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(ABSTRACT)

Adult volunteer instructor training is an important
transaction in the dissemination of community health
courses to citizens 1in schools, worksites, religlious
organizations, and recreational centers. Yet prior to this
study little was known about this process by which an
individual was transformed from a willing volunteer into a
volunteer instructor.

Questions about what occurred during training and how
the participants changed were examined through gualitative
case studies. The training event was sponsored by a local
unit of a 1large national nonprofit organization which
extensively uses volunteer instructors to teach community
educational courses. Participant interviews, before and
after training, as well as observations of behaviors,
language usage, and attitudes during training, were
completed. The method of constant comparison was used to
analyze the data for patterns of similarity and
dissimilarity.

The problem studied was: what was the training process



through which volunteer instructor candidates are
socialized into their roles as instructors and how does the
process work? To understand this problem, the instructor
candidates' (ICs') pre-training characteristics and the ICs'
and trainer's responses during training were examined.

Principal £findings were: (a) most 1ICs expected a
certification process, not a soclalization process, that
changed their existing skills; (b) the trainer expected a
socialization process that changed ICs' skills, knowledge,
and attitudes; (c) a pattern was found between ICs' pre-
training characteristics and their conformity during
training; (d) language did not function as a facilitator of
socialization; and (e) the trainer's structure and conduct
of training inhibited the socialization process. From these
findings, conclusions were drawn about pre-training
characteristics that predisposed cooperation or difficulty
during training and the tralner's ability to 1lead a
training conducive to needs of adult 1learners and for
soclialization.

This qualitative study offered insights into the ICs'
consistencies and changes during training and the conduct of
training to meet the needs of adult learners. Based on the
study's findings, recommendations for improving this
particular training course and future research
considerations in socialization, adult education, and

voluntarism were made.
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CHAPTER 1
INTRODUCTION
Voluntarism in its many forms and faces 1s pervasive
in American life. Voluntary initiatives through nonprofit
organizations touch our 1lives 1in basic to extraordinary
ways—--from health to nuclear nonproliferation. Voluntary
organizations, through volunteer instructors, intimately
interact with the public on a wide spectrum of issues
through the transfer of knowledge, skills, and attitudes.
Community health courses offer one of the most evident,
continuous imprints of voluntary nonprofits in American
life.
Adult volunteer instructor training is a very
important transaction in the dissemination of community
health courses to citizens in schools, worksites, religious

organizations, and recreation centers. Yet 1little is known

about the factors by which an individual is transformed from
a willing volunteer into a volunteer instructor.

This study probed into the process of the
socialization of volunteer instructor training in one of
America's predominant volunteer organizations. It focused
on a major voluntary organization through which the largest
number of volunteer instructors are prepared to teach
community health education courses in the USA and abroad. It
is not only the 1largest single purveyor of volunteer

instructor training, but it also serves as a model for



instructor training in other voluntary organizations
(Bachman, personal communication, 1988).
Background of the Problem

Effective training can be a planned, prescribed, and
empowering transaction to transfer knowledge, skills, and
attitudes from an organization to an operative individual
or group (Bachman, personal communication, 1988; Bryce,
personal communication, 1988; Merton, personal
communication, 1987). Unions, corporations, religions,
political parties, professional associations, and other
less formal groups implement training. 1In the public and
private sectors, the type of training that develops
knowledge, Jjob skills, and attitudes, while orienting
workers to the organizational culture, 1is referred to and
examined as a socialization process (Baltes & Schale, 1973,
p. 56; Hoffer, 1970, p. 335; ©Sredl & Rothwell, 1986, p.
197). Many authors reflect the serious scrutiny and
understanding of soclalization in publlic and private
sectors.

One vital sector 1in socliety where the effects of
socialization through training have escaped scrutiny,
understanding, and oversight is the voluntary sector. Yet
the voluntary sector trains volunteer instructors for
vital representational and instructional roles in community

health education. Lack of understanding about adult



volunteer instructor training should not continue to be

accepted because the voluntary sector possesses large
resources, engages numeroﬁs instructors, and impacts on
nearly every facet of American 1life--from a distinct, but
analogous, position similar to corporations, government,
unlons, and families. Voluntary instructors are the
gatekeepers and purveyors of Instructional and training
commodities vital to successful negotiation of daily 1life
for many people. These voluntary 1instructors are role
models and disseminators for the values and beliefs of the
organization that they represent--through which they were
*soclalized"--and our broader society.
Voluntary Organizations' Health Courses

Through the educational courses offered by voluntary
organizations, millions of Americans 1learn about health
promotion, health maintenance, health education, and health
care. Voluntary organizations serve a major function in
disease and accldent prevention and llfestyle educatioh in
the United states (Connors, 1980, pp. xii-1) through
programs like swimming lessons, anti-smoking campaigns, and
high blood pressure courses. The goal of these community
health courses 1is to help adults acquire and apply
information, skills, behaviors, and attitudes so that they
can make informed decisions and act upon them (Ewles &

Simnett, 1985, pp. 22-32).



Two types of voluntary organizations teach health
education courses: (a) organizations wherein their primary
mission 1is health education and (b) organizations wherein
teaching community courses is often one activity within the
goal of human services or youth development. The voluntary
organization with the primary mission to teach health
education 1is classified as a voluntary health organization
(Lierman, 1980, p. 50). The American Heart Association,
March of Dimes, and the American Cancer Society exemplify
thié type.

The second type of voluntary human and social
service organization teaches community education courses
to fulfill a larger social nmission, such as youth
development, disaster relief, or economic development. The
Boy Scouts of America, Girl Scouts of the U.S.A., American
Red Cross, and Assoclation of Junior Leagues exemplify this
type. Soclal service organizations' members are trained
as instructors for courses by the voluntary health
organizations. For example, Junior League members,
Boy Scouts, and Girl Scout leaders are trained in disease
prevention and health promotion by the American Red Cross
(Morrill, personal communication, 1988; Merton, personal
communication, 1987; Hussey, personal communication, 1987).

