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I N T R 0 D U C T I 0 N 

Volunteerism has received widespread interest in nearly all sectors 
of society. This includes public and private institutions; medical, 
social and psychological services; educational institutions; and corporate 
enterprises. Any phenomenon with such disparate and prevasive impact 
deserves serious and systematic study. However, it has been only relatively 
recently that volunteerism has become the subject of serious investigation. 
As a result, institutions of higher education have rarely included course
work, degree programs, or encouraged research into volunteerism. This has 
been true even when the role of volunteers in specific programs was quite 
prevalent as in 4-H extension work or recreation programs. This oversight 
may be due, at least in part, to a relative lack of familiarity and un
certainty within college and university missions about what these institu
tions can do to foster volunteerism. 

The conference was held April 25-29, 1977 on the campus of Virginia 
Polytechnic Institute and State University. University faculty from several 
departments and colleges participated in organizing the conference. The 
purpose of this conference was to explore the possible roles which colleges 
and universities could assume relative to volunteerism. The results of 
this exploration are presented in these proceedings. They include examina
tions of volunteerism from several perspectives. This includes discussions 
of definitions of volunteerism, examination of research issues, recruiting, 
training procedures, and evaluation processes. These ideas represent 51 
different authors from 21 states and the District of Columbia. It is our 
hope that this exchange of ideas will foster the growth of university and 
college involvement in volunteerism. 
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THE REVIVAL OF VOLUNTARY IMPULSE 

Paul A. Miller 
President 

Rochester Institute of Technology 

Pref ace 

My job today is to help with a starting point for thinking about 
volunteerism and my text picks up what is here and there apparent, a kind 
of recrudescence, or a springing up afresh, of the voluntary impulse in 
society. My concern is for human, affective, emotional acts, those 
moments when people care for one another or when they connnit themselves 
to reform or common interest. In a way, I will speak of non-technology, 
without which technology is of little use indeed. 

Braudel, in his classic historiography of the Mediterranean, contrasts 
the histories of events, of institutions, and of cultural change. One 
similarly may so review the voluntary association. For my part, since we 
will be specific in our other papers, I will address the more general view, 
those long-time shifts of the doctrine of voluntarism and the practice of 
volunteerism. 

Voluntary associations, and the social impulse which sustains them, 
are taken up by analysts and artists as among the products of the subjective 
part of social life. Their function balances against the more overt or 
rational forms of economic and political life. They emerge mostly from 
intfmate institutions like the family, the kindred group, the neighborhood, 
and the religious community. Voluntary groups are frequently portrayed 
as a form of the family spirit loosened within the impersonal community, 
as when Lewis Mumford spoke of an authoritarian technology (powerful, 
formal, and unstable), and, then, somewhat its opposite, a democratic tech
nology (weak, informal, yet resourceful and durable). 

Nowhere is this contrast so marked as in the United States. Tocqueville 
would record in 1835 in his Democracy in America: 

"The citizen of the United States is taught from infancy to 
rely upon his own exertions ••• In the United States, associa
tions are established to promote the public safety, connnerce, 
industry, morality, and religion. There is no end which the 
human will despairs of attaining through the combined power 
of individuals united into a society."l 

Generations of writers, before and since Tocqueville, have introduced 
into our thinking two kinds of citizenship--the one imbedded in the intimate 
social life of the family and neighborhood; the other shaped by allegiance 
to formal organization and state. The tension between these two forms of 
citizenship has long continued as a major theme of artists, scholars, and 
_social philosophers.2 They have frequently concluded that progress itself 
seems inevitably to weaken the very basis of spontaneous, personal, and 
informal activity. Indeed, many of the major architects of western thought-
among them, scholars like Hegel, Tocqueville, Burke, Coleridge, Toennies, 
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Carlyle, Durkheim, Weber, and Simrnel--despaired of what they detect d as 
the inverse relationship between modern forms of progress and human 
happiness.3 

This type of analysis has continued into the modern update of 
criticism that is heard about technological society. For, as Polanyi, 
Ellul, and other such critics insist, technological society has a life of 
its own; it dominates and shapes to its own ends everything in its path-
education, industry, family, neighborhood, and voluntary association.4 

Sentimental or primary citizenship, that overlap of what people do 
at home, at the workplace, and in their neighborhoods, finds its wider 
impact through the medium of expression which voluntary groups afford; 
hence, in one way, such groups link these primary roles to those which 
are necessary for the existence of the state. Until recently, this re
enforcement--within the guild, farm family, and rural neighborhood-
accounted for most patterns of mutual aid and security, education, economic 
exchange, and recreation.5 

But the institutions which nurture a primary citizenship now frequently 
conflict rather than support each other. The family is left to manage 
emotions, frequently collapsing from overdrafts of love. The specialized 
worker can but imagine the finished product to which his or her effort 
contributes. And the volunteer may become an agency adjunct, sometimes 
disdainful of family and neighborhood simplicity. 

So the roots of a primary citizenship have withered. As a result, 
youth learn too little about what the community is really like.6 Further, 
the gap between civic aspiration and fact has widened, and material progress 
is absorbed back into the chaos of social and emotional life. And, as we 
learn, it is an erosion that fails to respond well to intervention of 
policy and finance. 

This clientelization of society absorbs the energies of professional 
workers. Accordingly, they often hunger for the strategy to add more 
clients and fail to advance a lasting philosophy of voluntary impulse and 
association. Such a philosophy, expressed within networks of voluntarism, 
leads to an understanding of community. To a few highly tentative categories 
of this philosophy my remarks now turn: 

Functions of Voluntarism 

Localism and Intermediacy. The voluntary impulse, and the manner in 
which human association expresses it, stands intermediate between the 
individual and the more formal agencies of state and society. To be sure, 
one cannot overlook the importance of creative individualism. However, for 
the care required for the individual to grow up to the adult forms of human 
action, intimate contexts, voluntarily established and employed for the 
most part, guide and stimulate the most individual of acts. They are contexts 
which are less the result of plan than of spontaneity. We have for too 
long failed to appreciate how intermediate institutions, close to family 
and neighborhood, insulate individuals from administration. Such insti
tutions penetrate both mind and character, and, as John Dewey once said, 
"produce the framework of personal disposition."7 
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Hedonism and Restraint. If voluntary groups intervene to safeguard 
individuality, they serve also to restrain the individual from self
centeredness, from hedonism, a rise of personal pleasure as its own end. 
The loss of meaning as traditions weaken and collapse produces as one result 
the new demand that success in life be measured by enjoyment artd self
understanding rather than by work for production or achievement.8 Thus 
there is stimulated the quest not only for equality of individual opportunity 
but for result as well, a movement that has been pointed out as a prime 
reason for the spread of bureaucratic administration into the very corners 
of life.9 But the voluntaristic incentive seems to blunt and diffuse this 
tendency to hedonism. Even the new groups which grow partly from hedonistic 
interests (such as Etzioni's "literati," "empathetic groups from the 
sensitivity movement," and "political activists," not to speak of the 
communes) all throb to voluntary impluse.10 

Participatory Democracy. We frequently constrain the meaning of volun
tarism to the social and welfare service system. But perhaps the greatest 
rebirth of the voluntary impulse takes root in those associations which 
pursue goals of special interest. Our day sees a remarkable expansion of 
vigarous voluntary movement devoted to ecology, energy, consummerism, 
communal living, ethnic revival, marriage enrichment, Pentecostal religion, 
and hwnan potential and fulfillment. These all veer toward institutions 
of primary citizenship, along with a disinclination toward centralization 
of organization and government. 

Educative Functions. To act as a volunteer is to engage in an educa
tive act, and in a form that differs little from the spontaneous learning 
which families, workplaces, and community institutions provide. Viewing 
the practice of volunteerism as a learning system is still not well 
developed. We under-employ it amid many inflexibilities and limitations in 
life cycle and work patterns.11 Thus, for example, American youth, on the 
whole, remains isolated from both adults and service tasks, and formal school
ing, oriented to economic criteria and to the work world, may underwrite a 
special segmentation of life into distinct chapters for training, work, and 
retirement. As a result, both the young and the old have insufficient 
chance to serve voluntarily, whether for human caring or pursuing spec~al 
interest. 

Integration. Voluntary association carries the function of cutting 
across the divisions of social life ••• sex, age, class, ethnic composi
tion, and occupation. Urban migrants, for example, adjust the world over 
to city life by voluntary association. Notable also, volunteers in human 
service agencies tie many economic, political, religious, and ethnic groups 
into common purpose: they achieve by cooperation what otherwise would be 
achieved by contest. The challenge is all the greater now as the concentra
tion of economic and manpower resources weakens the cross-cutting effects 
of diverse groups.12 

Adaptation. Because of the additive quality of technology, and the 
not so additive nature of social wisdom, social adaptation is basic to 
improving the distribution of social goods alongside the more facile 
distribution of economic goods. Wherever it is observed, this process of 
adaptation activates a given cultural disposition toward change itself. 
Associative urges and voluntaristic motives seem always to be present. 
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Such categories or functions provide a backdrop to the university's 
manner of cultivating the voluntary impulse. My remarks turn now to 
three main channels of such assistance--the academic, the technical, 
and the mission channels.13 

Services of the University 

The Academic Channel. Enhancing the voluntary impulse begins in the 
classroom, and with teaching, which may be isolated from the caring world 
and dismayed by the present disappointments of a sizable public--with 
education as an instrument of equity; with diverse institutions which offer 
but uniform experiences; with imbalances between educational output and 
market demand; with the sense of confinement which describes so much of 
the student attitude about education. 

Are not these disappointments influenced by the unreal environment of 
the institution, its constraint of the voluntary impulse, its emulation 
of heirarchy, bureaucracy, and unexplained authority? Does not a competi-
tion for places and grades corrode and reduce empathy, generosity, and sharing? 
It seems ironic that the very professions which feature sympathy and caring 
tend to foster a kind of adversaryship among students, as reports of medicine 
and law now suggest.14 Similarly, academic governance too often feeds the 
alienation of administrators and professors, and, through them, the students.15 

Universities are in need of more alternative learning environments. 
Some of these would accent teachers as role models, those who are encouraged 
to bring the values of caring and sympathy into classroom and laboratory. 
More team projects will help, especially those which take students and staff 
together into field tasks. Moreover, an increasingly open academic governance, 
in which its participants learn better how to cope with new resource distri
bution tensions, should feature helping relationships toward a discovery 
of the profound tie between love and learning, to learn again that the deepest 
and truest relationship in the end, as Lionel Trilling once said, is pedagogic. 

The Technical Channel. Colleges and universities influence society by 
the ideas and artifacts which flood from them into application. In the matter 
of their own organization and conduct, they orient to the voluntary mode. 
Thus they · can help, by using their own style to create steps to design, test, 
and adapt forms which voluntary impulse takes. Urban society finds it 
difficult to identify and share ideas which prove successful. To facilitate 
such an exchange is among the chief tasks of the university; it reduces also 
the academy's tendency to unilaterally extend its own effort. 

An expensive lesson of recent years is that the best of policy and 
money and direct administration of services does not assure that social 
problems are solved; indeed, they may worsen by these interventions. Rather, 
we need much more testing of designs which feature services indirectly 
delivered through the channels of family and neighborhood groups. Thus, 
sentiment does what regulation can never do. That people care about one 
another, no government can replace by mandate. While greed is everywhere 
present, the scrutiny brought by those who know each other has long suc
ceeded when the evaluation of strangers has failed.16 
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Employing both local institutions and indirect administration, 
universities may also help people to revise or restore voluntary associa
tion that may have declined. As one example, the weakened re-enforcement 
occasioned by the loss of the extended family suggests the need of fresh 
ways by which families may come together to help each other as once happened 
in societies and home demonstration groups of rural America • 

.?-- universities can further emphasize the social bond between family, 
work, and voluntary service. As in the not infrequent antagonism between 
workplace and family, workers (as reported for blue-collared males) may 
disavow volunteerism because they feel that what they do no longer matters: 
the wellspring of voluntarism itself is therefore depleted. Academic 
centers can, for example: 

- Concern themselves with the issue of how work is elevated as the 
measure of self-esteem, how a culture is created that is based 
on the spiritual nature of work, and then how work is withheld 
from at least a tenth of those who desire it. 

- Devise forms of voluntary service for youth, perhaps by re
activating the idea of a National Youth Service Corps. 

Emphasize the tie between lifelong learning, voluntary service, 
work and leisure. 

Strive to amend the policies, even the meaning, of retirement, 
discourage the warehousing of older people, welcome them onto 
campuses and provide them the stage from which to bring service 
to the surrounding community. 

- Counteract the drift to easy recipes for fulfillment, and to 
other forms of psychic escape, by making social caring more 
available, real, useful, meaningful, and flexibly a part of 

c/ the other functions of life. 

The Mission Channel. Linking university resources to community 
projects constitutes the mission channel. It is a complex function 
because there is normally demanded some form of ideological preference 
or commitment, which, in voluntary association, is usually to help people 
or some group become more self-reliant. In the bargain, other groups 
may be threatened and the seeds of controversy sown. Helping organize 
farmer cooperatives, as Cooperative Extension once did, is but one example. 
Academic missions become more difficult in technological society, because 
voluntary impulse may be restrained· and reduced by professional and 
manager.ial specialists.17 Further, what volunteers are taught is in no 
way value-free; rather, and increasingly, knowledge becomes more and 
more value-oriented in its use. In the long and short of it, to add 
strength to voluntarism is to increase individual and group self-reliance, 
a task that is not without controversy and tension. But it is teaching 
that must be done, and it will suggest such tasks as follows: 

University workers can help volunteers learn how to cope with the 
mounting flow of information that is so over-laden with crisis. The 
belief and the technique of turning disagreement into constructive change 
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is everywhere required. Otherwise, volunteers may quit for good when 
they find themselves too deeply mired in conflict. 

They can help volunteers view their service as a chief means to 
personal learning, especially how to master the arts and honesties of the 
helping relationship. Volunteers often need to surmount those often 
secret motives which lead them first into volunteerism--a narrow search 
for prestige, power, or fellowship, or that which they feel they do not 
otherwise possess. 

Volunteers can be helped to believe in the importance of their 
function as corrective to a circumstance of modern society where the few 
are able to communicate to the many but the many are unable to connnunicate 
back to the few. Thus, they may be helped to strengthen the integrity of 
their own citizenship, by learning how better to collect, analyze, store, 
retrieve, share, and communicate opinion and ou~look. 

University people can help volunteers learn more about human change, 
and about the differences between intellectual and emotional responses to 
it. We can help them, further, to recognize tension and stress, in persons, 
in groups, between center and field, and, then, how to merge trust (that 
springs from interpersonal acquaintance) with the skill to define goals 
that acconnnodate both individuals and groups. 

What is done to enhance the volunteer to both care and to be self
reliant must be emphasized for those who are the professional helpmates 
to volunteers. Too many professional workers become threatened by the 
volunteer whose competence is exerted without fear of job or tenure. Many 
professionals know too well how to screen the views of volunteers, sort 
them out, divert, or even subvert them. Among the ceremonial dances in 
professional America, one of them displays the subtle skill of positioning 
volunteers (like, say, college trustees) with maximum importance but with 
minimum influence. Instead, the teacher must help limit the mentality 
that would either absorb or convert volunteerism to its own ends. This 
hope introduces other observations, which now become the sunnnary, and the 
~underlying themes, of these remarks. 

Surrnnary 

v First, a technologized society now witnesses a recrudescence, a new 
bursting forth, of voluntary impulse and association. 

Second, technologic usage is helpless without the play of the non
technologic dimension--involving values, institutions, voluntary cross
cutting and coherence, sources all of a primary citizenship. 

Third, both global interdependence and the service society (in which 
both provider and client decide the outcomes) demand a civic discipline 
that balances. governmental, industrial, and military power. 

Fourth, distributive conflicts over limited resources do not respond 
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to the solution of formal policy and program when the channels of inter
mediate institutions and associations are withered or ignored. 

Fifth, and finally, voluntarism is at the heart of that form of social 
organization (in developed and developing countries alike) which now rises 
to challenge the bureaucratic mode; it features horizontal rather than 
vertical relationships, overlapped group nodes, and networks, decentralized 
and interlocked power, and sensitive responses to challenge.18 

To be sure we who reside in the university need to do our studies; but 
we need also to take part, that is, to say, be volunteers ourselves. Karl 
Mannheim once said that insight is the core of social knowledge. It is an 
insight that is gained by going inside the phenomena observed, a participa
tion, as Mannheim said, that generates interest, purpose, point of view, 
value, meaning and intelligibility as well as bias. The professional task 
is a fateful one if it cultivates the sources of a primary citizenship so as 
to assure that the human resource will adjust humanely when the natural 
resource has either satiated human need or deserted it. This fateful purpose 
will require that professional people examine carefully the state of their 
own disposition to care for others, and of no less importance, how to renew 
the insight that is sharpened best in the center of the action. 
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IN SEARCH OF "VOLUNT ... ISM'' 

Jon Van Til 
Rutgers University 
Camden College of Arts and Sciences 

Today we gather to begin a five-day process of exploration of the 
roles of colleges and tmiversities in VOLUNTEERISM, and I, a board member 
of the Alliance for VOLUNTEERISM, present to you a paper prepared in 
large part jointly with the President of the National Information Center 
on VOLUNTEERISM.1 We gather as members of The VOLUNTEER Community, and 
will surely ponder problems raised in Women, Work, and VOLUNTEERING, 
The Effective Management of VOLUNTEER Programs and VOLUNTEERS Today.2 
Some of us are members of the Association of VOLUNTEER Bureaus and the 
Association for Administration of VOLUNTEER Services; we can call upon 
the assistance of VOLUNTEERS in Technical Assistance. 

