC?

With a mix of both Manson’s questions and AIESEC questions you should come to your final question of: What is 

your AIESEC why? This process might take anywhere from 30 minutes to an hour or more. At the end, make the 

member write down their purpose (and write it down yourself as well). This should be referred back to when creating 

PDP, having one on ones, and the latter steps of the YSN. Make sure the member understands that their functional 

goals are aligned with their purpose. 

Here are some examples of why statements by AIESECers:

 - Stepping out of my comfort zone to become a better version of myself

 - Empowering others to pursue opportunities in pursuit of happiness

 - Realizing and embracing my full potential while impacting people

Y
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So What. So What is the midterm check-in a member should have in the middle of their team experience. This is 

a re-emphasis of their purpose and how AIESEC is helping them get closer to achieving their purposeThis can be 

implemented as a separate meeting or a thirty-minute section of a one on one. You should start by reminding them 

of what their purpose was. Here are some guiding questions to keep the conversation flowing: 

 - Is this purpose still relevant? Do you still think this is why you are here?

 - Why did you initially join AIESEC? Why did you choose to stay?

 - Are you achieving your goals that will carry you closer to your purpose? 

 - What has happened in the past months that made you feel like you were getting closer to your purpose? 

 - What has happened in AIESEC in the past months that got you excited to keep working?

 - How do you think your purpose connects with AIESEC’s purpose of peace and fulfillment of humankind’s  

 potential?

 - What has kept you going if you were unmotivated at any point?

 - What parts of your AIESEC routine are most impactful in terms of your why? 

 - What can you do more that will contribute to your purpose even further? 

The new ways they choose to contribute to their purpose should be implemented as modifications to the member’s 

routine and/or PDP. At the end of the space, the member should feel more connected to why they joined the 

organization in the first place and be more driven to continue. 

Now What: Now What is a debrief space to close the team experience with the member in terms of purpose. This 

is a reminder of how AIESEC helped them achieve their purpose and gave them spaces to do more. This way, the 

member will realize the impact of an AIESEC member experience and be motivated to stay in the organization. This 

can be implemented as a separate meeting or a thirty-minute section of their final one on one. You should start by 

reminding them of what their purpose was. Here are some guiding questions to keep the conversation flowing: 

 - Is this purpose still relevant? Do you still think this is why you are here?

 - Would you say that you are closer to achieving your purpose after your experience?

 - Which parts of your routine have helped you achieve your purpose the most? 

 - What are the spaces you wish you had to strive towards your purpose? 

 - How can AIESEC further provide spaces for you strive towards your purpose?

 - How were the goals you achieved relevant to your purpose? 

 - How do you think your purpose connected with AIESEC’s purpose of peace and fulfillment of humankind’s  

 potential?

At the end of the space, the member should fully understand the impact the experience had on achieving their 

purpose and how their goals were aligned with their purpose. N
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Ownership.
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An LC where members are kept accountable and are 
proud of their work is an LC that sees results.
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Consistency is key, friends. You cannot and will not receive the results you want by making irreg-
ular decisions. Whether that is dealing with attraction methods, sending emails or managing your 
team, you have to be consistent in what you are doing so people have the right expectations of the 
end results and no one ends up surprised. That is why having a routine is so helpful. You are able 
to have a standard schedule of what everyone needs to be doing. 

Checklist: 
LCM every week
FTM every week
EBM every week 
Functions are following product routines provided by MCVP responsible 
SONA/SOLA is filled out
Monthly Reviews
O2O with VPs every month 
Tracker filled out every week

Projects
If you feel as though your LC is accomplishing all these goals, there are 
ways to keep members from getting bored or burnt out. Adding special 
projects to a members JD is a great way to do so. These projects can deal 
with anything as long as there is a clear MOS (measure of success) and it 
is contributing to the function as a whole. Although this can be very ben-
eficial to push members to do just a bit more, not everyone is suited for 
something like this. The member should already have an established and 
efficient routine, and be getting results from that routine. This is specified 
for that members who feels like they are not gaining anything from doing 
the same routine over and over again. 
Ex of Special Projects: 
 Revamp OGV parent package
 Make OPS better
 OC of Recruitment
 Revamping iCX Sales Meeting Slides
  Make IPS better 
 

ROUTINES & PROJECTS
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LC Tracking:

 

Tracking at LC level is 

important for both data 

analysis and making a 

results oriented team. A 

good tracker should be able 

to clearly show planned 

vs achieved measures 

for members so that the 

members can take more 

ownership over their work. 

Your team should revisit 

the tracker at least once 

every week on both function 

and lc level to evaluate 

performance and encourage 

goal achievement. We 

recommend implementing 

the national LC tracker 

and holding members 

responsible to their goals 

and priorities. Feel free to 

consult your LCD Coach if 

you have further questions 

on trackers!