The pervasiveness and amount of resources that the

American public entrusts to voluntary organizations for



community instruction are staggering. The American Red
Cross 1is the voluntary organization with the largest number
of courses and volunteer instructors teaching courses--under
its own and others' auspices (ARC, 1987, p.34). In 1987,
over 500 thousand volunteer instructors taught 7.1 million
people First Ald, Cardiopulmonary Resuscitation (CPR), home
nursing/home health aid, swimming, lifeguarding, high blood
pressure management, and nutrition courses (ARC Annual
a Report, 1987, pp. 23, 25, 35). In 1987 the Red Cross spent
66 million dollars to deliver its health courses--nationwide
and through military installations overseas (ARC, Annual
Report, 1987, p. 34).
Instructor Training

The effectiveness of voluntary organizations in
reaching their health education missions and accomplishing
their objectives 1is dependent upon the effectiveness of
the volunteer instructor (Plambeck, personal communication,
1987; Silva, personal communication, 1987). Volunteers
who teach community health courses are recruited from
civic groups, religious organizations, commerce and
industry, unions, high schools and colleges, and community
based agencies.

Most volunteer instructor candidates (ICs) are
at least eighteen years old. They are a subset of the total

volunteer population. Volunteers are described as



independent, nonconforming, and enthusiastic. They
reportedly volunteer because they want to help others, to
have new experiences, to be in charge, and to feel good
about themselves (Confer, 1981; Jenner, 1981; Pearce, 1978;
Schindler-Rainman, 1986; Schram, 1986; and Trabert, 1986).

Volunteers choose to be ICs from a variety of
possible volunteer assignments. They do not necessarily
know anything about the course to which they aspire to
teach, except perhaps by virtue of having taken the basic
level course and succeeded in the basic subject matter.
Volunteers bring into training varied knowledge, skills,
and attitudes that need to be translated from their previous
background 1into the specific culture of the recruiting
voluntary organization (Rauch, 1972, pp.1-7).

Voluntary organizations rely on the instructor
training courses to teach the basic skills, knowledge, and
attitudes needed to train any instructor (Bachman, personal
communication, 1988; Cale, personal communication, 1988).
Considerable attention is given to training volunteers to
assume job responsibilities. Prescriptive information and
how-to books about volunteer training are numerous (Boy
Scouts of America, 1987; Center For Volunteer Development,
1986; Janey, 1985; Lauffer & Gorodezsky, 1977; Schindler-
Rainman & Lippitt, 1975; Stenzel & Feeney, 1976).

Descriptions of training in the voluntary and adult



education 1literature depict training as an institutional
mechanism to teach and evaluate skills. 1Its purpose is
to change knowledge, skills, and attitudes of participants
(Lauffer & Gorodezskey, 1977, p.49; Stenzel & Feeney, 1976,
p. 18; Wilson, 1984, p. 142). Tralning is defined as "a
body of knowledge and values that all volunteers need to
understand, accept, and practice regarding the type of
activity he or she will do" (Stenzel & Feeney, 1976, p. 18).
During interviews, the training directors of the
American Cancer Society, American Heart Association,
American Red Cross (ARC), Association of Junior Leagues, Boy
Scouts of America, Camp Fire, 1Inc., Girl Scouts of the
U.S.A., March of Dimes, and Young Mens Christian Association
(YMCA) consistently defined instructor training as a way to
teach volunteers the knowledge and skills relevant to the
course content, as well as information about the
organization's history, present priorities, future
direction, record keeping, and reporting requirements.

The effectiveness of instructor training courses in
preparing volunteers for their role as instructors has not
been systematlically investigated. Training directors report
that evaluations ascertaining what instructor candidates
liked or disliked in training are periodically completed.
Yet rarely 1is a detailed process or outcome evaluation

completed (Bachman, personal communication, 1988; Diener,



personal communication, 1988).

Expert opinion and documentary sources 1indicate that
something may be missing ‘from the volunteer instructor
training courses to produce critical information
consistency, communication skillls, and 1loyalty to the
organization. These Kknowledge, skills, and attitudes are
found lacking in many volunteer instructors (Asche, personal
communication, 1987; Evans, personal communication, 1988;
Plambeck, personal communication, 1987).

Jane Asche, a staff member at the Virginia Polytechnic
Institute and State University's Center for Volunteer
Development, stated that two areas of instructor
competencies--the ability to involve participants 1in the
learning process and to resolve conflict--are inadequately
developed 1in voluntary organizations' instructor training
courses (Asche, personal communication, 1987). Don
Plambeck, a nonprofit training consultant, stated that
training of instructors in many organizations is
inconsistent and the quality of the training often depends
on the individual trainer (Plambeck, personal communication,
1987). Debra Evans (personal communication, 1988), director
of a 1large volunteer instructor unit, stated that she
has "over a hundred volunteers certified, but only a
handful teach. And some of those who teach don't teach as

the course is written."



There 1is evidence that more people are trained as
instructors than actually teach a course (Showronek,
personal communication, 1988; Cale, personal communication,
1988). In the Red Cross approximately 33% of instructors who
complete a course to be a volunteer instructor, actually
teach a course of record (Silva, personal communication,
1987; Sonenstein, 1987, p. 37). Is something within the
instructor candidate training preparation and rite of
initiation absent, or not well understood that might relate
to instructors' competencies and commitment to perform as a

community instructor after the training? Is socialization

missing?
Training as a Socialization Process
Volunteer instructor training examined as a

socialization process provided a more significant

understanding of training. Insights from the study can be
used to better understand, eliminate, or utilize the
organlizational and volunteer resources involved in training.
Tralning Is explalned as a socialization process (Adams,
1980, p.99; Hoffer, p. 335; Sredl & Rothwell, 1986, p. 198;
Stenzel & Feeney, 1976, p. 18). Hoffer wrote that training
in voluntary organizations is a means to another goal, such
as better health or socialization (Hoffer, 1970, p. 335).
Socialization is "the process by which actors are made

willing to conform to norms and are given the interpersonal
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and other skills necessary for playing roles thereby willing
to conform to norms and are given the interpersonal skills
necessary for playlng roles"™ (Turner, 1982, p. 48). The
operational definition of socialization used in this study
was based on the assumption that volunteers have a
peripheral attachment--by nature of being a volunteer--to
the voluntary organization.

This study examined how a training event prepared
individuals for their socialized 1roles as volunteer
instructors. This research examined the ICs' development of
soclalized characteristics such as (a) role understanding
(Baltes & Schaie, 1973, p. 56; Sredl & Rothwell, 1986, p.
197); (b) organizationally desirable characteristics (Adams,
1983, p.35) and (c) commitment to the organization (Jenner,
1981, p. 23). The "role" studled was the volunteer
instructor. The "organizatlionally deslired characteristics"
were the ability to perform instruction as a representative
of the wvoluntary organization and beilng committed to the
organization.