Among us as well are some who have attended the Lilly Conference on 
VOLUNTARISM and those who have read chapters on "Democracy and VOLUNTARISM. 113 

And among us are those who have attended to the leadership of the National 
Center for VOLUNTARY ACTION and the policy research of the Association of 
VOLUNTARY ACTION Scholars. And we know that those scholars tell us that ' 
a rather large shelf in many libraries is needed to contain works on 
VOLUNTARY ASSOCIATIONS.4 

What are these types of hwnan activity t~e names we say profess? Are 
they all the same--volunteering, vollllltary action, and voluntary association--

lAn earlier draft of this paper was prepared jointly with Dr. Ivan H. 
Scheier, and we plan to develop a final version for joint publication. 
The present version, while it benefits from Scheier's colleagueship, is 
entirely my responsibility. I would also like to thank David Horton Smith, 
Jean Mayne, Carolyn Harper, and Nancy Rutyna for their reading and comments 
on the paper. 

2The titles are those of books by Eva Schindler-Rainman and Ronald Lippitt, 
Herta Loeser, Marlene Wilson, and Harriet Naylor, respectively. 

3Chapter 2 of The Volllllteer Community. 

4Three recent volumes of note are: 
D. B. Robertson, Voluntary Associations: A Study of Groups in Free 

Societies (Richmond, Va.:John Knox) 1969; 
J. Roland Pennock and John W. Chapman, eds., Voluntary Associations 

(Chicago, Ill. :Aldine) 1969; and 
Constance Smith and Anne Freedman, Vollllltary Associations: Perspectives 

on the Literature (Cambridge:Harvard University Press) 1972. 
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volunteerism and voluntarism? Or, are there subtle differences in these 
terms and how we use them that divide us in purpose and act, and influence 
how we are perceived by others? Are some attracted to us in one name, and 
repelled when we present another? These are questions I recommend we 
consider in a conceptual plunge into the word-world of Volunt ... ism :lt 
the outset of our conference, in the hopes that we may clarify broader 
aspects of the roles we ourselves and our institutions may play in this 
field. 

This paper aims toward the development of concepts that will be at 
once uniform and evocative, and may help us both describe and analyze the 
work in which we are engaged. Growing as it does from an ongoing dialogue 
with Ivan Scheier, it quite naturally begins where Ivan and I were, and 
that reflects our own disciplines, experiences, and preferences. 

Ivan, a psychologist, began with a model of individual action in a 
variety of situational contexts, and then moved to extend his model to 
fully include those collective processes. I, a sociologist, started with 
a model of social institutions and their contribution to democratic 
structure, and then sought to draw out implications for individual action 
and participation. 

Let's start from the individual side, with that form of action most 
closely related to our conference's title: VOLUNTEERING. We may begin 
by identifying VOLUNTEERING as a helping action of an individual that is 
valued by him or her, and yet is not aimed directly at material gain, nor 
mandated or coerced by others. Thus, in the broadest sense, VOLUNTEERING 
is any uncoerced helping activity which is engaged in not primarily for 
financial gain, or by coercion or mandate. It is thereby different in 
definition from work, slavery, or conscription. It differs from employment 
in that it is not primarily motivated by~ gain, although much 
paid work includes VOLUNTEERING; it differs from conscription in that is 
is unpaid and uncoerced; and it differs from slavery in that it is not 
coerced. 

VOLUNTEERING may be extended beyond the purely individual, and may 
also take the form of a group activity. Thus, the informal, spontaneous 
individual act of the motorist aiding an accident victim, and the formal 
participation of a volunteer meeting with a parolee as part of an organized 
program, are both acts of VOLUNTEERING. Actually, there are two dimensions 
involved here, one of individual to group activity, the second of structured 
to unstructured activity. As depicted in Figure 1, then, the contexts of 
VOLUNTEERING involve a range of activities which are all uncoerced, not 
primarily aimed at financial profit, and which are all oriented toward 
helping others, and possibly also oneself, as we shall later see. / 
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FIGURE 1 

CONTEXTS OF VOLUNTEERING 

VOLUNTEERING is helping activity, uncoerced and not primarily aimed toward 
financial gain: 

It may be 
structured, progfed 
unstructured, 
informal 

It may 
be done individually ~----~in groups 

VOLUNTEERING, as defined here, is similar to, but somewhat less broad 
in definition than VOLUNTARY ACTION, as defined by David Horton Smith, 
Richard Reddy, and Burt Baldwin. The latter write: "Individual voluntary 
action is that which gives personal meaning to life. It is that which one 
freely chooses to do either for enjoyment in the short term and/or from 
commitment to some longer-term goal that is not merely a manifestation of 
bio-social man, socio-political man or economic man" (1972:163). By this 
definition, individual VOLUNTARY ACTION may include an extra-marital 
affair, a chess game, or the composition of a book of verse--in short, 
everything that. feels good or meaningful and is not biologically compelled, 
politically coerced, or paid. 

Smith, Reddy and Baldwin go on to note that a more limited conception 
of VOLUNTARY ACTION may be desirable: "Voluntary action directed at the 
long-range betterment of society and the general welfare may be the 'best' 
kind of voluntary action in the eyes of most people." "But", they add, 
"there are many other important kinds of voluntary action worthy of study 
and inclusion in the class of voluntary action phenomena, even if not 
clearly aimed at the general welfare--for example, riots, wildcat strikes, 
fraternity hazing, shoplifting for 'kicks', 'bingo parties', 'social 
drinking' and perhaps even watching TV'' (1972:167). 

With ruthless logic, Smith and his associates bring us to the precipice 
of a real dilemma. As founders of the Association of VOLUNTARY ACTION 
Scholars, they recognize that a world of behavior, seemly and unseemly, 
public and private, is encompassed by the term VOLUNTARY ACTION. But, 
from the perspective of a leader of, say, the National Center for VOLUNTARY 
ACTION, it is doubtful that actions such as 'bingo parties' will generate 
enthusiasm and it is nearly certain that opposition will greet shoplifting, 
rioting, and extra-marital affairs, even in the light of recent disclosures 
regarding private life in Washington. 
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Resolution of the dilenuna may be achieved in several ways. First, 
the concept of VOLUNTARY ACTION may be defined in the narrower way, removing 
those actions not directed at long-range betterment and the general welfare. 
Or, the concept can be recognized to be broadly descriptive (or positive) 
in nature, and not referred to in normative (value-charged, ideological) 
ways. When speaking of VOLUNTARY ACTION as a good thing, a term with a 
clear ideological content could be used. Later, I shall suggest that 
FREEDOM might be as good a word as any for this value. 

I think both resolutions should be essayed. If a narrower form of 
VOLUNTARY ACTION were identified as VOLUNTEERING (that form of VOLUNTARY 
ACTION aimed toward helping), and if the ideological celebration of 
VOLUNTARY ACTION were clearly named as FREEDOM, considerable clarity in 
the terms would be introduced. And the usage seems conventional. Thus, 
it appears awkward to speak of an individual "volunteering" to drink with 
the boys at the corner pub, or "volunteering" to spend an evening glued to 
the tube, while these are clearly forms of "voluntary action" we celebrate 
as among the joys of freedom. 

Some thorny issues remain in defining VOLUNTEERING as that form of 
VOLUNTARY ACTION that involves helping: helping whom? and how? Smith 
and his colleagues sought to get around the issue by identifying as the 
"'best' kind of voluntary action in the eyes of most people" that "directed 
at the long-range betterment of society and the general welfare." And 
Herta Loeser gives a central place to "the free giving of one's time and 
talents for work deemed socially or politically beneficial" (1974:1). 
Scheier takes a third view, preferring to leave the concept "helping" as 
a central one, and urging individuals to adapt its meaning as they choose. 

I tend to lean to Loeser's and Scheier's positions for a starting 
point. By focusing on the volunteer's act as involving free giving for 
work "deemed beneficial", Loeser removes from the volunteer the rather 
ponderous responsibility of determining that an act is aimed at the 
"long-range betternent" of society: clearly, much may be of value in 
the short run of things as well. And, even more importantly, her definition 
also leaves room for the important recognition that VOLUNTEERING may be 
very much in the self-interest of the volunteer him/herself. Some forms 
of VOLUNTEERING begin from an explicit basis of self-help,s and almost all 
forms may contribute to individual goals of career exploration and develop
ment, sociability, and other forms of personal enhancement. 

5Particularly notable here are the Self-Help and Helping System (SHAH) 
developed at the National Information Center on Volunteerism under Scheier's 
leadership, and the prominence of "self-help groups" in American life. The 
latter phenomenon has recently been probed in special issues of the Journal 
of Applied Behavioral Science (Vol. 12, no. 3, 1976) and Social Policy 
(September-October 1976). Smith has noted, as Manser and Cass paraphrase 
him, that voluntary organizations may be divided into those "whose objectives 
are primarily 'self-serving' in terms of the affairs and interests of the 
members, and those primarily 'other-serving' in the sense that their primary 
goal involves improvement of some aspect of the larger community or society" 
(Manser and Cass, 1976:41). 
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I think we can now see rather clearly the distinction between 
VOLUNTEERING and VOLUNTARY ACTION: VOLUNTARY ACTION is uncoerced, and 
not primarily aimed toward financial gain; it may be individual or group 
action. VOLUNTEERING is that form of voluntary action involving helping 
activities deemed beneficial. 

Both VOLUNTARY ACTION and VOLUNTEERING may include actions that are 
self- and other-helping. Both may include actions that are structured and 
tmstructured. The distribution of these actions, however, finds, that a 
heavier presence of other-helping activities characterizes VOLUNTEERING. 
This pattern may be depicted as in Figure 2: 

FIGURE 2: THE LOCATION OF VOLUNTEERING (V) IN THE SPHERE OF 
VOLUNTARY ACTION (uncoerced, not oriented to financial gain). 

May be 
structured v v v 

~ v v v v 
v v v 
v v v v v 

v v v 
v v v v 
v v v v 
v v v v v 

v v 
v 

~ 
v v v v 

v v Unstructured v v 
v v 

May be aimed Sel £-Helping ( -) Other-Helping predominantly 
towards 

Now let us fold in a third concept--VOLUNTARY ASSOCIATION. This 
concept refers to forms of behavior that are organized, and are directed 
at influencing broader structures of collective action and social purpose. 
A VOLUNTARY ASSOCIATION is a structured group whose members have united, 
by this conception, for the purpose of advancing an interest or achieving 
some social purpose. Theirs is a clear aim toward a chosen form of "social 
betterment", to use the concept of Smith and his colleagues. Such an 
association is directed in its aims beyond the immediate enjoyment of 
fellowship and consummatory group activity; i t links the group in some 
direct way to the larger society. 

Thus groups like neighborhood associations seeking to restrain crime 
or to encourage the cleaning of streets are VOLUNTARY ASSOCIATIONS by this 
identification; so are church-based organizations that seek to provide for 
school prayer, and civic organizations that seek to improve a city's economic 
climate; and so are groups of volunteers who hope to reduce family abuse 
by means of direct service and legislative advocacy. Such organizations 
are voluntary in a dual sense: much of their human resources are contributed 
by members as volunteers; and they are non-governmental, non-profit, and 
non-consummatory--and thus clearly located in the "voluntary sector" of 
society. 
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The voluntary sector is invested with a special role in the theory 
of democratic pluralism, which many scholars have claimed provides a 
base for the healthy development of political and social democracy.6 
This sector is seen to provide a range of mini-laboratories for democratic 
action and structure, each of which provides opporttmities for individual 
participation and the expression of a variety of social interests and 
needs. Eva Schindler-Rainman and Ronald Lippitt explain this function 
clearly: 

In a pluralistic and fragmented democratic social system, 
made up of many types of individuals and groups, a major 
requirement is that the system establish procedures to 
provide for full communication, for orderly confrontation 
and conflict resolution, and for the coordination and 
blending of the energies and interests of the disparate 
subgroups (1975:6). 

Schematically, VOLUNTARY ASSOCIATIONS inhabit that part of the world 
of VOLUNTARY ACTION that is more highly structured, and ranges from self
helping to other-helping (with a somewhat heavier representation of groups 
aimed at achieving their own self-interest). While paid staffers are 
common in this realm, the vast majority of participants are themselves 
volunteers. Mapping the place of the VOLUNTARY ASSOCIATION in the sector, 
we see considerable overlap with VOLUNTEERING. 

FIGURE 3: THE LOCATION OF VOLUNTARY ASSOCIATION (A) IN THE 
WORLD OF VOLUNTARY ACTION 

Structured 
~ 

A A A A A A A A A A A A A A A 
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A 

~ 
Unstructured 

Self-Helping<------) Other-Helping 

6This tradition, derived politically from Madison and sociologically 
from Durkheim and de Tocqueville, is reviewed briefly in Van Til (1973) 
and more extensively in McLoughlin and Van Til (1976). 
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FIGURE 4: THE AREAS OF GREATEST PRESENCE OF VOLUNTEERING AND 
VOLUNTARY ACTION, AND 111EIR AREA OF MOST LIKELY 
OVERLAP, WITHIN THE TOTAL FIELD OF VOLUNTARY ACTION 

Structured 
Ii\ 

Unstructured 

Self-Helping~~~~~~~-) Other-Helping 

Figures 2 and 3 here show the areas of VOLUNTARY ACTION in which 
VOLUNTEERING and VOLUNTARY ASSOCIATION are most commonly found. And 
Fugure 4 shows the area of greatest overlap, which lies in the structured 
sector of VOLUNTARY ACTION midway between the extreme points of self-
ano other-helping. It is in this area of overlap, which I shall call 
for now VOLUNT ... ISM, that some of the most exciting forms of VOLUNTEERING 
and VOLUNTARY ACTION are found, and some that have the highest probability 
of creating positive social change. But I have now lapsed into the 
language of the normative, and infer an ideological preference. And 
there is more conceptual work to be done before I can use that language 
as precisely as I would want. 

So I want now to introduce the distinction between normative and 
positive concepts. Normative concepts are those which lend support, moral 
or ideological, to a phenomenon. Positive concepts are empirical: they 
simply identify and define the phenomenon. I want to suggest that 
VOLUNTARY ACTION, VOLUNTEERING, and VOLUNTARY ASSOCIATION are positive 
concepts, each of which may be matched with a normative concept that 
supports and defends it. FREEDOM, VOLUNTEERISM, and VOLUNTARISM may 
be presented as the normative counterparts, respectively. 

Table I presents one way of viewing dimensions of positive-normative 
on the one hand, and, on the other, the types of individual action I have 
been discussing. Here, the distinction is drawn between three forms of 
individual action: freely-willed action, outside bio-social, legal
political, and economic contexts; such freely-willed action aimed toward 
helping and such freely-willed action aimed toward helping by means of 
association. We end up, then, with six types of action identified. 

First, we find VOLUNTARY ACTION, a descriptive (positive) concept 
meaning "freely-willed" behavior in certain contexts. As a normative 
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concept, this is the "INDIVIDUAL FREEDOM'' celebrated in our Declaration 
of Independence, the freedom to live our lives as we will--including 
the freedom to drink, watch television, write poetry, and join with 
others in association. 

Secondly, we find VOLUNTEERING, narrowed from the definition of 
VOLUNTARY ACTION to exclude those freely-willed activities not aimed 
toward helping. As a descriptive concept, VOLUNTEERING requires that 
the individual attach a meaning to his/her act beyond his/her own life 
and gratification. The normative system or ideology that supports such 
action is VOLUNTEERISM. 

Thirdly, we come to VOLUNTARY ASSOCIATION, freely-willed action 
aimed toward an identified form social betterment, but also lodged in 
an associational (organizational, group, agency) setting. Nonnatively, 
such voluntary action may be seen to be supported by the ideology of 
VOLUNTARISM. 7 

TABLE I: THE WORD-WORLD OF "VOLUNT ... ISM" 

The Action Is The Concept Is 

Freely-willed (outside of 
bio-social, legal
political & economic 
contexts) 

Freely-willed (as above) 
and aimed toward helping 

Freely-willed (as above) 
and aimed toward social 
betterment by associa
tion 

POSITIVE 

VOLUNTARY ACTION 

VOLUNTEERING 

VOLUNTARY ASSOCIATION 

NORMATIVE 

INDIVIDUAL FREEDOM 

VOLUNTEERISM 

VOLUNTARISM 

The specification of meanings for VOLUNTEERISM and VOLUNTARISM is 
perhaps the most controversial aspect of this paper. Typically the words 
are used synonomously,8 and often even interchangeably at random, by leaders 

70ther dimensions may be added to this scheme. Following Smith, Baldwin and 
Reddy (1972), we can add a dimension of "system levels", identifying indivi
dual acts, roles, informal groups, and community levels of action for each 
positive concept. 