RESULTS ORIENTED
TEAMS

Results can be a big motivator for teams and members as it is a way to quantify 

the impact a person is creating in the organization. Often, we observe 

that teams where members can understand and see their own contribution 

to the organization take more ownership over their work and tend to be more 

connected to the core values of the organization. Having a concrete LC plan 

and working towards the plan as a whole gives members additional reasons for 

staying in the organization. For excelling in results orientation within LCs we 

recommend strong R&R Structures and clear Tracking systems. 

R&R: Rewards and recognition systems vary from LC to LC but are aimed to 

promote strong performance and build a culture of public appraisal. These 

systems motivate members to strive for excellence and put more emphasis on 

performance. Here are some examples of R&R systems: 

 Member of the week recognition at LCM

 Function of the month award for goal achievement 

 End of semester awards at LC Galas 

 IXP discounts based on member performance

When setting up your R&R system, make sure you have a clear timeline for 

execution, a set budget, a set reward, clear measure of recognition, and stick 

to your plans as you move forward in the semester. Remember that R&R should 

not be turned into public shaming of low-performing members. Do not be afraid 

of putting your own spin!11



Culture.
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A great LC culture can promote exchange and pur-
pose. but what is a great culture in the first place?

What should my members 
celebrate?

How do my members act 
when they are at their best 
and how can I cultivate that 
environment?

What does it mean to be a 
member of my LC?

What reasons am I giving 
people to stay in my LC?

Are we achieving our goals 
through collaboration and 
teamwork? 

Do my members see their 
impact on the LC as a whole? 

CULTURE = RESULTS

At some point of our AIESEC 

journey we have all heard 

the word “culture” at least once. 

However, there is no clear definition 

of how the culture of an LC should 

be. Although it is very easy to say 

that an LC has “good culture” we 

define culture as an element that 

brings results to the LC. When an 

LC has a strong work and family 

culture, it should result in goal 

achievement and performance 

without burnout. LCs with good 

culture should be results oriented 

and members should enjoy working 

together for a mutual goal. 

Everything you have been provided 

with in this booklet are ways to 

create a strong work culture within 

your LC, however make sure you 

also emphasize the importance of a 

good team experience through team 

days and clear expectation setting. 

Ask yourself these questions when 

thinking about what kind of a culture 

you want to create within your LC:

14



This is a very common phrase used almost too often at conferences, meetings, or during general 

AIESEC conversations. But, if it is talked about so much, why do we still not do it? Or if we do, why is 

it not great? Surprises can be fun, but they usually are not in AIESEC. As LCP’s, we like to feel in charge 

and able to control situations. Due to that, expectation settings are going to be your main source to 

feeling like you have everything handled.  

 For general members, the priority expectation you need to set is what you need them to do: the 

bare minimums. Whether that is how many emails sent for ICX, attraction stunts for OGX, or even the 

goal of approvals for the semester, you should be open and honest for what you expect them do do. One 

of the biggest reasons why people quit so soon after being recruited, is because the right expectations 

were not set. Being in this organization is a time commitment and requires a lot of quick thinking. Before 

being recruited, this should be made known by all so they come in with the right mindset. 

 For VPs, the expectation setting should be very similar. Although the actual things they do is 

different, the wanted end product is the same: results and growth. VPs should be held to a higher standard 

because they are leading a team and are responsible for their members development as well. For back 

office, setting the expectation that they are a necessity in order to drive exchange. Although they are 

not the ones actually getting those approvals, it is not possible to get that exchange without them. For 

product VPs, making sure they follow their functional timeline and are tracking and empowering their 

members.

 

 Lastly, you. You might have some real high goals for your LC. Think about it. Are these goals 

realistic? If you don’t meet these goals, will you be disappointed? Will there be severe consequences? 

Reevaluate your LC’s reality and see if the goals you started with are still applicable. Don’t aim low, but 

at the same time, make sure these goals are attainable. Set the expectation that you are going to try to 

whatever you can to reach that goal. 

 

In addition to individual purpose, it is important for teams and local committees to come 
together under one purpose and identity in order to stay connected to the organization. 
This also creates a cohesive culture that promotes a single team identity.  Attached to this 
booklet (through this link) is a LEAD Space template that you can use for your own LCM to 
create a common purpose in your local committee. The purpose of this space is to gather 
as a team and truly understand what drives the team to do exchange. Take this and adapt it 
to what your LC really needs. Remember tohave an idea about what you want the outcome 
to be when you are leading the space. The purpose that you end up coming to should be 
alligned with AIESEC’s purpose of peace and fulfillment of humankind’s potential and 
should still be relavant to everyone’s experiences. If you have a large LC, you can start 
the conversation in small groups and slowly make the grop come together for a combined 
vision. 