The nature of the training environment was examined
for impediments or expediters of socialization. Training
cues for people to judge adequate and inadequate behavior
(Tannenbaum and McLeod, 1983, p. 29; Goslin, 1968, p. 18;
Mocore, 1981, p. 808) were assessed. Ondrack (1975, pp. 97-

98) wrote that cues, signals and messages, which allow
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people to Jjudge acceptable and unacceptable behavior are
essential for 1learning social roles. Language--technical
terms, acronyms, jargon, and speclal emphases--used during
training was assessed.

The structure and conduct of training thought to
affect the socialization process was studied. Adult
educators emphasize the importance of the training
environment to meet the needs of the adult participants
(Brookfield, 1986; Chalofsky & Lincoln, 1987; Lean, 1984,
Schindler-Rainman, 1986; Wlodkowski, 1985). Wilson (1976,
pp. 143-144) wrote that training sessions of volunteers
should be based on Knowles'(1984) andragogical model of
adult learning. Training was examined for Knowles' (1984,
pp- 55-59) andragogical assumptions about training adults.
Training was examined for the socialized components of the
participants' characteristics, use of language, and nature
of training.

Socialization Concepts and Voluntary Orqanlizations

Concepts of the socialization process, role
expectations (Ellsworth, 1962; Adans, 1980) and
organizationally desirable characteristics (Adams, 1980),
Dailey, 1986; Jenner, 1981), have been singularly studied in
voluntary organizations. Optimal characteristics for
training volunteers were proposed (Chalofsky & Lincoln,

1983, p. 29; Lean, 1984, pp. 20-25; Stenzel & Feeney, 1976,
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p. 185; Wilson, 1984, p.50). Together, these studies offered
a foundation for this study of the socialization of
volunteer 1instructors. They documented the existence and
variability of components of socialization in voluntary
organizations. But they did not indicate how these
components interact during socialization for a voluntary
organization.

Role expectations in voluntary organizations were
examined by Adams (1983) and Ellsworth (1962). Ellsworth
(1962, p. 887) found that volunteers in YMCA were less clear
about their role expectations than the paid staff. Adams
found that the prescribed role for volunteer instructors in
the Red Cross was an obedient, dependable, and docile role.
He wrote that (a) volunteers needed training in work skills
and organlzational norms to perform thelr role 1in the
organization and (b) socialization was the means of
acquiring organizationally desirable behavior (Adams, 1983,
p. 35).

Characteristics of organizational commitment to
voluntary organizations were identified in Dailey's (1986,
pp. 18-29) study of voluntary £fund ralisers and Jenner's
(1881, pp. 23-24) study of volunteers in a women's
organization. Both Dailey and Jenner defined organizational
commitment as a) the willingness to remain a part of the

organization, b) willingness to exert high levels of effort
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on behalf of the organization, and c¢) strong belief and
acceptance of values of the organization (Jenner, 1981, p.
23; palley, 1986, p. 20).

These factors of role expectation, organizationally
desirable characteristics, and organizational commitment
were expected to be a part of a training event which
socializes volunteer 1instructors. Rewards and sanctions
which are cues to allow participants to emulate and judge
appropriate behavior were expected to be in the training of
volunteer instructor candidates. Pearce's (1978, p. 203)
comparative study of volunteer and paid staff organizations
revealed that rewards and sanctions to reinforce
organizational norms for volunteers were different than
those of paid staff. Volunteer rewards were personal pride
and recognition, social interaction, and a sense of
contributing to the community. Sanctions applied to
volunteers were humiliation, deprivation of support or
social opportunities, and harassment. Paid staff rewards
were salary, benefits, and promotions and sanctions were
dismissal and demotions.

A tralning of volunteers which 1is a socialization
process was expected to contaln cues to judge or reinforce
appropriate behaviors and organizationally desirable
characteristics. This study will examine volunteers'

progress through a training event to gain an understanding
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of the volunteers' socialization process and the training
event.
Statement of the Problem
The problem studied was: what was the training
process through which volunteer instructor candidates were
socialized into their roles as instructors and how did this
process work?
To guide the <collection and analysis of data, the
following research questions were posed:
1. How did the ICs' expectations for growth interact
with the tralner's expectations over time?
(a) How did adjustments in expectations occur;
what kind of resistance to change in expectations occurred?
(b) How did the trainer adjust the training to
respond to the interaction caused by different expectations
among the ICs?
2. How did the ICs with varying perceptions of their
skill level before training, change in skill levels, change

in expectations, and change in attitudes over time?

3. How did 1language function as a mediator of
socialization?
4. How did the trainer's structure and conduct of

training hinder or facilitate the socialization process?
Significance of the Study

This study's conceptualization of training as a
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soclialization process provided 1insights to understand the
practice of training in voluntary organizations as the means
to prepare individuals as instructors and organizational
representatives, as well as contributing to existing bodies
of knowledge about adult education, voluntary organization,
and soclalization.

This study extended the knowledge of the socialization
process by applying its principles to a training process in
the voluntary nonprofit sector. The field of adult education
gained a description and analysis of its practice in a
voluntary setting.

This study can serve as a basis for future studies in
the same organization or other national voluntary nonprofit
organizations, to help shape understanding of the practice

of training instructors. The research design can be adapted

for other studies which examine training courses in
voluntary nonprofit organizations.

The study provided descriptive insights into the ICs'
training process. Suggestions for areas to improve
efficiency and effectiveness of instructor recruitment,
training, and productivity were made.

Limitations of the Study
The findings for this study cannot be generalized to
other voluntary organizations or courses in the same

voluntary organization. The case studies were not randomly
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selected.
Definition of Terms

For the purpose of this study, the following
definition of terms provided the standard of meaning.

1. Community courses: Courses sponsored by voluntary
organizations and taught to the general public. Community
courses are courses taught at a 1location other than the
volunteer instructor's place of employment. Examples of
such courses are: Cardiopulmonary Resuscitation (CPR) by the
American Heart Association; First Aid by the American Rescue
Organization; and Special Touch by the American Cancer
Society.

2. Emergency Association (EA): The name given to the
voluntary organization sponsoring the first aid instructors
course in this study. The name was changed to preserve, as
promised, the anonymity of the sponsoring organization and
persons involved.

3. Instructor: A certified leader who is authorized to
conduct a 1learning activity designed to help participants
acquire information, skills, and attitudes in a particular
content area.

4, Instructor candidéte (IC): A person who is taking
a tralning course to become an instructor.

5. Organizational commitment: The willingness to
teach an EA course according to organizational guidelines,

to be 1ldentified as an EA instructoxr, and to invest in EA
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social activities.