8consider the nearly identical definitions given of "voluntarism" by Manser 
and Cass and "volunteering" by Loeser. The fonner definition is: "those 
activities of individuals and agencies arising out of a spontaneous, private 
(as contrasted with governmental) effort to promote or advance some aspect of 
the common good, as this good is perceived by the persons participating in 
it" (1976: 14). The latter, as indicated above, is: "the free giving of 
one's time and talents for work deemed socially or politically beneficial" 
(1974:1). 
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in the field as well as by lay persons. Perhaps the greatest clarity in 
their use as different concepts is found in the thinking of Harry 
Hogan, until recently Deputy Secretary for Policy Planning at ACTION, who 
spoke of volunteerism when referring to volunteer-using and supporting 
agencies, and of voluntarism when referring to the non-profit sector as 
a whole, including the full range of voluntary social welfare organizations.9 
The present usage is closely linked to his, but seeks to focus on the 
different bases of volunteering and voluntary association, motivated action 
on the one hand and organized purpose on the other. Therefore, the present 
scheme can identify an area of overlap between volunteering and voluntary 
association, and between volunteerism and voluntarism. Rather than sug
gesting that the two worlds are different, the present scheme suggests 
that in a large part they are identical, or at least mutually enhancing. 

One test of the pudding presented here, then, is the demonstration 
that there is something special about the type of voluntary action that 
blends volunteering and voluntary association. If the scheme is to be as 
useful as I believe it ought to be, there should be expected a unique 
contribution from that overlapping form of voluntary action. 

Perhaps it would be useful to spend a few moments considering what 
we want from volunteering and voluntary action. Three criteria come 
immediately to my mind: a good blend of service and advocacy; an appropriate 
mix of conservation and change; and the enhancement of democracy.IO Let's 
look at each in turn. 

The first is the criterion that specifies the range of actions we 
value. Voluntary action involves many activities, including some that are 
primarily oriented to the provision of services, and others primarily 
oriented to the advocacy of social change and social policy. I believe 
that an adequate concept should include room for both service and advocacy. 
Indeed, Ivan Scheier and I have come to believe that service and advocacy 
are better seen as facets of the same caring process, rather than polar 
opposites, as ordinarily conceptualized. 

The second criterion involves change and conservation. Again, the 
world of voluntary action is vast, and appropriately involves room for 
acts that hold fast to that which is good, and seek to create what needs 
to be built. Both change (and often radical change) and conservation are 
required in the good society, and in my view, voluntary activity can play a 
critical role in both the definition of what needs to be changed and what 
conserved, as well as in the enhancement of appropriate change and conserva
tion. 

9For a lucid discussion of voluntary organizations in social welfare, see 
Levin (1971). Hogan's distinctions became clear to me during our joint 
service on the board of the Alliance for Volunteerism. Susan Greene, 
President of the Association of Junior Leagues, draws a similar distinction 
in her speech "To Promote Voluntarism" (1977:1). 

10These criteria may usefully be compared with Manser and Cass' list of six 
"critical objectives" for the voluntary sector, which involve "enfranchise
ment and participatory democracy," program review, increased commitment to 
advocacy and social reform, increased numbers of volunteers, public account
ability, and collaboration (1976:247-248). 
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Finally, an important criterion is the enhancement of democracy. 
At the heart of the concepts we are discussing is the protection and 
development of individual self-expression, opportunity, association, 
and collective articulation of needs and interests. As no democratic 
society can rest on a base of apathy and inequality, so no adequate fonn 
of voluntary action can be content to accept limits of privatism and 
prevailing power. 

Now, how do our proposed concepts stand up under examination in tenns 
of these criteria? VOLUNTARY ACTION clearly meets the first two, but 
stumbles on the third. Some freely-willed acts clearly do not further 
democratic ends, such as participation in the KKK or other freedom-denying 
organizations, and others are grandly neutral to such ends, such as 
drinking, adultering, and spectating. 

VOLUNTEERING, on the other hand, has been challenged on all three 
fronts. The tenn (and particularly its ideological mate, VOLUNTEERISM) 
has been widely criticized as biased toward service rather than advocacy, 
conservatism rather than change, and as not productive of democracy. 

Thus, in 1971 the NOW Task Force on Volunteerism cautioned women 
about the costs of "traditional service-oriented voltmteering", defined 
as the extension of conventional roles (e.g., conservative) not able to 
address the "massive and severe social ills" of our time (e.g., not 
productive of democracy). "Poli ti cal or change-oriented voltmteering", 
on the other hand, was viewed positively in its focus "on changing the 
larger social, political or economic system" (National Organization of 
Women Task Force on Volllllteerism, 1975:73). 

The NOW position was strongly criticized by Ellen Sulzberger Straus, 
who noted that the decision to engage in service or advocacy must be left 
to the indi vidual--no organization ought "to be the final judge of what a 
woman can or cannot do with her life, either during or after working hours." 
Straus coupled her defense of VOLUNTARY ACTION with the example that service
oriented VOLUNTEERING in draft-cowiseling might be more valuable than 
politically-oriented VOLUNTEERING with CREEP. She also noted that "citizen 
participation on a broader scale is essential to our efforts to refind 
ourselves as a nation", a ringing defense of VOLUNTARY ASSOCIATION and 
VOLUNTARISM (Straus, 1975:75). 

Dorothy Height, President of the National Council of Negro Women, 
and more recently also President of the Alliance for Volunteerism, set 
a more pragmatic tone in her criticism of the NOW position: "While you 
work to open the doors, you have to salvage the talents, interests and 
spirits of people so that they will be ready to walk through these doors" 
(quoted in Manser and Cass, 1976:59). 

That VOLUNTEERISM contributes to democratic structure and enhances 
social change was also argued by the Association of Junior Leagues in a 
1974 interview: their spokesperson noted that volunteers can "experiment, 
demonstrate and innovate, monitor the public sector objectively and 
impartially and initiate those services unmet by government programs" 
(quoted in Ann Ogden, 1974:10). The innovation and monitoring fllllctions 
of VOLUNTEERING are often best advanced by advocacy VOLUNTEERISM, though 
not exclusively. As Scheier envisioned it in his 1976 address to the 
Jubilee of the Association of Volunteer Bureaus: 
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advocacy volunteering does not have to input to or 
terminate in a legislator's office; it can open up 
new paths for positive impact in a free society. 
Nor is voluntary action any longer to be seen as 
merely one side-effect of freeness in a society; 
rather let us take the responsibility for seeing 
that it is a cause of it. We shall '~lead the 
cause of freedom;" more than that, we can activate 
freedom in assisting advocacy volunteering (1976:4-5). 

Translating Straus, Height, the Junior League spokesperson, and 
Scheier into the argument of this paper, I believe it can be stated 
confidently that a pluralistic VOLUNT ... ISM, seen to include an active 
blending of VOLUNTARY ASSOCIATION and VOLUNTEERING, will provide for 
the enhancement of democratic structures, the creation of needed change, 
and the protection of institutions and programs of established value. 
Such a sector is uniquely capable of avoiding the pitfalls that have met 
so many organizations that have sought to focus entirely on VOLUNTEERING 
or entirely on being a VOLUNTARY ASSOCIATION. Major among those pit
falls are service or advocacy exclusivity, ideological ignorance, and 
elite domination. 

Service or advocacy exclusivity is dangerous in that it inhibits 
the mutual stimulation that can exist between the two legitimate and use
ful forms of voluntary association and volunteering, and damages the pro
ductivity of both the service and the advocacy volunteer. Separation of 
service and advocacy cuts the service volunteer off from a full discus
sion and appreciation of the ends toward which his/her service acts as a 
means, and removes the advocacy volunteer from a firm rootedness in the 
context of concrete human problems and situations. Both need the other 
to temper and inform and strengthen their mission. 

Ideological ignorance is closely related. The service volunteer must 
aware of the larger consequences of his/her work--as the NOW position 
makes clear--and as the four critics cited above agree. As Scheier put 
it, "some kinds of unpaid service could be considered undesirable. We 
just don't talk about them much, but you should be able to identify a 
few examples with a little thought. The point is, the acceptable-un
acceptable dimension runs through both service and advocacy volunteering. 
The decision as to when the activity is acceptable enough for us to work 
with it, is essentially the same for both" (1976:3). One way to facili
tate the judgment of the value of one's work is to be in a position to 
line up what it means in terms of larger ends, like democracy, opportun
ty, and equality. This is the very heart of the skill of the advocacy 
volunteer. And, as Mannheim (1949) has suggested, avoiding the relation
ship between one's acts and ideological meanings is itself an ideological 
act. 

The activist within the voluntary association must also avoid the 
pitfall of ideological ignorance. As Trudy Heller and I have noted, 
the activist may come to value conflict over ideas more highly than the 
actual achievement of his/her ends of social change: 

Conflict often becomes an end in itself to the 
advocate, and other means of conflict resolution 
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that are less dramatic--such as compromise and the 
search for consensus--are often eschewed in the 
drift toward the final showdown. Few ask if the coming 
confrontation is necessary, for to ask the question is 
to admit to a less than total dedication to the cause 
of the group ( 1976: 7). 

Thinkers and doers need each other, I suggest. 

The third pitfall is that of elite domination, which in the volunteer 
world simply means that leaders and volunteers should come from all walks 
of life. It is particularly important that this area be broad so that the 
ancient stigma of charity as a means of social control by the wealthy and 
powerful over the poor and weak be fully eliminated. 

In the world of voluntary associations, this pitfall is most power
fully seen as the "iron law of oligarchy", the tendency of such associa
tions to fall into the control of few, powerful leaders. This form of 
domination may be tempered by a broad infusion of vollillteer participation, 
useful in restraining autonomy of leaders and discouraging the abuse of 
power. 

Goals of advocacy, reform and enhancement of democracy are frequently 
presented with great eloquency by leaders in the voltllltary sector, as 
Paul Sherry's lucid statement demonstrates: the role of the voltllltary 
sector is "to continually shape and reshape the vision of a more just 
social order, to propose programs which might lead to the manifestation 
of that vision, to argue for them with other contenders in the public 
arena, and to press for adoption and implementation" (quoted in Manser 
and Cass, 1976:129). 

More recently, Susan Greene has reminded us that "without groups of 
people voltllltarily banding together over principles and philosophy, our 
country would not have been born. Without concerned people voluntarily 
addressing political, social and economic inequities, women would not 
have the vote, nor would orphanages, settlement houses, hospitals, fire 
departments, and museums have been established. The Abolition Movement 
was a voluntary movement. The Civil Rights Movement was born in the 
private sector. From the voltllltary sector comes the initiative, experi
mentation, implementation, and proof of a concept's worth. It is then 
at this point that the governmental sector, and sometimes the corporate 
or profit-making sector, can begin to support the proven service, concept, 
or principle, and voltllltarism moves on to find other methods, in a million 
different areas, to improve our civilized society" (1977:2). 

Stirring as these visions are, we must recognize that they are more 
often than not pushed aside for more mundane visions in the everyday 
implementation of voltllltary programs. Herman Levin reminds us that even 
when citizen participation has been emphatically realized as a social 
goal, it has not always sustained citizen interest. Moreover, as a 1968 
report he cites notes plaintively: "While voluntary agencies almost always 
stress their role as pathfinders and innovators, too many perform this 
function in minor key, if at all" (Levin, 1971: 1520). 
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Our task is thus to surmount, in design and implementation, the 
familiar pitfall of immobilization, It is my hope that by blending both 
service and advocacy, and by keeping all members close to both meaning 
and action--the excesses of exclusivity, ideological ignorance, and elite 
domination can be significantly reduced. The resultant organization might 
well emerge as both democratic and effective, both relevant to change and 
rooted in the meeting of real human needs. 

Thus, for our work here this week, and beyond, it is my assertion 
that the role of Colleges and Universities in Volunteerism should be 
one that fosters with particular fervor those forms of voluntary action 
that enhance consciousness of the relations between ends and means, 
enlarge upon the structure of democratic society, and call clearly for 
change or conservation as required by the first two demands. Only a 
VOLUNTEERISM linked closely to the work of VOLUNTARY ASSOCIATIONS will 
use most productively our earnest and well-intentioned energies; only 
a VOLUNTARISM drawing profoundly upon the contributing of VOLUNTEER 
participants will generate pressures for citizen change that will con
tribute to the building for a foundation upon which the daily acts of 
millions of Americans will indeed consist of the making of new bricks 
for our yet unfinished mansion of democracy. 
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Volunteers are vitally important to most youth organizations. A 
multiplication effect can be achieved to reach potential youth through 
the efforts of limited professional staff resources to recruit, train 
and support volunteers. However, each volunteer brings to any program 
a unique experiential background including attitudes, beliefs and values, 
which may significantly influence the way in which he or she interacts 
with youth. 

In the 4-H Youth pevelopment program alone, in fiscal year 1976, 
372,000 adults served as volunteer leaders. Each volunteer may verbalize 
in a different way their individual reason for involvement, but generally, 
one of the following factors served as motivation to volunteer. 

Social pressure -- they were asked by a professional, ~· 
another 4-H leader, or youth themselves, and couldn't 
say "no". 

Parenting Values -- they perceived the youth organi- ( 
zation to be good for the development of their child. 

Tradition 
as a youth. 

they had been members of the organization ) 

Altruism -- they wanted other youth to have the opporT/ 
tunity for experience in the organization. 

The purpose of this study was to focus on an element of motivation, 
a part of the 4-H program which had become tradition, the use of incen
tives and competition, and to investigate the relationship of attitudes 
of volunteers toward incentives to demographic and social psychological 
variables. 

Incentives and competition are a fundamental part of life. However, 
the emphasis of extrinsic incentives or material rewards and competition 
in the socialization of children can be questioned. Extrinsic incentives 
and competition have long been used as motivation for learning, both in 
and outside the classroom. Honor rolls and spelling contests, merit 
badges in scouting, and achievement pins in 4-H have all been utilized 
as a means of motivating participation and reinforcing learning. 

The teacher in the formal education setting, or the adult volunteer 
in an informal educational program, ultimately establishes the climate 
for learning, and utilizes incentives and competition in some form. 
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When all group members are treated alike, and inter-individual competi
tion for extrinsic rewards is high, each child may not be equally motivated 
to do well. It is then the responsibility of the teacher or volunteer 
to fully understand each youth he or she is working with, and to create 
a motivational climate for learning that is best for that individual. 

However, each teacher or volunteer is also influenced by the norma
tive expectations of the educational agency, as well as societal values 
that reward good grades, blue ribbons, or a competitive spirit. If any 
change is to be expected · in the way incentives are used, then it is first 
necessary to understand the social and psychological factors that influence 
how incentives are used, including the underlying attitudes of teachers 
or volunteers. 

The sample for this study consisted of 116 4-H volunteer leaders 
in 25 North Carolina counties, who responded to and completed a mail 
questionnaire. The typical respondent could be described as a female 
4-H volunteer leader, 41 years old. She was a rural resident and had 
spent the majority of her life in the country. She had at least a high 
school education and as a youth was more likely to have participated in 
a church youth group than any other out-of-school youth organization. 

She had been a 4-H leader for four to nine years in North Carolina, 
and had an average of sixteen boys and girls in her 4-H club. 

She had children who either were currently or had been 4-H members, 
and they had likely won at least one 4-H award at the local, county or 
district level. 

Besides providing background data, each participant also responded 
to an attitude scale. The scale solicited attitudes toward: 

1. Intrinsic incentives: internal feelings of 
achievement, or satisfaction for carrying out an act, 
or self-reward. 

2. Extrinsic incentives: concrete or symbolic 
rewards which serve as goal objects. 

3. Competition: the process by which rewards 
are attained. (Intra-individual, inter-individual, 
or inter-groups) 

4. Authoritarian beliefs: adaptation of Adorne's 
F Scale. (Adorno et al., 1950) 

ATTITUDES TOWARD INTRINSIC INCENTIVES 

Two independent variables, level of education and authoritarian 
beliefs, were significantly related to attitudes toward intrinsic incen
tives. The relationship between education level and attitudes toward 
intrinsic incentives was such that as education level increased, attitude 
scores toward intrinsic incentives increased. This is a logical relation
ship in that it is expected that with more education there is an increased 
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knowledge of types of motivation and rewards. Although data were not 
gathered regarding types of educational experience, i.e., curriculum 
or majors, further study of this variable in depth might lend additional 
insight to the experiential source of positive or high attitudes toward 
intrinsic incentives. Since a high percentage of the respondents were 
women, it might also be inferred that many of those with higher education 
had possibly been involved in teacher education and, therefore, had some 
knowledge of educational psychology. This finding is supportive of the 
premise that attitudes are formed as a function of experience. 