You can add a video about teamwork, like this one or create an activity based around team 
engagement and productivity, like these. It really comes down to how you want to present 
this information, and what exactly you need to get out of the space. 
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WE’RE ALL IN THIS TOGETHER

15

EXPECTATION 
SETTING

https://docs.google.com/presentation/d/1ruMGYcVlfwhRNBPqBU-0cKf-FRpE_QrvkbK8JjjTD14/edit?usp=sharing
https://www.youtube.com/watch?v=YMz2_S2y9WE
https://www.huddle.com/blog/team-building-activities/.
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BONDING & TEAM 
DAYS
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While it may seem like camaraderie in the LC is nice but not totally essential, a sense of 
closeness amongst members can actually improve happiness and productivity in that LC. 

LCPs and VPTMs shouldn’t minimize the importance of team bonding, especially if they’re 
looking to lower member turnover rates as good culture helps teams to perform better, 

improves the ability to work as a team, and boosts retention rates. 

Although you can add your own spin and get creative with how you want to implement 
function and LC-level bonding events, here are some easy ideas to bring back to your LC that 

require minimum effort:

Grabbing food before/ after LCMs every week as a part of the routine
Movie night at a member’s house 

Trivia night hosted by the LCP on fun facts about LC members
Escape room / Paintball / Cider Mill Trip

Ice Cream Social
Build your own S’more night

Cooking dinner together
Attending a university event together

Sleepover 
Inter/Intra-functional sports competition 

Seasonal activities (pumpkin carving, christmas cookie baking)
Overnight trips

Global dinner at different restaurants (Italian, Mexican, etc)
 



More.
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Sustainability does not end here. There is more you can do, 
more resources we can provide, and more to achieve

20

Exit Interviews
understanding our people

Although we have explained a lot about how to keep and develop members, it is unrea-
sonable to think every single member who is recruited will stay in the organization. When 
this does happen, you need to make sure an exit interview is organized by the VP TM. Exit 
Interviews are short meetings where you are able to find the true reason why people want 
to leave your LC. Not only can you find out their main reasons for leaving, but also you can 
see if their reasoning is something that you or your EB could potentially fix. In the long run, 
this is one of the best ways to get feedback and points of improvement from someone on 
the local level. You can use this to get better #bounceback. 
Some sample questions:
 Why did you join AIESEC in the first place? 
 How did that motivation change over time?
 If you don’t like _____, why?
 What can be done to improve a member’s experience?
 Were you satisfied with the way you were managed?
 What was your final reason for leaving AIESEC? 
 What did you think you developed within AIESEC both personally and 
 professionally?
 Would you recommend your experience in AIESEC to your friends?
 To close on a happy note, what did you like about your experience? What is your   
 favorite memory?
 Do you still plan to keep in touch with the LC and the members?



LEADING BY EXAMPLE

Remember, leading by 

example is very important! 

If the LCP delivers team 

standards well to their 

team the VPs will lead their 

example in delivering them 

just as well to their teams. 

As an LCP, it is your 

responsibility to make sure 

you are providing good 

team experiences to your 

VPs to make sure they can 

downscale their experiences 

to their functions. 

LCP - VPTM
RELATIONSHIP

Making sure that an LC is sustainable is the individual 

responsibility of neither LCVP TM nor LCP. However, this 

can be achieved with a strong synergy and collaboration between 

these two individuals. LCPs should have at the very least one one on 

one with their VPTM per month and go over the full state of the LC 

through data and especially NMS results. Just as LCPs are responsible 

for delivering team standards to their EBs, VPTMs should help 

educate and track other VPs and TLs in delivering team standards to 

their teams. When implementing R&R, IXP, and Tracking strategies 

VPTM should play as active of a role as LCPs in both creation and 

implementation of the ideas. 
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Your LC Footprint
measure your sustainability

For high sustainability, we have to strive to keep our lc footprint as low as possible. 
Answer the following questions with Yes, No, or Sometimes to calculate your LC 
footprint:

Do you have a clear method of tracking operations?
Do you refer back to your tracker every week?
Do all members have a clear understanding of why they are in AIESEC? 
Do you have an R&R Strategy to recognize performance?
Do you consistently use this R&R Strategy?
Do you have weekly LCM, EBM, and FTMs?
Is there a way for your members to understand their contribution to overall results?
Do you deliver team standards to your EB (for LCPs)?
Do you have at least one team day or bonding activity every month?
Do you hold exit meetings with all of your members who quit?
Does your LC have a shared purpose?
Do your members have the correct expectations?

For every question you answered: “No” add 10 points, “Sometimes” add 5 points, 
and “Yes” add 0 points.  

If your score is between 0 - 10, congratulations you are on track to have a sustain-
able LC! Make sure you strive to better your processes every day.
If your score is between 15 - 25, you are doing fine, but may have problems in the 
future! Look back at the questions you answered “no” or “often” to see what you can 
improve!
If your score is higher than 30, you may want to put some more attention on 
sustainability and team standards. You can use this guide to improve your internal 
processes, or talk to the MC or LCD coaches for extra support on how to have a 
more sustainable LC!
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