6. Role: The prescribed behavior for a person
performing a specific task in a soclal organization.

7. Soclialization: The process whereby individuals
are encouraged to invest motivationai energy in roles
that require conformity to norms and wherein these
individuals are given interpersonal and other skills
necessary for successfully fulfilling the roles.

8. Trainer: A person certified and authorized
to teach a course to certify instructor candidates as
instructors.

9. Training: A specific kind of teaching and
instruction in which the goals are clearly defined, are
usually readily demonstrated, and call for a degree of
mastery which requires student practice and performance,

teacher guidance and appraisal of the student's performance

capabilities, and often certification of successful
completion.
10. Volunteer: A person contributing services

without pay to a specialized program or organization.
11. Volunteer instructor: A person who freely chooses
to teach and receives no monetary reimbursement for
instructional activity.
12. Voluntary organization: An organization in which

the majority of the workforce are volunteers.
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Organization of the Study

Chapter I 1is the introductory section. It includes
background information on the problem, statement of the
problem, significance of the study, definition of terms,
limitations of the study, and overview of the organization
of the study.

Chapter II presents the review of the literature. A
brief description of the author's approach to and findings
from the 1literature review and expert interviews |is
provided. This is followed by background information
sources and pertinent literature citations that 1lead to a
framework and concepts underlying the research design and
implementation strategy.

Chapter III presents the research design and sequence
for 1implementation. The research design, data collection
instruments, implementation strategy, and data analyses
processes are included.

Chapter 1V presents descriptions of the training
process and case studies. It provides a description of the
training event, officials, and ICs' case studies.

Chapters V through VIII present the results from the
study. Chapter IX presents the analyses of the results
found in previous chapters.

Chapter X presents a summary of the research and the

principal £findings. Conclusions and recommendations for
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improving the first aid instructors course and future

research are provided.



CHAPTER 2
REVIEW OF THE LITERATURE AND SELECT INTERVIEWS

The training of adult volunteer instructors as a
professional practice area of adult education did not
reflect an understanding of the socialization dynamics
within voluntary organizations. A clear framework helped to
identify fundamental transactions pertaining to
organizational and instructional objectives that were
proposed by the organization, implemented by the trainer,
and received and made operative by adult learners, who were
volunteer instructor candidates.

The present review of literature and select expert
interviews related to theories and recent studies about the
training of adult volunteer instructors. The study of adult
volunteer instructor training was derived from three
principal fields of literature and experience, and a subset
within each category: (a) voluntary organizations literature
and the subset volunteers; (b) adult education literature
and the subset instructor training; and (c) soclalization
literature and the subset training as a socialization process.

Voluntary Organizations
Voluntary organizations are usually nonprofit
organizations--their primary purpose is not to make a
profit--and the majority of their workforce are volunteers.
They are distinct from profit making organizations (private

sector) and from governmental organizations (public sector)

20
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by virtue of their distinct 1legal, £fiscal, governance,
personnel, and accountability features in American socilety.
As members of the "third sector" in American soclety,
voluntary organizations have primary purposes to provide
resources, programs, services, and products for the public
good without dedicatlion to financial profit making, nor to
function as an extension of any Jjurisdictional government
(Bryce, 1987, pp. 1-15).

Volunteer organizations have a distinct legal status
and fiscal status, usually enjoying special exclusionary
rules under the Federal Internal Revenue Service code and
procedures. Voluntary nonprofit organizations acquire
operational and endowment revenue from personal and
corporate donations, corporate and philanthropic grants,
governmental and non-governmental contracts, and revenue
generating programs, services, and products that directly
contribute to their purpose and current goals (Bryce,
personal communication,1988).

Voluntary nonprofit organizations exist for education,
welfare, soclial service, cultural activity, community
service, and other philanthropic pursuits. As economic
enterprises, however, voluntary nonprofit organizations
comprise the third largest sector of American productivity
and economic enterprise, after the private and public

sectors (Bryce, 1987, pp. 1-15).



22

One of the notable differences among these sectors |is
a uniqueness in organizational culture within the voluntary
organization. The voluntary culture 1is supportive of
serving 1ts members and broad societal goals (0'Connell,
1985, pPpP. 1-4). Voluntary organizations provide
opportunities for friendship, recreation, social status,
self-help, and growth for their members and consumers
(Mason, 1984, p. 1).

Public policy, econonic, socliological, and
organizational development studies are focusing on the
interdependence among and between the so-called sectors in
American socilety. The sectors are connected through shared
manpower, financial resources, social reform ventures, and
agendas for higher quality of 1life. Volunteers are often
pald employees in the private and public sectors which
periodically 3join £forces to address mutually agreed upon
enterprises for the general welfare, e.g. drug abuse
prevention, illiteracy, and community economic development
(0'Connell, 1985, pp. 1-8; Pearce, 1982, pp. 390-394).

In a study comparing similar jobs in agencies engaging
volunteer staff and paid staff, Pearce (1978, pp. 200-207)
found that roles and responsibilities in paid and volunteer
jobs were similar, but the type of contracts and rewards
differed. She concluded that volunteers received more

praise for their work and thought their work to be more
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socially significant than the work of paid employees. Both
types of workers, paid and volunteer staff, had contracts.
The contract specified thé norms and procedures that were
mutually accepted by the organization and its workers.
Volunteer contracts were less clear and more informal than
paid staff contracts.

Voluntary organizations are classified and described
according to the type of control system by which they
operate. Etzioni (1975, p. 19) <classified voluntary
organizations as normative organizations which use moral
controls to influence their members. An example of a
normative control is the use of morality based or social
ethic oriented persuasion to influence and control
volunteers (Mason, 1984, p. 60-65; Pearce, 1983, pp. 23-24;
Wilson, 1984, p. 50).

Pearce (1978, p. 203) explained that the types of
controls and sanctions used in coercive, utilitarian, and
normative organizations were used in voluntary
organizations. She wrote that coercive controls (sanctions)
and reward controls (benefits), as well as the normative
control of persuasion, were practiced in voluntary
organizations. Volunteers were controlled by humiliation,

lack of support, denial of soclial opportunities, or

harassment.

Exchange theory 1is used to explain participation in
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voluntary organizations. Schram (1986, pp. 14-20) wrote
that volunteers exchange tangible benefits for intangible
benefits. Volunteers give their time, money, and expertise
for the intangible benefits of enriching the gquality of
life, a sense of well being, clear conscience, camaraderie,
recreation, recognition, and honor. Volunteers receive for
their 1labors the knowledge that they did something
worthwhile and the thrill of personal accomplishment and
recognition (Pearce, 1978, p. 203).