The relationship between intrinsic incentives and authoritarian 
beliefs was an inverse one, indicating that as attitude scores increased 
on one variable, i.e., intrinsic incentives, the score for the other 
variable, i.e., authoritarian beliefs, decreased. This relationship is 
consistent with the operational definition of the two variables, whereby 
intrinsic incentives are defined as internal rewards or satisfaction 
for doing a task, and authoritarian beliefs are defined as the inability 
to deal with new or different cognitive material, the tendency to seek 
rapid closure when exposed to new situations, and to depend heavily on 
external sources of authority. Intrinsic incentives are oriented to 
internal motivation and reward, and authoritarian beliefs to external 
authority and control. This inverse relationship is also consistent ~ /"' 
with other studies. ~ 

ATTITUDES TOWARD EXTRINSIC INCENTIVES 

None of the independent variables was significantly related to 
attitudes toward extrinsic incentives. The difference between mean 
scores for male and female 4-H volunteers approaches significance at 
the .07 level. This difference may partially be accounted for by the 
nature of the 4-H program. Although both male and female leaders may 
teach projects related to agriculture, only females usually teach the 
home economics projects. In the agriculture area there are traditional 
competitive events that have large extrinsic awards associated with 
them. Therefore, the male 4-H volunteer as associated with these agri
cultural projects, might have more favorable attitudes toward extrinsic 
awards. 

The lack of significance between attitudes toward extrinsic incen
tives and the selected independent variables should be investigated 
further. This section of the instrument may lack reliability, or the 
population sampled did not have an experiential base that had resulted 
in strongly formulated attitudes toward extrinsic incentives. 

ATTITUDES TOWARD COMPETITION 

Competition, perceived as the process of attaining incentives, 
and the subsequent attitude scores for competition, were significantly 
related to place of residence, education, and authoritarian beliefs. 

Rural non-farm residents had higher scores towards competition 
than did rural farm or urban residents. This relationship indicated 
that residence was a viable variable when distinguishing attitudes 
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toward competition. The direction of the relationship, however, may 
partially be explained by the nature of the 4-H Youth Program. Although 
originally a rural youth organization with concentrated competitive 
activities in rural agricultural projects, a growing number of partici
pants have become rural non-farm and urban residents. The rural non-farm 
residents may have originally been farm participants and moved out of 
active farming on a large scale, but continued with agriculture type 
4-H projects. However, 4-H participants in urban areas have been exposed 
to different projects and activities more suitable to their needs, and 
with different types of competitive experiences. Also, the likelihood 
that a rural non-farm 4-H volunteer was either a former 4-H member, or 
had previous knowledge of 4-H competitive activities, is greater than 
for an urban 4-H volunteer. 

However, this finding is not consistent with beliefs that urban 
life is more competitive than rural life. Experience in 4-H may be more 
influential in this sample than generalized rural-urban life experiences 
and their influence on attitude formation. 

Attitude scores toward competition were also significantly different 
on the basis of education. As education level increased, from less than 
a high school graduate to a college graduate, attitude scores toward 
competition decreased. Again, education appears to be an influential 
experience in the formation of this attitude. The 4-H volunteer with a 
college education may perceive the process of attaining incentives through 
self-evaluation and against self determined standards and goals, as more 
significant than competition against others, in terms of youth develop
ment. This is also consistent with the finding that 4-H volunteers with 
higher education levels had significantly higher attitude scores toward 
intrinsic incentives. 

A significant relationship was also found between attitudes toward 
competition and authoritarian beliefs. This is logically consistent 
in that if individuals scored high in relation to external authority 
and control, they also had high scores in relation to experiences that 
emphasized the attainment of external rewards. 

IMPLICATIONS 

The major implications of this study are in reference to the 
recruitment and training of volunteers to carry out organizational goals. 
What are the organizational goals in terms of youth development and 
what is the role of incentives and competition in attainment of these 
goals? If development of intrinsic motivation is important, and competi
tion is to be deemphasized, the results of this study indicate the 
education level of the volunteer is a key factor. This may be stressed 
through the recruitment of volunteers with higher education levels, or 
training experiences could be provided that increase the volunteers' 
knowledge of intrinsic motivation and its development. 
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Another related area to be explored here is the motivation and ful
fillment of the volunteer's needs. Based on social exchange theory, 
the volunteer who emphasizes extrinsic incentives, competition, and 
authoritarian beliefs, may be motivated by tradition, as they experienced 
it in the organization, as well as personal reward through the achievements 
of the youth he or she is working with. This may have implications for 
how the organization recognizes its volunteers. Can other means be 
provided to fulfill volunteer needs for rewards and recognition, other 
than through youth? 

The understanding of how incentives and competition may be used in 
a social association between adult volunteers and youth, and their affect, 
is still at an elementary level. However, incentives and competition may 
have a significant role in terms of motivation and reinforcement of learn
ing, as well as providing indirect rewards for the volunteer. Further 
study in this area is needed in order to be more conclusive, but this 
report may stimulate thought and raise questions that will initiate 
more research, as well as provide insight to the motivation and actions 
of volunteers in youth-serving agencies. 
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Volunteerism and creative restitution are closely related and share 
significant cormnonalities. The motivations and dynamics which support 
creative restitution can be directly applied to the concept of volun
teerism. Volunteerism and creative restitution offer considerable 
contribution not only to the client system and organizations, but to the 
volunteers and participants themselves. This paper will discuss the 
relationship of the two concepts with particular focus on creative 
restitution and the similarities and close association of the two 
concepts. 

An important development in human services has been the volun
teerism movement. The concept of restitution is primary in the develop
ment and continuation of volunteerism. The act of volunteering in an 
infinite variety of situations; ex-drug user and ex-offender programs, 
as well as college students working at the conununity level, all embrace 
aspects of creative restitution. Creative restitution will be referred 
to as services provided by the individual to the conununity and to the 
general "connnunity good." The potential types of involvements are indeed 
infinite and limitless. "Restitutional like" programs which incorporate 
many aspects of volunteerism have been a part of correctional progrannning 
historically. Offender involvements in service programs such as March of 
Dimes drives, toy repair projects, fighting forest fires and other 
disasters, as well as volunteer participation in medical experiments 
relating to cancer, malaria, etc., although not structured and organized 
relates to the same dynamics and motivational processes as structured 
fonnalized volunteer programs. 

Restitution has been a significant concept over the centuries and 
has had a vital place in a variety of cultures. Restitution has been a 
concept of prominent importance, historically, to our system of law and 
criminal justice. A primary foundational support for the concept of 
restitution is its concern for the motivations and psychological dynamics 
of the offender. Evidence for this concern in "primitive" criminal law 
can be found in Germanic law, Roman law, Babylonian and ancient Persian 
law, as well as in comtemporary primitive laws. 

A primary assumption of this paper is that creative restitution is 
a form of volunteerism. A second significant assumption is that "we" 
can learn something about volunteerism by examining the creative resti
tution literature. The paper will discuss the general application of 
restitution, creative restitution in the criminal justice system, 
rationale and rehabilitative supports for creative restitution theory 
supportive theories, and implications for volunteerism. 
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GENERAL APPLICATION OF CREATIVE RESTITIITION 

The dynamic of restitution is incorporated into everyone's 
behavior patterns and when misbehavior does occur subsequent spon
taneous restitution or some act of amending is likely to take place. 
(Dockar-Drysdale, 1953). Restitution is a natural process which 
occurs in all of our lives, begins at an early age, and can take a 
variety of forms. The countless ways that individuals 'make-up' to 
someone they have hurt is but one example of this natural process. 
As an effective disciplinary or educative technique "rectification" 
or "making good" is an important process with children. (Schafer, 
1965, p. 250). This "rectification" or "making good" is, in fact, 
restitution. It is not only a natural proeess, but may be an 
integral element in treatment; and, according to Eglash, "restitution 
may appropriately be part of a clinical treatment program, and replace 
the distorted restitution which occurs spontaneously in ego disorders." 
(Eglash, 1958, p. 620). Although Dockar-Drysdale refers primarily to 
restitution with children, various types of restitution are noted. 

Firstly, the enforced restitution which is punish
ment; secondly, the restitution for which means can be 
made available; thirdly, the fantasy restitution which 
is carried out by the child is so distorted a way as to 
be unrecognizable; fourthly, the spontaneous restitution 
which the child will tend to make according to his own 
needs. (Dockar-Drysdale, 1953, p. 13). 

An important development in htnna.n services has been volunteerism 
and the self-help group movement. The concept of restitution is 
primary in both of these developments. According to Eglash, 

a form of restitution always available, whether 
one has commited an offense, or has inflicted acci
dental damage, or has himself suffered a wrong either 
from others or from fate, is to seek out and to help 
others in the same boat. (Eglash, 1958, p. 621). 

The act of volunteering in an infinite variety of situations; ex-drug 
user and ex-offender programs, Alcoholics Anonymous as well as many 
other related programs, all embrace the concept of restitution. 

The general significance of restitution only further supports the 
concept and its potential in criminal justice. Creative restitution 
is the specific concept which will be developed. 

CREATIVE RESTITUTION IN THE CRIMINAL JUSTICE SYSTEM 

Creative restitution does present considerable potential for 
utilization. 

Creative restitution, 

is a process in which an offender, under appro
priate supervision, is helped to find some way to 
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make amends to those he has hurt by his offense • 
(Eglash, "Creative Restitution: Some Suggestions for 
Prison Rehabilitation Programs," 1958, p. 20). 

It refers to " ••• payments in either goods, services, or money, 
made by offenders to the victims of their crimes." (Hudson and 
Galaway, 1974, pp. 313-314). Creative restitution, as it is con
ceptualized here, refers to services provided by the individual 
to the conmru.nity and to the general "community good." 

The characteristics of the creative restitutional act have been 
described as follows: 

1. It is an active effortful role on the part of the 
offender. 

2. This activity has socially constructive consequences. 
3. These constructive consequences are related to the 

offense. 
4. The relationship between offense and restitution is 

reparative, restorative. 
5. The reparation may leave the situation better than 

before the offense was committed. (Eglash, 1958, p. 20). 

The service performed for the victim by the offender is limit
less, although ideally it should be related to the offense. In 
many cases, such as victim-less crimes, lack of victim participation 
in a restitution contract, or in the case of groups of institutiona
lized offenders, it is not possible for the offender to provide a 
direct service to the victim. In this situation the offender would 
provide a service to the larger community which might ideally, but 
not necessarily, be related to the offense; yet the restitutive act 
would be of social value. Critical elements in creative restitution 
are that the restitution be related, when possible, to the offense 
and that the restitution not be imposed on the offender, but developed 
through a contractual relationship between the offender and the victim. 
The offender cannot be forced or made to become involved in the 
creative restitution process by criminal justice personnel. It should, 
in effect, be voluntary on the part of the offender, as far as this is 
possible in the criminal justice system. 

"Restitutional like" programs, although not formally conceptualized 
as restitution, have been a part of correctional programming historically. 
Offender involvement in service programs such as March of Dimes drives, 
toy repair projects, fighting forest fires and other national disasters, 
as well as volunteer participation in medical experiments relating to 
cancer, malaria, etc., (Fuller, 1956, p. 53) although not structured 
and organized, relates to the same dynamics and motivational processes as 
structured formalized programs. The following are programatic examples 
of creative restitution: 

1. An offender comricted of burglary at a private residence 
subsequently formed a contractual relationship with the 
victim and began making monetary payments of $16 a week 
to the victim to cover the damage that was done. 
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2. In a rural area two boys killed a calf and in lieu of 
commitment to a juvenile institution repaid the owner 
of the calf by working on his ranch for several weekends. 

3. An offender originally convicted of burglary worked with 
the police department in burglary prevention programs and 
community education programs; thus utilizing his experience 
for the 'public good.' 

4. An individual convicted of drunk driving worked with and 
assisted an ambulance crew, responding to highway accidents. 

The various possibilities for implementing creative restitution are 
infinite. 

An indication of the ext~emely limited utilization of creative 
restitution is manifested by the number of programs in operation. 
Although a number of states authorize what they tenn compensation 
or restitutional payment, significant elements of creative restitution 
are lacking. (Polish, 1973). A program which is related to creative 
restitution, especially symbolic restitution, is that of Community 
Service Volunteers in England. Juveniles who have been identified as 
delinquents by the court system are involved in this program as 
volunteers themselves. They are placed in a variety of programs and 
projects in the connnunity with their volunteer work comprising an 
important element of their own institutional or school program. 
According to Kaufman, 

the effect on the delinquent youngster, who for 
the first time had the opportunity of helping others 
in need rather than being on the receiving end, was 
profound indeed. (Kaufman, 1973, p. 38). 

Although its implementation is limited, creative restitution pre
sents considerable potential for use in the criminal justice system. 
The rationale and conceptual supports for creative restitution theory 
are significant to volunteerism. 

RATIONALE AND REHABILITATIVE SUPPORTS FOR CREATIVE RESTITlITION 
THEORY AND VOLUNTEERISM 

Creative restitution offers significant potential because it 
relates to, and has implications for a variety of personal dyYtamics · 
and processes including self-respect, self-esteem, self concept, 
individual basic needs, guilt, anxiety, responsibility, treatment 
interventions or therapy, and the victims ' themselves. 

In connnenting about the benefits and implications of a program 
involving symbolic restitution, Connnunity Service Volunteers in England, 
Kaufman states, 

all of these projects involving delinquents had 
positive after-effects and caused relationships to 
emerge, self-image to change and leadership qualities 
to develop. (Kaufman, 1973, p. 38). 
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With regard to the importance of the offender-victim relationship, it 
has been stated that, 

a basic assumption is that the collaboration between 
victim and offender will bring about changed attitudes and 
lead to mutual perceptions of each other as people with 
similar needs and problems as opposed to formally labeled 
and qualitatively different types of human beings. (Galaway 
and Hudson, "Issues in the Correctional Implementation of 
Restitution to Victims of Crime," 1973, p. 5). 

Since restitution is a natural process beginning at an early age 
imrolving child and mother in which the child seeks to make amends, 
(Dockar-Drysdale, 1953, p. 8) restitution relates to interpersonal 
dynamics and processes. 

The ego-shattering experience of being imrolved in the criminal 
justice system and being labeled "offender," "inmate," "ex-con," 
etc. damages one's sense of self-respect and self-esteem. (Johnson, 
1957, p. 57). Organized efforts which tend to increase an offenders' 
self-respect have not been integrated into criminal justice. The 
criminal justice process is basically an experience which tends to 
isolate the offender from the social values which we as a society are 
attempting to inculcate. Processes which support and strengthen 
these social values need to be developed. Creative restitution is 
theoretically supported by these values and in turn the restitutional 
process contributes to and furthers such values. Creative restitution, 
especially symbolic restitution, i.e. service to the general conmunity 
and service to the victim, contributes to the offender achieving " • • • 
a sense of self-worth and feels that he is playing a significant role 
in an important and worthy cause." (Fuller, 1956, p. 54). Ones' sense 
of self-respect and self-esteem has the likelihood of improvement as a 
result of such experiences, whereas isolating experiences such as 
incarceration tend to be counter-productive with regard to self-respect 
and self-worth. The creative restitutional process gives 

inmates greater feelings of self-worth and 
also gives them some greater feeling of responsibility 
for, and interest in, the society of which they are 
part. (Johnson, 1957, p. 58). 

According to Johnson: 

The need to respect oneself is a powerful one. 
The penal institution which is most effective in 
rehabilitating its inmates will be the one which 
supplies the greatest number of ego-building 
opportunities for the greatest ntnnber of its popu
lation. (Johnson, 1957, p. 58). 

Self-concept must be considered in the development of criminal 
or delinquent behavior as well as in the termination of such 
behavior. A self-concept which tends to reinforce and support social 
values is a goal in the criminal justice system. This writer supports 
the contention that such a self-concept is developed by involving the 



offender in processes which support those social values. Creative 
restitution relates to both self-concept and prevalent societal 
values. Self-concept is relevant to offenders as noted by Johnson: 

Most inmates spend some time in prison attempting 
to repair and bolster their own self-concepts. There 
are many ways in which they attempt to do this. Some 
of them participate in athletics, some work steadily 
and hard in prison industries, some attend the academic 
school or take college .extension courses, some learn 
a trade, some work as trustees, some read whay they 
consider better literature, some work at handicraft, 
some work on the prison paper, some write stories, 
some give blood or volunteer as subjects for medical 
research. 

The important point here is that the many worth
while activities in which prison inmates engage are 
directed primarily at the improvement of the inmate's 
self-concept. (Johnson, 1957, p. 58). 

Offenders also attempt to alter their self-concept by activities which 
are not as socially acceptable as those mentioned. However, self
concept is a significant factor that must be considered in either 
situation. 

If we can understand how an individual perceives himself as 
capable of conunitting criminal acts, the same dynamics can be 
incorporated into strategies for changing such behavior. Self
concept is a primary factor in ones' perception of himself as able 
to perform criminal behaviors. 

The offender may come to look at himself as a 
person capable of committing antisocial acts in two 
somewhat different although related ways. One may 
be a direct lowering of the self-concept, generally 
as a result of many ego-shattering experiences in his 
relationship with other people. This is often a 
repeated failure when the individual attempts con
structive activities. One may speculate here on the 
effect of an individual's self-concept of repeated 
failures to keep a job, particularly when one observes 
the record of vocational instability of so many 
inmates. The other way in which an individual may 
come to perceive of himself as a person capable of 
unlawful behavior is through the process of rationa
lization of his act or intended act. When looked at 
in terms of the self-concept, it becomes apparent 
that rationalization is an attempt to make the act 
of connnitting the crime compatible with the individual's 
view of himself. If one can build a satisfactory set 
of rationalizations for his acts, he is more likely to 
be able to retain a greater degree of self-respect. 
That is, he is less likely to suffer a marked lowering 
of his self-concept. (Johnson, 1957, p. 57). 
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This process of rationalization or neutralization as well as self
concept, can be altered by direct involvement and participation in 
a rehabilitative process that reinforces societal values. Creative 
restitution is such a rehabilitative process. 

The creative restitution process has implications which are of 
both a psychological and a sociological nature. According to Fuller, 
"Psychologically, basic needs of the individual inmate are fulfilled 
and, sociologically, his identification with the free society group 
is reinforced." (Fuller, 1956, p. 52). With regard to symbolic 
restitution, it has been noted that, "by being in kind, restitution 
provides a substitute outlet for the same conscious needs and 
unconscious emotional conflicts which m:>tivated the offense." (Eglash, 
"Creative Restitution: A Broader Meaning For An Old Term," 1958, 
p. 620). 

Related to the previously discussed concepts of self-respect and 
self-concept are two needs which are directly connected to creative 
restitution, i.e. recognition and acceptance. The human desire for 
recognition and acceptance can be incorporated into criminal justice. 
Although the offender was commenting about the inmate blood donor 
program, and the reasons why offenders desire involvement in such 
causes, his connnents were directly related to the creative restitu
tional process, especially the symbolic forms. 

we experience the same basic desires and 
wishes for our fellow men and society in general as 
(do others) outside prison walls. At the present 
time we cannot be volunteer Red Feather workers, 
members of citizens associations, or civil defense 
workers. These are the kinds of activities which 
provide outlets for some of the basic human wants-
response, new experiences, recognition, and security-
which are parts of every normal individual. Since 
we cannot participate in any of these activities for 
the betterment of mankind, we become doubly touched 
by any sort of program permitting us the opportunity 
to participate. (Fuller, 1956). 

These "basic desires" and "wishes" contribute in forming a foundation 
for the utilization of creative restitution. If the desire and 
willingness is already present to some extent in the offender body, 
it should be capitalized on and utilized in a systematic fashion in 
order to develop increasing feelings of recognition and acceptance 
by offenders. Of primary import to the offender is the realization 
that socially acceptable behavior and positive attitudes are 
recognized and rewarded as well as the therapeutic value of active 
participation in such a process. (Fuller, 1956, p. 53). 

The social dimension of creative restitution is quite significant 
as it keeps the offender in contact with, and contributes to his 
further identification with the general connnunity. The process of iso
lation from the ongoing society that many of fenders experience is 
devastating. 
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One of the negative influences observed in maximmn 
security prisons is the tendency for the inmate gradually 
to lose his identification with primary and other free 
society groups. In direct ratio, it is found that the 
longer the inprisonment, the poorer becomes the identifi
cation with the free society group and its culture. The 
substitution is identification with the penal community 
group and its culture. (Fuller, 1956, p. 52). 

The creative restitutional process counteracts this isolation and 
involves the offender with individuals in the general connnunity and 
societal values. An important concern in rehabilitation is just this 
need to keep offenders in identification with primary and other 'free' 
society groups. 

The restitutive process relates directly to the dynamic of guilt, 
which has been of concern in offender rehabilitation. It is difficult 
to alleviate this guilt when the offender is involved in the criminal 
justice system and little opportunity is present. Traditionally, this 
and other concerns are dealt with in therapy; however, without in some 
fashion making amends, at least psychologically, this feeling of 
guilt will tend to continue. Creative restitution is an amending 
process as viewed by the offender and therefore has considerable im
plication for feelings of guilt as well as shame, anxiety and rejection 
which might be present. 

Few systems of reforming criminals do not include 
among their aims to arouse understanding and the expia
tion of a sense of guilt on the part of the criminal. 
This is the sort of psychological process, which, while 
it can be initiated and assisted by others, cannot be 
done on behalf of the criminal and must in the · last 

· resort be done by the criminal himself. Restitution, 
again, is something an offender does, not something 
done for him or to him, and as it requires effort on 
his part, it may be especially useful in strengthening 
his feelings or responsibility. (Schafer, 1965, p. 125). 

The amending or restitutional process involves active participation with 
some sense of closure which is not generally true of the more traditional 
offender rehabilitation programs. 

A number of therapies or treatment strategies incorporate key con
cepts of creative restitution, or in fact embrace creative restitution 
theory itself. One such important concept is that of responsibility. 
Through a program of active participation in the rehabilitative process, 
creative restitution focuses on the development of responsibility. The 
concept of responsibility is dealt with in the rehabilitation literature 
to a great extent. This concept is central and basic in Glasser's 
'reality therapy.' Glasser defines responsibility as, "the ability to 
fulfill one's needs, and to do so in a way that does not deprive others 
of the ability to fulfill their needs." (Glasser, 1965, p. 13). 
Responsibility is developed through the very act of making amends or 
restitution for acts or behaviors that have deprived others. 
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Alcoholics Anonymous stresses the importance of making amends to 
those individuals that one has harmed. (Eglash, 1958, p. 621). 
Transactional Analysis supports and incorporates aspects of creative 
restitutional theory. In fact one of the creative restitution programs 
previously discussed initally utilized 'reality therapy' as a treatment 
model; however, at present, 'transactional analysis' is incorporated 
:into the program. (Minnesota Department of Corrections, 1974, p. 13). 
The existential and hwnanist orientation provides support for restitu
tional-like processes. Mowrer stresses the significance of restitution 
in all rehabilitative processes, including his "integrity therapy" as 
well as his related works. 

Now is the moral law less demanding than the civil and 
criminal codes? Does conscience have less rectitude than a 
court? Unless we can answer this question affirmatively, it 
follows that in the moral realm, no less than in law, con
fession is not enough and must be accompanied by restitution. 
This possibility has been generally neglected in our time 
and may account for widespread confusion and misdirected 
therapeutic and redemptive effort. Psychologists and psy
chiatrists have stressed the importance of "insight" rather 
than personal guilt and repentance; and even the church 
has preached what Dietrich Bonhoeffer (1948) has called the 
doctrine of "cheap grace," which he holds is no grace at 
all • • • (Mowrer, 1961, p. 100). 

Regarding the lack of personal responsibility for behavior and lack of 
means of carrying out and demonstrating this responsibility or obliga
tion, Mowrer further states: 

But when the individual can blame himself and see 
his predicament as one for which he is largely respons
ible and which he can do something toward changing, the 
prospects of recovery--and personal transformation--are 
much brighter • • • (Mowrer, 1961, p. 101). 

Mowrer stresses the significance of the restitutive process in any 
rehabilitative arena. 

An important aspect of creative restitution is the demonstration of 
some concern for the victim. At present and for some time the victim 
in criminal justice has been neglected and, for the most part, completely 
ignored. As was previously discussed, concern for the victim was a 
critical element in early law. When the victim is discussed it is 
usually in relation to state compensation payments. Creative restitution 
serves the needs of both the victim as well as the offender. According 
to Laster, "criminal restitution, in focusing on both the needs of the 
criminal and the victim, would go a long way toward balancing the scales 
of justice." (Laster, 1970, p. 82). Not only is creative restitution 
beneficial in terms of rehabilitation for the offender, but offers the 
victim some sense of satisfaction and iIIV'olves him in the criminal 
justice process. 
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Creative restitution embraces important concepts in social science 
and rehabilitation literature. These concepts have been incorporated 
and have been the central thesis of a number of rehabilitative orienta
tions. Creative restitution emphasizes the often neglected victim as 
well as presenting considerable potential for the offender. With 
regard to restitutive acts it has been stated that, 

such acts have been interpreted psychologically as 
essential to rehabilitation, for good works give the 
offender a conception of himself as a good person and 
facilitate his identification with anti-criminal persons. 
(International Encyclopedia of the Social Sciences, XI, 
p. 521). 

Four theories have direct application to volunteerism and creative 
restitution. However, space limitations do not permit full clarifica
tion and discussion, although all of the theories are of significance. 
Symbolic interaction and differential association theories have their 
roots in criminal justice literature, but certainly apply to volunteerism. 
Social obligation! theory as well as moral development theory and values 
literature holds significant implications for volunteerism and creative 
restitution. 

IMPLICATIONS FOR VOLUNTEERISM 

This paper has explicated the concept of creative restitution and 
demonstrated the close relationship between creative restitution and 
volunteerism. An underlying assumption throughout this discussion has 
been that creative restitution is in fact, a form of volunteerism. 

The fact that in our daily lives we "make-up," rectify, "make 
good" or amend a wrong is evidence of the widespread incorporation of 
restitution. Doesn't volunteerism relate to these same dynamics? It 
is this writer's belief that many times individuals participate in 
volunteer projects in order to "make-up" or amend. This is certainly 
a valid motivation to volunteer. The error has been that we have not 
recognized it as such. 

Creative restitution in the criminal justice system is basically 
a fonnalized system of volunteerism with rehabilitative components. 
It is quite structured and formalized, but it is volunteerism. In 
relation to opportunity theory offenders and youth, in general, do not 
have access to opportunity structures as we in the "free" conmunity. 
However, offenders share our basic motivations, desires and needs with 
regard to participation, involvement and belonging. The motivating 
factors concerning volunteerism are frequently "overlooked" and imbued 
with altruistic,self-righteous, and self-sacrificing concerns. Creative 
restitution theory allows us to view the volunteerism dynamic from a 
·somewhat different persp.ective. Volunteerism and creative restitution 
have significant implications for llK)tivation. Both concepts relate 

lThe theory of social obligation is currently being developed by Dr. 
James Bridges and Dr. John T. Gandy. An unpublished manuscript is in 
the planning phase, this being authored by Dr. James Bridges and Dr. John 
T. Gandy. 
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directly to a variety of personal dynamics and processes including 
self-respect, self-esteem, self-concept, individual basic needs, 
guilt, anxiety, responsibility, and the need to feel that one is a 
contributing member of a connnunity or society. The connnunity is 
obviously benefitting from volunteerism, but frequently we overlook 
the volunteer and the significant benefits one receives personally 
from such an experience. Many times the potential volunteer has no 
other avenue in which to express these dynamics and needs, but 
through the act of volunteerism. The college student and offender, 
both without access to opportunity structures, find volunteerism or 
creative restitution a vehicle for expression. 

The theories supportive of creative restitution have equal appli
cation to volunteerism, itself. According to symbolic interaction 
theory, behavior rests upon definition and ' interpretation of acts 
among associations. Thus, behavior is learned from one's associations 
through verbalizations as well as interpretation and definitions. 
Continued negative behavior according to symbolic interaction, rests 
on these continuing associations. It would appear that 'conversely, 
if these negative behavior patterns are to cease, positive associations 
must be developed. Creative restitution and volunteerism contribute 
to the development of an environment in which definitions, verbaliza
tions, and interpretations are unfavorable of negative behaviors, but 
supportive of socially accepted goals and values. Social obligation 
theory, moral developmental theory and values material is directly 
related to the process of volunteerism. The basic goal is the 
development of socially accepted judgments and values. This can be 
achieved through involvement in volunteerism. 

This paper has sought to delinate the close relationship between 
creative restitution and volunteerism. The general application of 
creative restitution was discussed as was the application of the concept 
to the criminal justice system, the rationale and rehabilitative 
supports for the concepts, as well as the supportive theories. It can 
be concluded that creative restitution is in fact a developing form and 
specialized concept of volunteerism. 
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VOLUNTEERISM AMONG THE AGED: TOWARDS THE SELF-MANAGEMENT OF 
BEHAVIOR THROUGH AN OVERNIGHT CAMPING EXPERIENCE 

Clinton F. Jennel B.A.; M.S. Holyoke/Chicopee 
Regional Home Care Corp. Inc.2 

What motivates volunteers and helps infuse an esprit de corps among aged 
volunteers? A novel methodology proposed and implemented was the Elder 
Overnight Camp (EOC). After a two year pilot project, 85 normal aged 
have participated in two, 3-day outdoor camping experiences in a rustic 
outdoor environment. Charactericstics of campers include an extensive 
need for self actualization through the development of a novel project 
to help others and leave a legacy for mankind. Other Psychological needs 
include that of companionship, to be close to nature and to maintain one's 
level of health. The major source of motivation to inspire volunteerism 
in the campers was the primitive environment, the good food, and the fact 
that the camp was totally volunteer dominated. Anecdotal and empirical 
evidence is cited to support the major hypothesis that when older campers 
were exposed to a heterogeneous battery of volunteers they learned and 
practiced the art of volunteering themselves. 

INTRODUCTION 

What motivates older people to volunteer within a community setting? 
And who volunteers for community service among the elderly: These ques
tions relating to who volunteers and why are subjects under discussion 
today. In order to examine these questions more fully we undertook a 
two year, on going-study to investigate characteristics associated with 
volunteers who participated in a multi-dimensional intervention mechan
ism developed to affect change in the direction of increasing volunteer 
behavior. 

In the interest of presenting an historical perspective we first must 
establish a base line for background comparisons in the behavior of elder 
individuals before and after participating in a 3 day overnight camp. 
A camp is a society in microcosm-a group of assorted individuals who are 
gradually integrated during a limited interval (Riecken, 52). An exten
sive literature has been developed that has sorted out the interpersonal 
relationships that are encouraged in camps (Rose, 48). The tendency is 
to develop a familial type relationship where the individual participants 
find a high degree of acceptance and support from fellow project partici
pants has extensive substantiation (Allport, 52; Riecken, 52). However, 
earlier methodological approaches tend to measure only attitude change 
after an intervention mechanism was completed. The use of traditional 
methods for volunteer evaluation require that an intervention mechanism 
not only change the attitude of the individuals involved but also affect ot
~e~ behavioral changes that can be observed i.e. organized action respon
ses (DeRose & Rozan, 1973). Indeed a careful review of the literature fails 
to specify the relationship of attitudinal change to organized behavioral 
responses that eventually are manifest as organized voluntary action. 

1 . 
Gratefully acknowledge some of the volunteers: My wife, Dawna Jenne; 

Casey Godek, PLS volunteer; Al Brodeur, Alex McDonald, Terry Cournoyer, 
Jack Anderson, Rita St. Andre, Ginger Phelan and Doris Fulton without 
whom the camp could never have materialized. 

2 
Current address for correspondence is 364 Maple St. Holyoke, Ma 01040 
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PRELIMINARY BENCHMARKS: ON ROUTE TO AN EXPERIMENTAL HYPOTHESIS 

A community action agency, the Connnunity and Regional Opportunity Program 
(CROP), had initiated programming for older adults age 60 or more in 1972. 
With the responsibility of carrying out a program under ACTION entitled 
the Retired Senior Volunteer Program, CROP launched into the area of pro
viding direct social services to older adults. Later, in 1973, CROP was 
established as a sponsor for Title VII funds under the Older Americans 
Act as amended in 1965. Title VII funding allowed for the establishment 
of congregate nutrition centers for the provision of meals five days per 
week within a community setting. 

By 1974, CROP attracted additional funding under The Older Americans Act 
titled !Va which provided a grant to train staff or elderly that work in 
behalf of older people. Under the training guidelines established by 
Title !Va, 77 adults underwent at least one of four specially designed 
seminars to encourage improved services through education and applied 
study. Of the 77 adults, 41 were associated with RSVP and 52 were asso
ciated with Title VII. 

In summary, three years of action programs targeted to affect change in 
behalf of older people had uncovered several unfilled program objectives: 
(1) The elder education model established under Title IVa was an effect
ive means of managing volunteers engaged in direct service in bahalf of 
others. (2) 41 percent of the older people, both volunteers and non-vol
unteers admitted not having any kind of vacation in at least three years. 3 

(3) Retired Senior Volunteers serving under ACTION were generally less 
active and less willing to volunteer during the summer months. Extensive 

attrition resulted in September with attempts to reinstate volunteer work 
habits. 4 

THE OVERNIGHT CAMP CONCEPT APPLIED TO AN ELDERLY POPULATION 

In January 1974, after the loss of Title IVa training funds, several seri
ous questions arose regarding the long term commitment of the agency in 
behalf of the elderly. Our needs assessment data, taken together, seemed 
to indicate that programming during the summer can enhance androgogy (adult 
learning), but must be provided at low or no cost to the individual. We 
deduced that programing conducted in comfortable-especially cool surround
ings, and a relaxed-vacation-like system approach could potentially attract 
many needy elderly. 

Presumably, sufficient resources can be marshalled to meet all of the nec
essary and appropriate requirements for aged adult programs. (O'Connell, 
1976). However, the specific model or program objectives were still some
what vague and, as yet, undefined. 

The possibility of utilizing a campground setting (Naylor, 1967; Stenzel & 
Feeney, 1968) particularly the Springfield College Campgrounds was a proven 
model employed to promote leadership among children and college students. 

3Title VII internal review study completed in January 1975. 

4 (Personnel observation,1975) RSVP program data from the summer months 
reflected an actual decline of 25 per cent in voluntary hours. 
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Perhaps the Overnight camp model could achieve similar objectives among 
the elderly population that we worked with? Therefore, the experimental 
hypothesis that we employed in our investigations was: When older people 
select themselves to be campers and were exposed to a heterogeneous bat
tery of volunteers they learned and practiced the art of volunteering 
themselves. 