The special features of a voluntary organization
attract and activate people who freely choose to represent
and work for the unigue enterprise: volunteers. These
people merited scrutiny in the voluntary organizational
setting.

Volunteers

The personnel dimension is different in voluntary
organizations than other sectors. In voluntary
organizations there are more volunteers than paid staff
working on behalf of the organization. The volunteer - paid
staff ratios range from organizations entirely staffed by
volunteers to large national organizations like the American
Red Cross which reports a ratio of 61 to 1 volunteers to
paid staff (ARC, 1986, p. 25).

Profiling characteristics of volunteer workers is a

major focus in the literature about volunteers. Surveys
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report volunteers are 1independent, nonconformist, male,
female, medium to upper income, educated, employed, retired,
transitional workers, young, o0ld, and middle age (Dailey,
1986, pp. 21-23; O'Connell, 1985, p. 3). With this range of
characteristics, it is not surprising that a Gallup survey
found 47% of the American adults were active volunteers
(0'Connell, 1985, p. 3).

Volunteers do not receive monetary reimbursement for
their activities. People usually volunteer part-time, at
tasks they chose. Volunteers have diverse backgrounds, want
to help others, and want to be in charge (Schram, 1986, p.
25). They have different motives, benefits, and
accountabilities from employed workers. Volunteering is an
avocation (Rauch, 1982, p. 94; Stenzel & Feeney, 1976, pp.
1-18).

Motivational theories of altruism, utility, human
capital, exchange, and expectancy have been used to explain
why people volunteer. With the exception of the altruistic
theory, these theories propose that volunteers are motivated
for something in return. Research has not presented one
sole explanation as the reason why people volunteer. Most
authors think several motives interact to initiate and
sustain volunteer behavior (Schram, 1986, p. 25).

Adams' (1980, pp. 98-100) study about Red Cross

disaster volunteers found motives that were consistent with
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the 1974 American Volunteer Action Survey. The type of
motives and reasons volunteers gave were: 31% reported an
altruistic motive: it did others or myself some good; 23%
stated an intrinsic motive: it was fun; 23% gave a negative
motive: couldn't give a reason why not; and 10% reported
other motives: a variety of practical and personal goals.

People volunteer to gain self-esteem, new business,
civic or cultural contacts, and skills and knowledge which
are transferable to different settings. They volunteer for
religious reasons, to help other people, especially a child,
relative, or friend, and they enjoy volunteering in a job
that 1s worthwhile and interesting (Schram, 1986, p. 23;
Schindler-Rainman, 1986, p. 129). Positive relationships
with subordinates and superiors and opportunities for growth
and responsibility in the job are reasons to continue to
volunteer (Confer, 1981, p. 71).

Organizational characteristics are factors in continued
commitment, sustaining the volunteer's activity. A study of
138 fund raisers for a major voluntary organization
measured work attitudes and job characteristics as factors
of organizational commitment. Job satisfaction, work
autonomy, and feedback from workers were strong predictors
of organizational commitment. Job characteristics were more
important than personal characteristics 1in explaining

commitment (Dailey, 1986, p. 29).
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Contracts, an organizational characteristic, were
compared in 14 profit and voluntary organization. Voluntary
organizations with the greatest retention had the most
elaborate procedures to reduce contract ambiguity.
Notebooks with written policies, formal job descriptions,
activity manuals, and systematic training programs were ways
to reduce contract ambiguity (Pearce, 1978, pp. 207-209).

Other studies concluded that social factors, combined
with organizational characteristics and personal goals,
influenced volunteer commitment. A study of Cooperative
Extension Service volunteers found that the organizational
climate's components of task clarity, open communications,
and opportunities for personal development were predictors
of organizational commitment (Telep, 1986, p. 1884). A
sample of YWCA volunteers reported that the nature of the
job, acceptance of the Jjob by associates, as well as
opportunities for attaining personal, social, occupational,
and religious goals were related to Job satisfaction
(Almanzor, 1961, p. 349). A study in a voluntary women's
organization found the most influential variable of
continued loyalty was the cpportunity to interact with peers
(Jenner, 1981, pp. 355-356). A comparison of volunteers in a
literacy tutoring program reported acceptance and equality
by paid staff, recognition, and the ability to interact with

other volunteers were factors ©positively related to
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continuing to volunteer (Rodriquez, 1983, pp. 2-3).

The volunteer task 1initially attracts a person to
volunteer and often affects continued commitment. Volunteer
tasks, when deflned as roles, connect volunteers with the
organizational purpose and other participants whose roles
depend on each other (Adams, 1980, pp. 102-106; Ellsworth,
1962, pp. 100-114). Describing a volunteer Jjob as a
volunteer role imparts a sense of dignity to 1t (Stenzel &
Feeney, 1976, p.37).

A volunteer role is a Jjob with skills, knowledge and
expectations about how to perform that job. The roles are
clerical, transporting, teaching, 1literary, publicizing,
marketing, planning, managing, financing, and caring for
children, elderly, sick, and handicapped. For each role,
there are expectations about how to do the Jjob and to
behave, according to the voluntary organization's standards.

Two research studies about role analysis were
completed in the American Red Cross and the YMCA. Adams'
(1980, pp. 102-106) study of Red Cross disaster volunteers
found different role expectations for different types of
volunteers., The elite volunteers, board members, had less
limitations in their roles and were expected to assume tasks
without being instructed. Lower volunteers, providing
direct service, were instructed to stay within the

boundaries of their role and to do only the assigned task.
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Elite participants were encouraged to make decisions to
change policy, while 1lower participants were discouraged
from changing the organization. Elites were asked to speak
and act as 1liaisons between the Red Cross and other
organizations, while 1lower participants were not. A
different status was given to the two groups. Status was
measured as access to official power. The elites had access
and 1lower volunteers did not. Status and norms together
described the typical volunteer roles in the Red Cross
(Adams, 1980, p. 107).

Ellsworth's (1962, p. 887) study of the YMCA examined
role expectations and consensus about these roles. In a
survey of 141 paid staff and 187 volunteers, he found less
consensus about role expectations among volunteers than paid
staff. A positive relationship between role consensus and
gratification was found in volunteers.

The 1linkage between these concepts drawn £from the
voluntary literature is their involvement in the
organizational procedure known as training. The goal of
training, the organizationally sponsored activity which
occurs after the initial motive to volunteer, 1is to teach
role expectations and develop continued commitment.