THE ELDER OVERNIGHT CAMP (EOC-1) 

The EOC-1 model was piloted June 18-20, 1975 with 20 elder residents 
attending camp for 3 days and 2 nights. The Springfield College camp
grounds were utilized by the 20 campers, 60 years of age or more. Those 
that took part in the initial project were the direct beneficiaries of 
the efforts of 31 voluntary staff people. As one of the campers was to 
write later, "The 20 of us who took part in this pioneering program re
ceived a real vacation. It was my first camping experience ever and 
I'm looking forward to owning my first sleeping bag .... The knowledge, 
and skills of all the volunteers inspired creativity, intellectual 
encounter, entertainment and eating pleasures that I'll never forget." 
A.M. died four months after writing these words. 

The volunteers associated with the EOC-1 managed and implemented the en
tire program. Voluntary outreach people made speeches and attracted 
elderly to attend the first camp. The workshops, classes, recreational 
events, seminars, entertainment activities and cooking responsibilities 
were carried out completely by voluntary connnitments. The individuals 
that lead discussions during the camp were heterogeneously mixed across 
age, profession, marital status and familiarity with the science of an
drogogy. The camp was totally volunteer dominated from the Project 
Director to cooks helper and all those in between who were attracted from 
area colleges, clubs, cooperatives, civic associations, business, industry 
and the social services. 

The characteristics of those ttho volunteered can be specified as follows: 
There were Eight volunteers, who were 60 years of age or more, who con
tributed 18 hours of leadership responsibilities during the first camp. 
The 8 people were drawn from the social service sector through RSVP, Senior 
VISTA and State Commonwealth Service Corpsman. The material that was 
treated by this segment of the voluntary staff included: Limbering up after 
60 years, Projective Testing through Crafts, Aging and Politics, and Insur
ance and Safety. 

There were five volunteers who were professional lecturers and college 
professors who contributed nine hours of small seminar classes. Only two 
individuals had any experience working with elders and this was Title IVa 
related. The material that was treated by the professional lecturers was 
entitled; Today and Yesterday-Questions and Answers with a Sociologist, 
Creative Writing, Exercise and Recreation, A walk in Nature, Successful 
treatment of Elderly Mentally Ill (Duke Conference, 1975). 

Six professional people contributed significantly to the overall success of 
the three day program by completing 13 hours of voluntary leadership train
ing. The six people that volunteered included a Social Security expert, 
a marriage counselor, an educational film editor, two nurses, and a nursing 
home assistant administrator. The workshops conducted by these people gen
erated extensive discussion. 
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METHODS 

The methodological procedure employed during the pilot EOC project was 
not systematic or empirical but rather observational and anecdotal. 
Since our first year results are not clearly replicable the analysis 
of the data will reflect only a general demographic profile of the part
icipating campers and the percent comparisons observed during a follow
up period. 

SUBJECTS - Four male ~s and 16 female ~s completed the EOC-1. 
average age of the participants was 74 years and the age range 
83. Only one participant was presently living with his mate. 
15 persons were widows, 2 were widowers and 2 were single. 

The 
was 60-
While 

The general educational background of the participants was, on the average, 
one year of high school. However, 10 of the elder campers had recently 
completed a college level course in either Pshychology or Sociology earlier 
in the year. 

The general level of health among the campers was quite high. All elder 
Ss were required to receive a complete physical examination prior to attend
ing the EOC. Two ~s died before the follow-up year ended. 

PROCEDURE - The lev5l of activity during retirement was measured by a self
reporting technique administered by .an aid prior to the camp (See Table I). 
The post test was completed by repeated follow-up methods through the 
initial referral source to the camp i.e. lunch site manager, outreach staff, 
clergyman or counselor. 

Place Table I about here -

Three follow-up observations were scheduled to be performed on the 20 ~s 
during the year subsequent to the camp. At 4, 8 and 12 month intervals 
the referral source was contacted by a naive administrative aid to determine 
the level of volunteering during the past four months. During the first 
observational report at month four, the referral person was asked whether 
the ~'s volunteering time had increased, stayed the same or decreased since 
the camp. 

RESULTS 

The 20 lis were better educated than the normal group of white older people 
in the general population averaging 9.4 years vs. 8.8 for the white popula
tion (Brotman, 1973). Volunteering was mentioned by 90 percent of the re
spondents in the self reporting ~cale. 

During the follow-up period of the pilot program post test measures revealed 
several important trends by independent observers that see the aged subjects 
at least once every week. 

Place Table 2 about here 

The dramatic increase in the number of voluntary hours generated by 55% of 

5D. K. Jenne, 1972 unpublished Masters Thesis, Springfield College described 
the validity of a self reporting methodology. 
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the ~s that participated in the EOC-1 tends to confirm the original hypo- · 
thesis. We took the present evidence as support for the experimental 
hypothesis and concluded that when older campers were exposed to a heterogen
eous battery of volunteers they learned and practiced the art of volunteering 
themselves. 

Other remarks from the volunteer staff provide additional evidence about 
aging populations. Four anecdotal observations are: 1. The elder Ss 

evidenced a unique attitude towards working mothers-they believe women 
should work to maintain their identity. 2. The elder Ss vehemently disagree 
with the action that they should "dump" their money in-case they go to a 
nursing home. 3. The elder ~s unanimously agreed that the reason they came 
to camp was for the companionship and to be close to nature. 4. Log cabin 
living was new to all the .a.s but the thought of being pioneers again was 
exhilarating and fulf·illing to 85% of the respondents. 

To sunnnarize, one S expressed his feeling which mirrored those of many others; 
"I'm not sure about coming to camp, in the first place, but I'm still willing 
to take a chance ... I'll be back next year ... I hope." 

DISCUSSION 

The final evaluation of the EOC-I requires a multidimensional analysis de
pending upon which team member is assessing program impact. As a pub1ic 
relation event established to facilitate volunteerism through organized, grass
roots action, the EOC was clearly successful. The long term impact for re
cruiting volunteers in the future in order to implement similar projects in 
behalf of elders established a clear precedent for future action (O'Connell,1976). 

Measurement of individual psycho-social variables was based primarily on non 
empirical evidence generated by the volunteer staff and written testimony com
pleted by 19 of the 20 subjects. Anectodal and testimoniaJ_ evidence tended 
to support our needs assessment fiPdings which suggested that any Gn~ of. ·a :_ 
variety of low cost · vacation programs is needed to break the monotony of retire
ment and poverty. 

The strength of the EOC to demonstrate adaptive mechanisms that assist indi
viduals to cope with the stresses of late life are more difficult to demon
strate during a three day program. The value of a 15 week instructional cur
riculum utilized as part of the elder education model was particularly effect
ive in managing elderly volunteers. For example, an individual whose self 
concept is diminished due to feelings of isolation, abandonment or terminal 
disease may begin to exhibit behavioral changes that can disrupt a social 
occaS.ion (Goldfarb, · 1973). An instructo\lj •. available for a fifteen week period, 
can assist selected volunteers to "work through" their own reasonable fears 
about isolation or disease. Through persistence in working through one's 
own fears the volunteer may be able to react appropriately or possibly assist 
others in dealing with his own feelings about senescence. The extended period 
of study employed in a fifteen week model gives the individual an increased 
sense of accomplishment through self development. By contrast, the EOC model 
does not allow the individual camper to gather adequate feedback about what 
he learns nor is there adequate time to individualize instruction. Individ
ualized curricula is a primary trademark for effective application of adult 
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educational methods as suggested by The Academy of Educational Develop
ment Report (1974). 

The methodology employed to evaluate the specific impact of the camp on 
the individual campers was not emphazied during EOC-I. Our observational 
measures must be systematized in order to improve feedback for future pro
gram design. Empirically, our methods for observing change attributable to 
camp attendance could not clarify what occurred in the case of the 9 indi
viduals that showed no behavioral change associated with the intervention 
mechanism. 

In summary, data gathered through EOC-I suggests that summer programming 
can attract limited numbers of older people by emphasizing nature and en
couraging group interaction. The limitations of the program suggests that 
stricter empirical measures including the use of control groups are necessary 
to separate important aspects of the intervention mechanism. 

INTRODUCTION II 

Planning EOC-II began late August, 1975. 209 retired senior volunteers 
either sold raffle tickets, or solicitated commitments for food donations 
or made speeches to help publicize the camp. A local film studio donated 
their skills by developing a 5 minute-16mm film, produced by an area TV 
news team that was filmed live during EOC-I. Indeed, the inhibitions asso
ciated with planning a first time project were reduced in planning EOC-II, 
in the light of our earlier success. 

Extensive methodological adjustments were necessary to acquire the fine 
grain data necessary to specify and define the changes within some of the 
individual campers that occurred as a function of the intervention mecha
nism. Our empirical goal was to expose elder campers to a heterogeneous 
battery of volunteers in order to investigate the following experimental 
questions: 1) Can we replicate our initial findings? 2) Can we determine 
exactly what occurred to these individuals that did not appear to manifest 
measurable change due to the camp? 3) Can we establish a preliminary 
questionaire that assesses self-management skills acquired during the EOC-II? 

In order to select an appropriate measurement instrument, we compared the 
goals of two mutually d~verse psychological models: that of behaviorism 
vs. behavioral ecology. Behavioral psychology purports to analyze behavioral 
responses so that reinforcement techniques can be employed to alter or change 
emitted response patterns. The underlying blind spot of behavior psychology 
is that it does not deal with motivational issues but only concerns itself 
with affecting or altering selected emitted responses. Taking the elderly 
individual "where he's at", however, could reveal an individual with an 
organic brain syndrome, or a psychoses associated with arteriosclerosis 
(Busse, 1973) or a diabetic personality any of which can render a person 
physically or psychologically deficient to emit, the expected behavioral 
change that was earmarked for reinforcement (Rebok & Hoyer, 1977). There
fore, an intervention mechanism often meets with unintended consequences or 
effects within or between certain environmental and interpersonal contexts. 
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~n ecological perspective, on the other hand, acknowledges that the unin
tended indirect or "side effects" are generally likely in an experimental 
setting (Willems, 1973, 1974). One problem often overlooked when working 
with groups is the existence of contingenices more powerful than the change 
techniques of the behavior modifier (Reppucci & Saunders, 1974). A liberal
ized behavioral analysis approach is clearly applicable in gerontological 
practice where complex person-environment interactions are frequent. The 
proposed ecological model, which demands an integration and "working together" 
of various approaches, provides the gerontologist with a viable means of 
conceptualizing and studying the dynamic person-context 1nterrelationships 
occurring within the EOC (Rebok & Hoyer, 1977). 

EOC-II VOLUNTEERS 

The EOC-II was held June 2-4, 1976 with 77 elder aged participating. The 
Springfield College Campgrounds werP. utilized by the campers. 12 of the 
campers in year two were · ~epeaters from EOC-I . . ·, 10 of the 12 repeaters 
accepted assignments as voluntary cabin coordinators responsible for report
ing the whereabouts of the four people from their log cabin during each of 
the meals. Five additional cabin coordinators were recruited after the 
campers had selected and settled into their cabin accomodations. 

The non-elderly voluntary monitors were assigned each hour to attend all 
classes in order to tape record the proceedings. In the end, 38 hours of 
tape recorded sessions were produced during the three days of programmed 
activity. Each hour of recorded activity required up to 20 hours of volun
tary time in order to transcribe the tapes and type the proceedings. At the 
present time, only six hours of tapes have been completed. These six hours 
of tapes were randomly selected for experimental purposes and analyzed far 
interaction frequencies between staff and campers. 

The characteristics of others that volunteered at the EOC-II can be speci
fied as follows: there were 26 volunteers, who were 60 years of age or more, 
who contributed 81 hours of leadership responsibility. The 26 people were 
drawn from the social services sector through RSVP, Massachusetts Association 
of Older Americans, College faculty and State Commonwealth Service Corpsman. 
The material treated by this segment of the voluntary staff included: Limber
ing up after 60 years, Oral History Techniques, Sociology of Aging, Badmitton 
for fun and health, Boxing Exhibition, What it is to be Elderly in 1976 vs. 
1966, and a Square Dance Class and Exhibition. 

There were 10 professionals and college lecturers who contributed 23 hours 
of small seminar classes. The material that was treated by these·· volunteers 
was entitled: Nutrition and Eating for One, 11 A View of Africa" slide show, 
The Pharmacist and Drug Reactions in the elderly, Equal Rights and Older People, 
Self Defense and the Older Person, What do your dreams mean? Oral History 
Reflections, Senior Power, A walk in Nature, and'Age Discrimination, The 
Law and How it Affects You' • · 

Nine other professionals were attracted from the social services network within 
the region. 17 hours of voluntary leadership training was offered in the 
following topics: Intergenerational experiences among VISTA Volunteers, Con
sumer Protection of the Older V1ictim and the Attorney General's Office, Exer
cise Class, Nutrition and the Elderly, Hampden County House of Corrections
Update, How to be Concerned with the Needs and Rights of Others, and the 
Neighborhood Watch Group by the Holyoke and Chicopee City Police Departments. 
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Subjects _§_s were self selected from participants in Title VII nutrition 
centers, ACTION sponsored programs, and local community groups. 31 Ss 
were referred from three separate T-VII projects operating in broad a-reas 
of Region I of the State of Massachusetts. 26 _§_s were referred through three 
s eparate RSVP projects and 17 Ss were referred through the Regional Foster 
Grandparents program. 3 Ss we;e associated with Golden Agers, A.A.R.P. and 
the local Council on Aging. 

There were 11 males and 66 females. The average age was 73 years, and the 
age range was 60-85. 8 ~who were married attended camp together. Three 
people were married but their mate was unable to attend. 17 Ss were single. 
4 .SS were widowers and 45 .]._s were widows. 

17 .§_s did not stay overnight during EOC-II. 60 Ss completed the 3 days and 
2 nights of the Eoc! 11. 
Procedures 
Pre and post test measures were accomplished by all referral sources using 
a Stevens scaling procedure. One week prior to the camp the referral per
son was asked to confidentially rate the amount of volunteering of each S. 
Using a scale from 1 - 10 where 1 indicated no observed volunteer behavior 
and 10 indicated 40 hours or more per week. Post test observations were 
scheduled for 4, 8 and 12 month intervals. The scaling of observed volun
teer behavior by a referral person that sees the volunteer at least once per 
week was accomplished in order to independently replicate our findings from 
EOC-I. Those ~$ that participated in both camps were not included in the 
results of the replication study. 

Six of the 38 recorded hours have been transcribed and analyzed to determine 
the frequency of interaction among class participants, or between leader 
and participants i.e. question asking. During EOC-II 3 classes were running 
simultaneously and ~s were assigned randomly to the three sections. However, 
in practice .§_s were told to attend any class that interests them. Ss were 
encouraged to decide for themselves the worth of various environmental events. 
The use of self determination strategies is a promising ecological technique 
for preventing the occurence of costly, unwanted or unforseen side effects. 
A comparison of 2 groups was completed. Group B was comprised of those that 
stayed only days. The average response frequency of interaction among the 
participants was plotted against three class sizes. 

A questionaire was completed with the assistance of naive research aides 
(see Table 3). The use of the questionaire was employed in order to shed 
light on the question of whether the camp encouraged new friendships and 
new coping mechanisms. We established a questionaire oriented towards dif
ferentiating characteristics related to those that did not demonstrate volun
tary behavior during the post test period. Questions 1-15 were completed 
as part of the pre test measure one month prior to camp. During the sub
sequent year following the camp the .§_s were reinterviewed at their home 
after 4, 8 and 12 months. The final post test measure has not been com
pleted at the time of publication. 

Place Table 3 about here 
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The average response measures on a scaling test for positive connnunicatioRs, 
i.e. Question #9 face to face, telephone and letter writing preferences 
were plotted against time in months. Four unequal sized groups were compar
ed: Day Camp N•17, Overnight camp (N•60), Volunteers (N•32), and Non Volunt e
ers (N•34). The averaged scaled response for other communication types, i.e. 
third party and simply being alone, was plotted against time in months. 

RESULTS 

EOC-II data tended to support conclusions reached after EOC-I. The post test 
analysis revealed that 49 percent of the aged campers demonstrated two or 
more hours per week increase in voluntary behavior by month four. The 
results of the repeated measures procedure accomplished at the end of eight 
months revealed that 27 percent of the campers sustained the dramatic im
provement in voluntary action. The results, taken together, indicate 
positive support of the EOC model. The data tends to replicate our initial 
findings. 

The specific characteristics of the ~s that showed an increase in voluntary 
behavior include 91 percent of the marrieds, 50 percent of the widowers, 
38 percent .of the widows. The widowed women under 70 years of age were 
most likely to show an increase in volunteer behavior compared to the older 
widows. The results of the 8 month repeated measures observation suggests 
that married and widower characteristics were associated with sustained 
voluntary action. 

In sunnnary, our evidence from EOC-II tends to confirm the initial findings 
that about about half of the campers learned and practiced the art of volun
teering during the first four months. However, about 1/3 of the total camp
ers actually sustain their improved voluntary behavior after eight months. 

Preliminary analysis of the tape recorded proceedings, although not complete, 
has revealed a number of interesting trends especially as they relate to 
~ that did not manifest changed voluntary behavior as perceived by the 
referral person. In six hours of recorded proceedings, we have identified 
31 of the 77 _2.s interacting among themselves or interacting between the 
leader and themselves. 84 percent of the interacters were made up of peo
ple that showed no behavioral change as manifested by voluntary action. 
77 percent of the campers with three or more recorded interactions among 
participants manifested no change in voluntary behavior in the post test 
measures (See fig. 1). Day Camp participants clearly were more likely to be 
interacting in the classes as compared to the overnight campers' class be
havior. 

place Figure 1 about here 

Data from the questionaire revealed several interesting characteristics 
associated with those that do not manifest voluntary action responses. 
Non volunteers are much more likely to be people that were born and grew 
up in the same area where they are spending their retirement. Volunteers 
were much more likely to be people that did not grow up in the same area 
as they were spending their retirement. 

place Figure 2A & B abbut here 
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~n analysis of Fig. 2A shows a dramatic improvement in the reported use 
of positive communication channels by the non volunteering group that 
attended ~amp. Figure 2B. reflects a clear decline in the preference 
to use other forms of communication for the non volunteering group. 
Generally, the results show an overall lowered preference for third 
party communication and solitude. 

DISCUSSION 

The three experimental questions objectified for the EOC II can be an
swered affirmatively with the evidence presented. 1.0ur empirical data 
tends to support the initial findings of EOC I with some additional 
clarification. 2. Those individuals that did not manifest voluntary 
behavior after EOC II were observed to be highly motivated towards inter
acting with their peers during camp. 3. In addition, the questionnaire 
provided some startling evidence that a major unintended effect of 
camp participation was an increased preference for active verbal com
munication instead of passivity in communication. 

An ecological perspective is highly suggestive that the aged who do 
not opt for organized voluntary behavior were motivated to interact 
exclusively with their peers in order to facilitate new acquaintances 
and adjust to the losses associated with senescence. The benefit of 
developing new companions and support systems encourages self management 
among the elderly. 

Future research is needed to improve the sensitivity of the measurement 
questionnaire in order to seperate the characteristics associated with 
attraction among elderly non volunteers, i.e. cabin mate selection. 
The power of the EOC concept to promote extensive volunteerism among 
the aged needs to be extended in order to enhance the positive aspects 
of heightened self determination skills. In short, data gathered 
through EOC II suggests that summer programming can attract major numbers 
of older people by emphasizing nature, learning and volunteer opportunities. 



Table 1. Self Reporting Scale. The self reporting scale was filled in 
by the aid after reading the entire list titled category A. The Ss 
were asked to describe their day by indicating, with a yes or no, 
whether they spent any time recently in any of the activities listed. 
The §_s were told that this information would assit us in planning 
the daily camp schedule. 

A B 
Sleeping Yes NO 
Eating Yes No 
Sitting Yes No 
Reading Yes No 
Volunteering Yes No 
Writing Yes No 
Relaxing Yes No 
Employment Yes No 
Communiting Yes No 
Walking Yes No 
Talking on the telephone Yes No 
Praying or at Church Yes No 
Helping family or friends Yes No 
Leisure games Yes No 
Housekeeping Yes No 
Grooming Yes No 
Vacationing Yes No 
Other Yes No 
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Table 2. The observed percentage of change in volunteer behavior among 
20 aged Subjects that participated in the Elder Overnight Camp I. The 
measures were made during the follow up year after the camp ended. 

VOLUNTEER BEHAVIOR MONTH 4 MONTH 8 MONTH 12 

Hourly volunteer 
output increased .55 .30 .15 
by 2 hours per 
week. 

Hourly volunteer 
output stayed the 

35 .25 .20 same in the pre 
and post tests. 

Hourly volunteer 
output went down 
in the post test .10 .10 .05 
from the pre 
test level. 
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Table 3. Measurement questionnaire employed during the pre and post test 
period of the EOC II. 

1. Subject -------
2. Referral source 

--------~---3. Contact person in an emergency Phone: 
4. Place of birth Date -----
5. Did you grow up in the Western Mass. area? Y N 
6. Marital status: Married Single Widow Widower 
7. What program topic is most interesting to you? 1 ........ 22 
8. What program topic is least interestingto you? 1 ........ 22 
9. What method of communication do you use? 

Face to face communication 1 2 3 4 
Telephone communication rarely 11 11 frequently 
Letter writing communication " sometimes of ten 11 

Third party communication 11 11 11 11 

Simply being alone 11 11 11 11 

10. How many family members do you communicate with during an average 
week? 1 2 3 4 5 6 7 8 9 

11. How many friends or acquaintances do you communicate with during 
average week? 1 2 3 4 5 6 7 8 9 

12. Would any or your family or friends be interested in learning more 
about camp? Y N 

13. Do you have someone you would like to take to camp? Y N 
14. Of the people on the roster do you know any of these people as 

family, friends or acquaintances? Y N 
15. If yes then how many? 1 2 3 4 5 6 7 8 9 

During the year that followed the camping event all Ss were reinterviewed 
at their home after four months and eight month intervals and asked the 
following questions: 

16. Are you planning to attend camp next year ? Y N 
17. Do you communicate with any people you met at camp? Y N 
18. How many people that you met at camp have you had face to face 

communication with again since camp ended? 1 2 3 4 5 6 7 8 9 
19. How many people that you met at camp have you called on the telephone 

since camp ended? 1 2 3 4 5 6 7 8 9 
20. How many people that , you met at camp have you written a letter to? 

1 2 3 4 5 6 7 8 9 
21. How many people that you met at camp have you tried to contact 

through others? 1 2 3 4 5 6 7 8 9 
22. Do you sit home alone much? 1 2 3 4 5 6 7 8 9 10 
23. Do you volunteer your time anywhere? Y N 
24. Could you volunteer your time more? Y N 
25. How many family members do you communicate with during an average week? 

1 2 3 4 5 6 7 8 9 
26. How many friends or acquaintances do you communicate with during an 

average week? 1 2 3 4 5 6 7 8 9 
27. What method of communication do you use? 

Face to face communication 1 
Telephone communication rarely 
Letter writing 11 

Third party message communication 
Simply being alone 11 
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Figure 1. A comparison study of two groups of 17 aged Subjects. Group 
A was randomly selected from the 60 Ss that attended the EOC-II and 
stayed overnight. Group B included 17 ~s that were attending the EOC-II 
as a day camp program. The average response frequency of interaction 
among participants was compared as a function of class size during tape 
recorded proceedings. 
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Vigure 2A, 2B. A comparison of scaled responses among four unequal sized groups: 
Group DC-N=17, OC-N~60, V-N=32 and NV-N=34. Figure 2A. The averaged responses 
of multiple scaling measures from three positive connnunication preferences ob
tained in a repeated measures procedure. 2B. The averaged scaled responses for 
two other communication preferences obtained in a repeated measures procedure. 
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THE CHALLENGE OF VOLUNTEER COMMITMENT: 
WHY VOLUNTEERS DROP-OUT AND SOME SUGGESTIONS FOR PREVENTION 

C. Alec Pollard, University of Missouri-Kansas City 

In this paper, I wish to discuss the problem of community service 
volunteers who do not fulfill their initial commitments. Emphasis in the 
voluntary action movement has been given to the recruitment and placement 
of volunteers and relatively little attention has been given to examining 
those variables which might encourage volunteers to drop-out soon after 
they have been placed. It is my contention that the identification and 
modification of those variables are crucial to the positive growth of the 
volunteer movement. 

Since beginning active involvement in the volunteer movement in 1970, 
I have been cognizant of the problems that arise when volunteers do not 
fulfill their initial commitments to community service. My concern for 
this problem increased when I became co-chairperson of Volunteer Clearing 
House (VCR) at the University of Kansas in 1972. Follow-up contacts with 
community agencies where volunteers had been placed by our organization 
revealed that many volunteers had simply stopped showing up, often after 
only a month or two of service. Conversations with personnel involved in 
the placement of volunteers in other areas have indicated that this problem 
is not unique to those volunteers placed through VCR. In a survey conducted 
by the Voluntary Action Center (1976) in Kansas City, Missouri, it was 
found that of 50 agencies responding, half of them reported that their 
average length of volunteer service was less than one year, with half of 
those agencies reporting the average length of volunteer service as one 
to five months. In many instances, volunteers may be more trouble than 
their worth. In the same survey, when asked to report the disadvantages 
of utilizing volunteers, agencies most frequently reported that volunteers 
often were not dependable and required too much staff time. The purpose 
of the preceding statement is not to discredit the work of the many ded
icated and dependable volunteers now serving our conununities, but rather, 
to point out that lack of commitment is not something which characterizes 
only a small handful of volunteers and that this is, indeed, an important 
issue. In addressing this issue, I will attempt to identify four factors 
which I believe contibute to a lack of commitment in many volunteers, and 
then offer some suggestions for action that may help prevent many volunteers' 
premature withdrawal from community service. 

/ Due to a lack of research literature on volunteer commitment, the 
s omments which follow are based upon personal observations, my own informal 
discussions with volunteers, and a small pilot study conducted by myself 
under the direction of Dr. C. Daniel Batson at the University of Kansas 
in 1973. Before continuing, I will offer a brief summary of this study, 
which will be referred to as the Commitment Study. The study was an 
attempt to discover what characteristics tend to be associated with community 
service volunteers who fulfill their initial commitments as opposed to those 
who do not. The participants, 38 community service volunteers, were admin
istered a questionnaire designed to obtain information concerning a variety 
of personality, situational, and background variables. Questionnaires were 
administered to volunteers at orientation meetings held during their first 
week of work as a volunteer. Three months later, volunteer coordinators 
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were contacted in order to discover which volunteers were still working and 
which were not. Participants were then divided into two groups--committed 
and non-committed. On the basis of information obtained from the ques
tionnaire, the two groups were compared on a variety of variables. Results 
indicate that those volunteers who were committed (those who were still 
working three months later) were less likely to be receiving class credit, 
to have the volunteer experience be relevant to their future occupation, 
and to be living in a dormitory. In addition, those volunteers working 
inthe crisis center were more likely to be committed than those serving 
in the Big Brother/Sister and Headstart programs. 

The Commitment Study was exploratory in nature and was based on the 
behavior of only 38 student volunteers in one community. Consequently, 
the extent of generalize-ability is questionable and definite conclusions 
based solely on these findings should be avoided. However, the results 
of the study coupled with my own natural observations have encouraged me 
to draw the forthcoming conclusions. Four factors which I believe con
tribute largely to the lack of commitment exhibited by many community 
service volunteers are as follows: 

1) The absence of an adequate social support system within many 
agencies is one important factor. By this, I mean that many agencies leave 
volunteers socially isolated from staff and other volunteers, offering them 
little access to the benefits derived from meaningful social interaction 
between those who share similar roles. This social support is particularly 
important to college student volunteers, many of whom have recently left 
family and friends for the first time and may be seeking satisfaction of 
needs for affiliation and social interaction via the volunteer experience. 
The finding of the Commitment Study that volunteers in the crisis center 
exhibited the most commitment supports this contention. Volunteers at the 
crisis center were afforded frequent opportunities for informal social 
interaction and many friendships developed as a result. These frequent 
doses of social support have, I believe, conttibuted greatly to the crisis 
center's low turnover in volunteers. 

2) The fact that many agencies do not offer volunteers significant 
opportunities for meaningful input and involvement into their programs is 
a second factor. Because volunteers are not paid staff members it is often 
assumed that they need not be afforded the same considerations that other 
staff members receive. Many volunteers wish to have greater input into 
their agency than that which comes with their prescribed volunteer role. 
The sense of belonging and positive self-esteem which result from meaningful 
involvement such as attending staff meetings and designing program innova
tions can not help but encourage volunteers to continue service. In 
contrast, volunteers who work in agencies which do not listen to volunteers 
and which do not off er opportunities for involvement will frequently become 
discouraged and withdraw from service. Opportunities for involvement were 
abound in the crisis center of the Commitment Study. Numerous committees 
made up solely of volunteers coupled with voting rights on all issues 
afforded volunteers various opportunities to become involved with the 
center in capacities outside of the initially prescribed volunteer work 
role. 
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3) A third contributing factor is when a volunteer lacks sufficient 
internal motivation. Although social rewards are condusive to commitment, 
reliance upon them as the sole motivation for community service is usually 
insufficient to maintain commitment. Accordingly, the committed volunteer 
will probably have a more internal motivation such as a conviction to the 
principle of helping others or the reduction of guilt tied to an awareness 
of one's own fortune in relation to others. These internal motivations 
are in contrast to external motivations such as class credit, money, or 
social reinforcers such as praise and awards. In the Commitment Study, 
we found that those volunteers receiving class credit for service were less 
likely to fulfill their initial commitments. 

4) The fourth factor may be described as unrealistic volunteer role 
expectations. Many volunteers enter community service with an unrealistic 
picture of what the volunteer experience will be like. For those potential 
volunteers whose fantasies of the volunteer experience include abundant 
social rewards and little recognition of the negative aspects of community 
service, early withdrawal from service is a likely eventuality. For example, 
my own observations indicate that most college student volunteers are from 
middle class backgrounds, and yet, most are placed in agencies which deal 
with clientele from lower class backgrounds. Many volunteers enter service 
unprepared for volunteer-client conflict which often results from a clash 
in class-bound values. A volunteer who expects to receive gratitude and 
praise from clients may, in fact, receive insult from those who perceive 
him/her as part of an oppressive social system. Confronted with such 
unanticipated shocks to their expectations, many well meaning volunteers 
are destined to withdraw in defeat. 

Note that the first two factors mentioned are qualities of the agency 
or program within which the volunteer works, and the latter two are personal 
qualities of the volunteer. Obviously, increasing volunteer commitment is 
a multidimensional challenge and requires a conserted effort on the part 
of all persons concerned with the recruitment, training, placement, or 
supervision of community service volunteers. I will now offer some sugges
tions for confronting this challenge, based largely on interventive 
approaches that have been initiated at VCH. 

The challenge of increasing social support for volunteers may be met 
in several ways. First, agencies should schedule periodic meetings allowing 
volunteers to exchange ideas and discuss issues. In addition, paid staff 
members of agencies should be advised to increase interaction with and 
support of volunteers. Workshops designed to increase agency staff members' 
sensitivity to the needs of volunteers would be beneficial. Further, 
either an intra or inter-agency sponsored volunteer recognition day will 
provide some social support for volunteers. Finally, a staff member from 
the agency or a volunteer referral center should be designated as a volunteer 
representative to act as a liaison between agency personnel and the volun
teer when conflicts arise. 

Opportunities for increased meaningful involvement may be afforded 
volunteers by those agencies which off er the volunteer a chance to work in 
a capacity beyond the prescribed volunteer role. Depending on the specific 
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nature of the agency, such opportunities should include allowing volunteers 
to attend staff meetings, providing volunteers with formal channels for 
input such as committee membership, and encouraging volunteers to propose 
or conduct program and service innovations. It is often necessary to 
remind agencies that volunteers are staff members and deserve to be treated 
accordingly. 

By now it should be obvious that I believe many agencies and programs 
which utilize volunteers need to make considerable changes in either 
attitudes towards or policies concerning their use of volunteers. University 
based volunteer referral centers such as VCR can play a major role in 
assuring that these changes are made. Volunteer referral centers may offer 
agencies advisement and guidance in the development of volunteer programs. 
Resistant agencies and programs may be coerced to conform to suggested 
guidelines by volunteer referral centers whose referrals are contingent 
upon compliance with such guidelines. There the role of the referral 
center is that of a change agent rather than merely an information center. 

Personal qualities of volunteers which inhibit commitment should also 
be dealt with. It is important that appropriate orientation and training 
take place before volunteers make their initial commitments to service. The 
motivations of volunteers may be explored through mandatory participation 
in orientation-counseling sessions. The volunteer, under the guidance of 
a trained staff member representing either the referral center or the agency, 
is encouraged to explore his or her own motivation for volunteering. I 
have found that many potential volunteers have neglected to do so and are 
of ten hard-pressed for answers to questions concerning their motivations 
for service. This exercise may result in a decision not to volunteer. 
Another advantage of the orientation-counseling session lies in its function 
as a screening process. Volunteers who appear to lack sufficient internal 
motivation for service can be ref erred to programs where consequences of 
premature volunteer withdrawal may be less detrimental to clientele or 
agency staff. This is particularly relevant to those volunteers whose 
primary motivation is the receipt of class credit. In such instances, it 
is crucial that the exact nature of the volunteer's motivation is clearly 
understood by agency personnel so that an appropriate role may be assigned. 
Agency staff members who are used to the more "traditional" volunteer should 
be cautioned that commitment for volunteers receiving class credit may end 
with the semester. 