Training Adult Volunteer Instructors
Training is "a special kind of teaching and instruction

in which the goals are clearly determined, are usually
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readily demonstrated, and call for a degree of mastery which
requires student practice and teacher guidance and appraisal
of the student's improved performance capabilities" (Good,
1973, p. 613). A trainer, is defined as "an instructional
leader who plans and conducts a learning activity designed
to help participants acquire information, skills, and
attitudes in a particular content area" (Good, 1973, p. 613).

Volunteers who teach community courses are not chosen
for their skill as teachers. They wusually display superior
competency in technical skills and knowledge, but have
little knowledge about adult learning (Adams, 1980, p. 106;
Rauch, 1972, p. 84). Organizations train volunteers to teach
their courses (Bachman, personal communication, 1988;
Hillman, personal communication, 1987; Hussey, personal
communication, 1987).

Goals of Training

Training in voluntary organizations 1is a means to
another goal, such as better health or socialization
(Hoffer, 1970, p. 335). Training is usually a formally
structured 1learning experience led by a trainer or
facilitator. Its goals are to teach information and/or build
skills. Training certificates are often issued (Lavin,
personal communication, 1987; Quinn, personal communication,
1988; Workcuff, personal communication, 1988).

Voluntary organizations conduct two types of training:
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staff training and community education courses. The goal of
staff, volunteer and paid, training 1is to increase
competence and knowledge in 1its workers. Training is
necessary to prepare the workers to fulfill the
organizational (Ggoals. Community education courses are
training activities conducted to fulfill the purpose of the
organization. In the Red Cross, an example of staff
training is a course to become an instructor in a child
care course. An example of community education course is the
actual presentation of a child care course (Silva, personal
communication, 1987).

Some authors advocate that the goal of training in
voluntary organizations should be broader than specific task
training. Training should change knowledge, skills, and
attitudes of participants (Stenzel & Feeney, 1976, p. 18;
wilson, 1984, pp. 50-52). During training, volunteers can
develop skills and attitudes for creative problem solving
and meaningful activity (wilson, 1984, p. 139). Stenzel and
Feeney (1976, p. 18) wrote that the core content for all
training is a certain body of knowledge and values that all
volunteers need to understand, accept, and practice

pertaining to the type of activity he or she will do.

Process of Training
The training process 1s defined as the content

presented and how the participants and the trainer interact
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with each other. Factors in this process are the
characteristics of the participants and the 1learning
activities. Training manuals of the American Red Cross
(1987, pp. 1-13), the Boy Scouts of America (1985, pp. 1-
18), and the YMCA (1974, p. 24) listed characteristics for
successful learning experiences of volunteers that are
consistent with adult education 1literature. These manuals
state that training should foster the learner's self-esteem.
They advocate for trainings to have an open and trusting
atmosphere, a varlety of learning experliences, positive
feedback, and explain immedlate application of content.
Human resource development (HRD) literature identifies
characteristics of training volunteers that were different
from training paid staff. Lauffer and Gorodezkey (1977, p.
47) wrote that the different motives and less time

commitment of volunteers are factors that need to be
addressed in training. To meet the volunteer needs the
trainer should allow time for participants to share their
experiences with each other and incorporate group dynamics
and opportunities for soclial interactions into volunteer
training events (Chalofsky & Lincoln, 1983, p. 29).

Lean (1984, pp. 20-25) 1identifies elements to be
emphasized in volunteer training. These are: (a)
transference of improved performance to other settings; (b)

pride in the task and organization; and (c) high standards
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for performance. The content of the training should address
the participants' needs, as well as the organization's, and
explain the expectations, roles, and responsibilities of
volunteers (Lean, 1984, p. 20).
Design of Volunteer Training

The largest section of 1literature about voluntary
training 1is composed of how-to manuals: these present
design techniques based on adult learning principles, how to
lead training sessions, and how to evaluate training
outcomes (Lauffer & Gorodezsky, 1977; 8Schindler-Rainman &
Lippitt, 1975; Stenzel & Feeney, 1976; Wilson, 1976).

Wilson (1984, p. 50) identifies nine characteristics
of training within voluntary organizations. These are: (a)
structure; (b) responsibility; (c) reward; (d) risk; (e)
warmth; (f) standards; (g) support; (h) conflict; and (i)
identity. Structure is how many rules, regulations and
procedures exist. Responsibility is being independent_and
not having to double check all actlvities. Rewards are
positive sanctions for a Jjob well done. Risks are the
challenges in the Job and organization. Warmth 1is the
feeling of fellowship and cooperation. Standards are the
implicit and explicit performance expectations. Support is
the perceived helpfulness of staff and volunteers.
Components of training that deal with conflicts are

opportunities to hear different opinions openly, rather than
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ignoring them. Identity is feeling that you are a valuable
member of a working team (Wilson, 1984, p.50).

Many voluntary organizations like Red Cross (1987),
Boy Scouts (1986), Heart Association (1987), and Center for
Voluntary Development (1986) have courses and manuals on
preparing, training and evaluating programs. Training
manuals and courses in some voluntary organizations reflect
design principles of adult education. Design elements of
climate setting, planning, diagnosis of need, formulating
objectives and activities, and evaluation in Knowles' HRD
model (Knowles, 1984, p. 116) are included in manuals of the
Associations of Junior Leagues (R. Hellman, personal
communication, 1987), Girl Scouts of America (Hussey,
personal communication, 1987) and Boy Scouts (J. Merton,
personal communication, 1987). A framework for examining
the goals and process of training volunteers was offered in
the literature of socialization.

Socialization

The literature on soclalization includes descriptions
of the process and types of socialization. Within these
descriptions, the dimensions of socialization and the
methods to study are 1ldentified.

Process Description
Numerous writers describe the process of socialization

(Etzioni, 1975, p. 243; Goslin, 1969, p. 2; Frank, 1981, p.
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265; Turner, 1982, p. 48). The overall pattern of
soclalization is the same in different organizations
(BEtzioni, 1975, p. 243; Frank, 1981, p. 265). Etzioni (1975,
P. 254) wrote that soclalization 1s the process through
which the existing structure and common practices of an
organization are transferred to new participants. Turner
(1982, p. 49) described socialization as a process to
motivate, teach skills, and provide personal interaction to
alleviate anxiety assocliated with new situations. People
enter the process of socialization with different knowledge,
skills, and attitudes. This process of soclialization, as it
pertains to volunteer instructor training, was examined in
this study.

Training for a new job in a new work setting is known
as organizational soclalization (Etzioni, 1975, p. 261;
Inkeles, 1966, p. 277). Voluntary organizations sponsor
training to induct and teach new members skills and the
organizational way of doing things (Bachman, personal
communication, 1988; Silva, personal communication, 1987).
The period of time to study the soclalization process is the
"time before or shortly after the new participants join the
organization when efforts to induce consensus between
newcomers and the rest of the organization are intense"
(Btzionl, 1975, p. 246). In voluntary organizations this

time and process of Iintense soclialization for community
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instructors was identified as the instructor training period.

Perspectives about socialization depict the process to
be organizationally oriented, or individually oriented, or a
combination of both 1individually and organizationally
oriented. In the organizationally oriented perspective, the
socialization process is dominated by the sponsoring
organization. Etzioni's (1975, p. 246) definition of
"socialization as a process by which beliefs, norms, and
perspectives of participants are brought into line with the
organization" depicts this perspective. In socialization
with an individually oriented perspective, the learner makes
choices and decisions during the socialization event
(Goslin, 1969, p- 3). The individually  orliented
soclialization perspective is summarized in Brim's (1966, p.
30) definition of socialization as, "the process whereby
individuals learn and internalize the attitudes, values, and
behaviors appropriate to persons functioning as social
beings and responsive, participating members of their
society."

On the basis of the independent nature of volunteers
(Dailey, 1986, pp. 21-23) it was predicted that neither the
individually oriented nor the organizationally oriented
approach alone would work. Both the organization's and
participant's needs must be addressed. The socialization

perspective that 1incorporates both the 1individual's and
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organization's needs was defined by Goslin (1969, p. 7) as,
"A two-way process, wherein a goodness of fit between the
individual and the social environment, is striven for."

The socialization definition chosen for this study
reflected the "goodness of £fit" perspective between the
individual and organization. Socialization was defined as
“"the process by which actors are made willing to deposit
motivational energy in roles thereby willing to conform to
norms and are given the interpersonal skills necessary for
playing roles" (Turner, 1982, p. 48). From this definition
the key elements of socialization--process, motivation,
roles, norms, and interpersonal skills--are identified.

The nature of the soclalization process in any
organization or social group is pivotally related to the
nature of the organization and its practices of selectivity
and control. Voluntary organizations are classified as
normative organizations. Normative organizations are
depicted as: (a) requiring a high degree of consensus among
lower participants, (b) having ritualistic ways of attaining
goals, attitudes and participation, (c) 1little direct
control over thelr workforce, and (d) use of selectivity to
control the workforce (Etzioni, 1975, pp. 19, 44, 94 & 375).

Normative organizations use selectivity as a control
mechanism for theilr workforce. Control, also referred to as

subordination, is used to gain conformity to organizational
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standards (Etzioni, 1975, p. 19). Selectivity 1is the way
normative organizations try to counterbalance for the lack
of control over the daily behavior of their workforce.
Volunteers must meet basic selection criteria before they
are allowed into a program or organization. Volunteers are
selected for a position based on the organizationally
desirable qualities that they bring to the position. If an
organization accepts anyone who applies, socialization is
the process to acquire organizationally desirable qualities
(Adams, 1983, p. 34). The amount of socialization needed
depends on the selectivity criteria of participants. If no
selection criteria is used, then extensive socialization is
needed (Etzioni, 1975, p. 19).

Adams (1983, pp. 34-37) wrote that the workforce in the
Red Cross has four types of workers and these workers
differed according to degree of sociallzation and selection:
(a) paid staff are highly selected ahd highly socializegd;
(b) board members are highly selected and 1low on
sociallzation; (c) volunteer workers (e.g. instructors) are
low on selectivity and high on socialization; and (d) walk-
in workers (e.g. disaster workers) are low on selectivity
and low on socialization.

Normative organizations usually rely on socialization
to produce a workforce with desirable characteristics

(Etzioni, 1975, p. 1%). Programs with little control and low
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selectivity requirements, allowing anyone to Jjoin--most
voluntary organizations--must rely on sociallization to
produce a workforce with desirable characteristics (Etzioni,
1975, pp. 261 & 375; Adams, 1983, p. 38).

Normative organizations wuse training programs to
socialize the workforce. During training, the agency's
ideologies and moral and social activities are presented and
the symbolic rewards for volunteers are explained. During
thié process, volunteers develop a commitment to the
organization (Etzioni, 1975, pp. 44, 94, & 375).

Types of Socialization

Three distinctive types of socialization have been

identified. These are instrumental, expressive
socialization, and goodness of fit. The goal of
instrumental soclialization is Jjob skill competency. Job

skills are the knowledge, skills, and attitudes needed to do
the tasks (Brim & Stanton, 1966, p. 3; Lauffer & Gorodezkey,
1977, p. 49; Moore, 1971, p. 861).

The goal of expressive socialization is acceptance of
professional values and norms of behavior. Training for
expressive socialization--acceptance of organizational
values and norms of behavior--must have a strong affective
component (Moore, 1971, p 809). Negative reinforcements,
such as fear of disapproval and punishment, and positive

reinforcers, like positive role models and identification
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with a team, arouse emotional feelings during socialization
(Moore, 1971, pp. 808-809). The socialization process in
voluntary organizations needs to be both instrumental and
expressive (Etzioni, 1975, pp. 252-254).
Dimensions of Socialization
Four dimensions of a soclialization process have been
identified. These are (a) role development; (b) frequency
of cues to help individuals evaluate performance of self or
others; (c) the type and rate of professional language; and
(d) the contextual (climate) characteristics of the system
(Goslin, 1968, pp. 14-20; Sredl & Rothwell, 1986, p. 119).
Many authors think that the first dimension, role
development, is a central component of socialization (Moore,
1971, p. 808; Sredl & Rothwell, 1986, p. 198). A study of
role development examines the processes by which people
acguire the kﬁowledge, skills, and attitudes to perform a
social role (Dreighton, 1971, p.304; Goslin, 1969, p. 6;
Sredl & Rothwell, 1986, p. 197-201). In 3Jjobs where the
responsibilities and activities are established prior to the
socializing event, the role development is learning a
prescribed role rather than negotiating a new contract
(Goslin, 1969, P 7).
Role development 1is cumulative. New roles build,
modify, or elaborate on past roles. People bring knowledge,

skills, and attitudes from previous positions to new
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positions. Factors in role development are ©previous
experlences, the abllity to understand how others perceive
behavior, and the significant differences between what |is
actually expected of an individual and the ideal role.
Studies have proposed that role development begins
before enrollment in the professional school or acquisition
of a new position. The Theilen's (1958) study of medical
school socialization found that the basic normative (value)
orientation of students did not change during medical school
(Btzioni, 1975, pp. 250-251). Students entered medical
school with desired medical professional values. These were
gained in premedical courses in college or from relatives
who were medical professionals. Similar insights about the
pre-socialization of attitudes were featured conclusions of
the Baeumeler's (1965) study of youth volunteers and the
Wuthnow's (1986) study of student nurses. Baeumeler's
(1965, p. 2907) interviews of high school students disclosed
that students who volunteered had parents and grandparents
who were volunteers. These youth brought to their volunteer
experience their previously formed attitudes and knowledge
about volunteering. Wuthnow's (1986, pp. 120-125) survey of
nurses found that college education was a pre-socializer for
candidates entering nursing school. Many attitudes and
social behaviors needed for the nursing profession were

previously taught in college. In the case of medical schools
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pre-training was a selection factor, but in Baeumeler's
study of youth volunteers it was not a selection factor.

Case studies of professional schools found that much
of the expressive socialization, acceptance of professional
values, occurred either in the family or college, prior to
entry in professional training. Vocational schools begin
the socialization process for many trade occupations.
Professional schools are selective about pre-socialized
traits of participants who will enter their professions
(Etzioni, 1975, pp. 250-251; Sonn, 1975, p. 3149; Wwuthnow,
1986, p. 124).

Nordstrom's (1973) and Ellsworth's (1962) studies
focused on roles in the non-profit sector. Nordstrom (1973,
pp. 1-3) found that training based on role socialization
theory would improve practice of social workers. Ellsworth
(1962, p. 1) found a relationship between role consensus and
gratification in a study of YMCA workers.

The second dimension of socialization is behavior cues.
Cues are elements which facilitate or inhibit the learner's
assessment of his own behavior and provide him with
information about expectations (Goslin, 1969, pp. 13-19;
Moore, 1971, p. 819; Tannenbaum & McLeod, 1967, p. 4;
Turner, 1982, p. 49). Ondrack (1975, pp. 97-98) wrote that
cues, signals, and messages which allow people to Jjudge

acceptable and wunacceptable behavior are essential to
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learning social roles.

Rewards and sanctions are presented as cues enabling
the individual to distinguish between adequate and
inadequate role performance (Goslin, 1969, pp. 6-14).
Withholding or awarding Jjob satisfiers and dissatisfiers
(Sredl and Rothwell, 1986, p. 212) are cues to appropriate
behavior. Job satisfiers are salary, achievenment,
recognition, task 1itself, responsibility and advancement.
The Job dissastisfers are policy and administrative
procedures, interpersonal relations and working conditions.
With the exception of salary, these rewards and sanctions
are applicable to volunteers.

Both positive and negative sanctions are wused as
control mechanisms in voluntary organizations. Pearce's
(1978, p. 203) comparative study of volunteer and paid staff
in 14 different organizations found that the rewards and
sanctions were different for volunteers than paid staff.
Volunteers were rewarded by personal pride and recognltion,
social interactions, and a sense of knowing they contribute
to the community. Volunteers were sanctioned by
humiliation, deprivation of support or social opportunities
and harassment. Paid staff were rewarded with salary,
benefits, and promotions, and sanctioned with dismissals and
demotions.

The third dimension of socialization is language.
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Language, verbal and nonverbal, is a tool for interacting
with the system. The importance of 1language 1in the
socialization process 1is recognized in the socialization
literature about children. As a child 1learns to use
language, the range of behaviors and rate of interactions
that he or she can symbolically express increases at a
phenomenal rate (Brim, 1966, pp. 77-79). Language provides
common meanings for 1interactions. It can be verbal or
nonverbal language. Eye movements, facial expressions, body
postures, hand movements, and spatial arrangements are
examples of nonverbal language expressions (Patton, pp. 149-
150). Through 1language, cultural patterns of values,
beliefs, and practices are transmitted to participants
(Turner, 1982, p. 49). During occupational socialization,
the frequency and use of technical language of new workers
increases (Patton, 1980, pp. 147-148; Tannenbaum & McLeod,
1967, p. 4).

The fourth dimension of socialization is the context.
The characteristics of the participants (volunteers), the
training environment, and the voluntary organization provide
the context for socialization. Characteristics of volunteers
and the training environment were detailed in previous
sections of this chapter.

The characteristics of the organization are described

in 1its organizational structure and corporate culture.
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Argyls (1956, p. 3) described voluntary organizations as
formal organizations. The characteristics of formal
organizations are: (a) rational 1logical order to achieve
objectives; (b) task specialization; (¢c) a chain of command
to communicate speclalized activities; (d) activities
planned by a déslgnated leader; and (e) the span of control
of any leader is limited to 5 or more subordinates whose
work interconnects,

The frequency of workers' interactions with the system
is limited in formal organizations. Argyis (1956, pp. 1-2)
wrote that the desired organizational characteristics of
workers in a formal organization are passivity, dependency
and subordination. Adams (1983, p. 35) concluded that Red
Cross desired such organizationally characteristics in its
disaster volunteers. Adams wrote that the Red Cross desired
volunteers to be obedient, dependable, and docile.

Examination of Socialization

The study of socialization--to integrate new members
into a cultural system--has been examined from two main
viewpoints. These are (a) degree of consensus between lower
participants and organizational representatives in a number
of spheres; and (b) examining the process of introducing new
participants to the culture of the organization (Etzioni,
1975, p. 253).

The first method examines socialization outcomes. The



46

attributes of role aspirants (new unsocialized members) are
compared to attributes of 1role 1incumbents (socialized
members). Attributes are behavioral acts and cognitive
components such as values, attitudes or beliefs. The role
incumbent group provides a standard to measure the progress
of new members. The Index of soclialization is the degree of
similarity between role-aspirants and role-incumbents
(Tannenbaum & McLeod, 1967, pp. 27-37).

The second method examines the process of
socialization. Sillis (1968, pp. 557-558) wrote that an
understanding of the process of socialization is gained
through examination of (a) characteristics of the person
being socialized; (b) person's relationship to the
soclalizing agent; and (c) how the content is transmitted.
The Sonn's (1975, p. 836) study of nursing students and the
Friebus' (1975, p. 528) study of student teachers arxe
examples of this approach. Sonn (1975, p. 836) found the
attitudes, values, an