Finally, unrealistic volunteer expectations may be minimized by appro
priate and thorough volunteer orientation. Volunteer orientation workshops 
directed largely at breaking down unrealistic expectations should be held 
by volunteer referral centers prior to placement. Similar workshops can 
be held on a smaller scale by individual agencies or programs. The presenta
tion of relevant films, guest speakers, and experienced volunteers combine 
to allow volunteers vicarious exposure to the negative and often discouraging 
aspects of volunteer service. Volunteers should also be requested to visit 
the agency or agencies within which they are considering service. 

In summary, the determinants of volunteer commitment are numerous and 
complex. No single formula for intervention can ensure commitment in 
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community service volunteers. One major purpose of this discussion i s 
to alert those in the field of volunteerism to the importance of actively 
addressing the challenge of promoting volunteer commitment. This is a 
challenge which transcends the mere recruitment and placement of volunteers, 
and one which emphasizes qualitative rather than quantitative dimensions 
of volunteerism. This implies that many volunteer coordinators and referral 
workers may need to reassess their own roles in the recruitment, placement, 
and training of volunteers. I have attempted to outline some suggestions 
that may stimulate and facilitate that reassessment. I look forward to 
hearing of innovations implemented by others in their own attempts to 
promote volunteer commitment. 

/ 
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STUDENT VOLUNTEERISM AND PSYCHOLOGICAL GROWTH 
Virgil Peterson 

"We build the road while the road builds us." This slogan of the 
volunteer Yugoslavian Youth Brigade suggests the mu . tuality of volunteer 
experience. As the volunteer gives, he is also getting. He is grow
ing, developing, enlarging himself, making himself more aware of the 
world around him, increasing his effectiveness for the future, culti
vating his sense of identity. Whether involved in building a literal 
road or a figurative one--tutoring a child working with a probationer, 
or helping someone who is blind, disabled, or otherwise disadvantaged-
the volunteer builds himself. 

But in another sense the slogan misleads. It suggests a simple 
cause and effect relationship between volunteering and personal 
growth. If this; then that. If A; then B. If one volunteers; one 
grows. All who have worked with volunteers, or, indeed, examined 
their own experience, know that this oversimplifies. It reduces a 
complex process to the simplicity of a two step formula. 

Reactions to volunteering are varied and largely unpredictable. 
I can no more explain the response of the student who wrote, "Volunteer
ing was the greatest thing that ever happened to me. Now I know who 
I am and where I'm going," than that of another who wrote "I started 
out thinking it was a good idea, but it turned out to be a waste of 
time." 

To enlarge my understanding of volunteer experience I recently 
applied the ideas of our psychologists to some responses to volunteer
ing. The responses I examined came from a questionnaire mailed to 370 
former student volunteers who graduated from West Virginia University 
between 1968 and 1972. I examined unpublished studies from Michigan 
State University and Boston University. I mailed requests for student 
statements to National Student Volunteer consultants and received back 
material from El Camino College, Florida State, and Lehigh. And finally 
I examined field reports journals, evaluations, letters and other mis
cellaneous responses that have come my way during seven years of 
advising a student volunteer program. 

Each of the psychologists I applied -- Maslow, Erikson, Loevinger, 
and Kohlberg -- sees our lives in terms of a process culminating, 
ideally, in the full realization of our humanness. Abraham Maslow 
describes a hierarchy of needs beginning with the physiological need 
for air, water, food, shelter, sleep and sex. When these are satisfied, 
a higher level might be reached, the level of safety and security. 
Next higher is love and belongingness, and above love and belongingness 
is self esteem and the esteem of others. Finally, at the top of the 
hierarchy is a list of "growth" needs which by themselves are not 
hierarchical but rather of equal importance. They are: Truth, good
ness, beauty, aliveness, individuality, perfection, necessity, com
pletion, justice, order, simplicity, richness, playfulness, effortless
ness, self sufficiency, meaningfulness. 

/Table I about here/ 
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Jane Loevinger is interested in ego development. Ego she defines 
as "the unity of personality, individuality, the method of facing 
problems, opinion about oneself and the problems of life and the 
whole attitude toward life." For her, as for Kohlberg, development is 
sequential, the stages must be taken one after another. As in base
ball, you cannot skip bases. 

Below is a table from her book MEASURING EGO DEVELOPMENT. Without 
digging deeper into her theory, the table will not be entirely clear. 
But I present it in full, without further elaboration, in order that 
you can apply all that is clear to you. 

/Table II about here/ 

The third of the psychologists I kept in mind, as I looked at 
data from student volunteers, was Lawrence Kohlberg. (For a thorough 
examination of the implications of his thought see Richard Graham, 
1973) Lawrence Kohlberg identifies six stages of moral development which, 
like Jane Loevinger's stages of ego development, are sequential. Further, 
he believes these stages to be universal since he has been able to 
identify them in the developmental patterns of several different 
cultures. K.ohlberg's definitions are as follows: 

/Table III about here/ 

The fourth psychologist I examined is Erik Erikson whose views 
will appear in due time below. 

In the W.V.U. study I tried to gain some measure of the student's 
own impression of his growth by giving brief sununaries of some of the 
growth characteristics listed by Maslow, Loevinger, and Kohlberg. Then 
I requested a "yes" or "no" answer to whether the student felt that 
he had grown in the terms of each theorist as a result of the volunteer 
experience. To provide some basis of comparison I asked also for the 
respondent to indicate whether volunteering had contributed to his 
intellectual growth. 

/Table IV about here/ 

THE THEMES OF GRCMTH AND DEVELOPMENT 

While suggestive of the value of volunteer experience, the W.V.U. 
study lacked subtlety. What I tabulated was yes or no answers on a 
form. To move closer to the actual experience, I examined the words 
of the volunteers; -- the journals, field reports, evaluations, etc. 
While reading these, I tried to hold in mind the structures of growth 
represented by the psychologists and to discover whether those struc
tures emerge as recurring themes in the student statements. They do. 
Among the more consistent themes are these: Self esteem and esteem by 
others (Maslow); Helpfulness(Loevinger); Achievement (Maslow and 
Loevinger); Love and Belongingness (Maslow); Respect for autonomy 
(Loevinger and Kohlberg); Respect for individuality (all). 

For example, the words of a volunteer at Kendall Home for Juvenile 
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Delinquents in Miami, Florida: 

I cannot express how much I have learned and how much 
I have grown up. I received inmeasurable amounts of personal 
satisfaction from the work. To me nothing could be as reward
ing. After changing majors many times, I have no doubts that 
a career in social work is perfect for me. Such work makes 
me feel more like a complete person. 

What values here? Meaningfulness, richness, aliveness (Maslow). Role 
conception, self-fulfillment, self in social context (Loevinger). 

Another wrote of his experience in West Virginia: 

This spring I am graduating in English literature, a 
study in which I find great personal joy. It took me a long 
time to understand that a man has the right to that which 
merely brings him intellectual satisfaction; that is, a man 
does not have to feel guilty about all activities that are 
for personal reward only. Being a part of SAAP -- and SAAP 
a part of me -- has helped me to realize, however, that there 
is much more that I can and must do. I will return to this 
state some day, and when I do so, it will be to teach that 
subject which I have found to bring me great personal satis
faction. However, I will also be returning in order to find 
those areas where I may be of benefit to this land and its 
people, whether that be by helping them lo~by for better 
food and housing or to read Shakespeare. 

The values of Maslow and Loevinger are here in abundance. Kohlberg 
also is present in the attitude toward social change. 

The individual makes a clear effort to define moral 
values and principles that have validity and application 
apart from the authority of the groups or persons holding 
them and apart from the individual's identification with the 
groups ..•• Right action tends to be defined in terms of 
general individual rights and of standards that have been 
critically examined and agreed upon by the whole society. 
There is a clear awareness of the relativism of personal 
values and opinions and a corresponding emphasis upon pro
cedural rules for reaching consensus. 

The student's sensitivity to social problems and his intention 
to work within the system place him, to use Kohlberg's designation, 
at the "autonomous, or Principled level." 

These recurring themes place the student's awareness at the 
advanced stages of ego development, self actualization, and moral 
development. It may be argued, "So what? Those levels are normal 
for students of co.llege age." True. However the significance, I 
believe, consists in the fact that the volunteer experience activates 
these themes. And the activation is a requisite to future development. 

Looked at from Maslow's perspective, these accounts mainly fall 
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within "growth needs." They suggest that the more fundamental needs 
have been met. Further progress toward self-actualization depends 
upon the exercise of growth experiences. 

But looked at from Kohlberg's point of view, development depends 
upon encounters which "incorporate reasoning and judgment a stage 
above that of the individual, along with reflection on these encounters." 
(Graham, 1973). This conclusion mandates both the experience and the 
match, i.e. each volunteer should be matched with an experience that 
can be resolved only by a higher order of reasoning and judgment than 
he is accustomed to, and it should provide the dialogue, or the oppor
tunity for reflection, or some other stimulus to his growth. 

In his essay, "The Golden Rule in the Light of New Insight," Erik 
Erikson speaks of the need for mutuality. "I would call mutuality a 
relationship in which partners depend on each other for the develop
ment of their respective strengths." And again: 

TRULY WORTHWHILE ACTS ENHANCE A MUTUALITY WHICH STRENGTHENS 
THE DOER EVEN AS IT STRENGTHENS THE afHER. Thus, the "doer" 
and "the other" are partners in one deed. Seen in the light 
of human development, this means that the doer is activated in 
whatever strength is APPROPRIATE TO HIS AGE, STAGE AND CONDI
TION, even as he activates in the other the strength appropriate 
to HIS age, stage and condition. (1964) 

Understood this way, the Rule would say that it is best to do 
to another what will strengthen you even as it will strengthen 
him -- that is, what will develop his best potentials even as 
it develops your own. 

For Erikson, then, it is insufficient merely to match the volunteer's 
age, stage and condition with the experience. The client's age, stage 
and condition must also be in focus and part of the calculations of the 
volunteer coordinator. But in making the match, what analysis develop
ment should we use? Loevinger's, Kohlberg's, or Erikson's or that of 
some other developmentalist. Our road seems to have dwindled to a 
maze of complicated paths. 

I believe that we cannot yet hope to realize the Erikson ideal 
within the volunteer movement at the present time. Neither are the 
resources available nor is the state of the matching art sufficiently 
advanced for us to match with confidence. But the ideal of mutuality 
is a valuable one to sustain in our minds. The idea of· mutuality, 
Erikson's addition to the Golden Rule, converges with the kernel in
sight in the Yugoslavian slogan. Volunteer and road/client both build 
and are built. In practice what kind of building occurs? 

EXAMPLE NUMBER ONE - NANCY AND JANE. 

Jane, Nancy's tutor, used Kenneth Koch's WISHES, LIES AND DREAMS 
to help motivate Nancy in reading and writing. The result was a highly 
imaginative series of poems. Of that experience, Jane wrote in a term 
paper: 
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Nancy has noticeably improved, mostly through her own 
determination and willingness to work with records and flash
cards. I only hope that her eagerness to please her teachers 
and parents in competitive fields .•• will not bury an imagina
tion startling in its colorful depth, perception, and origin
ality. 

In Nancy lives a beautiful person. For me she was not 
only a trip forward into a special individual but a conversation 
with hidden portions of myself. Nancy's images represent a 
world deeply hidden in childhood -- an island somehow cut off 
from the rest of existence. I hope that those poems helped 
her get in touch with herself. Perhaps their most important 
function is their usefulness in connnunicating itself to us in 
its purity, fear, and joy. 

I feel I learned more from Nancy than I could possibly have 
taught her. The opportunity to earn her friendship was a great 
and rare privilege. 

Are not Jane and Nancy "partners in one deed?" And in that deed is 
there not mutuality, the strengthening of both? We do not have Nancy's 
reaction, but clearly, Jane grew, and if she did not enhance Nancy's 
strengths, at least she was solicitous of them. Is it too much to 
assume that Erikson, perhaps also Loevinger, would see that event as 
relevant to his theory of development? 

EXAMPLE NUMBER TWO - TOM AND MCCMENS 

From Tom's journal: 

At a tutoring session several weeks ago Barb discover~d that 
the McOwens family did not have a refrigerator. She had visited 
their home one evening and discovered that their facilities were 
in terrible condition. They had a large freezer, but no refrig
erator. She wanted to get the family the refrigerator, but she 
was not sure how to approach them on this touchy matter. She 
checked with several people about this problem and they offered 
her some suggestions. Finally she approached Kathy, the girl that 
she tutors, and asked her to mention the idea of her getting a 
refrigerator for them. The idea was well accepted and the McOwens 
had even been looking for one. 

After some work, Barb found a family that had a used re
frigerator and would donate it if someone could pick it up. 
Barb asked Mickey if he could drive his van out and pick up the 
refrigerator. LThey pick up the vag and spend some time cleaning 
it before taking it to the McOwens~/ 

When we got there everyone was waiting excitedly as if they 
were getting a new toy. Mickey and I carried the refrigerator 
inside with some help from the boy I tutor. We placed it in the 
kitchen .•• 

At this time I began to look around the kitchen and into 
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the adjacent rooms. The conditions were just unbelievable. 
There were holes in the ceiling and some of the walls. The 
house was dark and dirty with light coming only from the 
outside and from an old television. There was one mattress 
lying on the floor in the living room with no sheets or 
blankets on it. The only other piece of furniture I could see 
was a stuffed chair with most of the cloth missing, exposing 
the bare springs underneath. The other two rooms were too 
dark to really see anything specific. 

To say the least, I was shocked at what I was seeing. 
I could not imagine how six human beings could pos.sibly live 
in these conditions. I never believed people lived like this. 
It was terrible. 

For the next two or three days, I reviewed my goals and 
aspirations for my life. I realized that what I considered 
normal living would be a king's palace to the McOwens. This 
changed and reinforced many of my ideas about life. I decided 
that if I was going to live a fulfilling life, that I was 
going to have to help people that were less fortunate than me. 

What mutuality is here? In this event, what comes together is a 
family with Maslovian deficiencies and a young man ripe for a growth 
experience. Tom served others, but he saw service as necessary to his 
fulfillment. To realize his own strength, he must also contribute to 
the strengthening of others. If he is to be buil himself, he must 
be a builder. 

Following the paths of volunteers and placing over those paths the 
grids of psychologists, lead to two conclusions and two hypotheses: 

CONCLUSIONS: 

1) Volunteer service brings into play experiences which contribute 
to ego development, moral development, and self-actualization. 

2) Precise matching of volunteer and client in terms of the needs 
or stage (however defined) of each is at present impossible not only 
because of inadequate resources, but because of insufficient understand
ing of human maturation. 

HYPOTHESES: 

1) Erikson's ideal of mutuality will become the ethic of voluntarism 
and permit voluntarism to transcend much of the traditional criticism. 
If the volunteer and his client are partners in a deed, then the deed 
itself becomes the focus of interest. We need no longer dwell on the 
role of the volunteer (is he condescending? being exploited? making a,__ 

bad system tolerable?) or that of the client (is he being demeaned? 
reinforced in his dependency? exploited?) Their separate roles submerge 
in a mutually enhancing action. Their partnership is paramount. 

2) The psychologies of Maslow, Kohlberg, and Loevinger merely 
portend cultural changes which will eventually permit man to realize the 
ethical ideal which Erikson sets before us. In his Preface to TCMARD A 
PSYCHOLOGY OF BEING, Maslow sees his psychology as "one facet of a 
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general Weltanschaung, a new philosophy of life, a new conception of 
man ... " This psychology, he continues, seen in its cultural setting 
"suggests action and implies consequences. It helps to generate a 
way of life, not only for the person himself within his own private 
psyche, but also for the same person as a social being, a member of 
society. As a matter of fact, it helps us to realize how interrelated 
these two aspects of life really are." 

As I thought of Maslow's interrelatedness, of Erikson's mutuality, 
of the experiences of Tom and Nancy and of the blunt wisdom of the 
Yugoslavian slogan, two sentences from Martin Buber came to me: 

and 
"In the beginning is the relation." 

"Inscrutably involved, we live in the currents of universal 
reciprocity." 
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TABLE I 

ABRAHAM MASLOW'S HIERARCHY OF NEEDS 

SELF ACTUALIZATION 

GROOTH NEEDS* 
(Being values) 
(Metaneeds) 

TRUTH 
GOODNESS 

BEAUTY 
ALIVENESS 

INDIVIDUALITY 
PERFECTION 

NECESSITY 
COMPLETION 

JUSTICE 
ORDER 

SIMPLICITY 
RICHNESS 

PIAYFULNESS 
EFFORTLESSNESS 

SELF SUFFICIENCY 
MEAN INGF ULNE SS 

BASIC NEEDS 
(Deficiency 
needs) 

SELF ESTEEM 
ESTEEM BY OTHERS 

LOVE & BELONGINGNESS 

SAFETY AND SECURITY 

PHYS IO LOGICAL 
AIR, WATER, FOOD, SHELTER, SLEEP, SEX 

THE EXTERNAL ENVIRONMENT 

PRECONDITIONS FOR NEED SATISFACTION 
FREEDOM, JUSTICE, ORDERLINESS 

CHALLENGE STIMUIATION 
*Growth needs are all of equal importance (not hierarchical) 

Frank G. Goble, The Third Force, The Psychology of Abraham Maslow, 
(New York: Grossman Publishers, 1970), p. 50. 
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Stage Code 

Prcsocial 

1-1 
Symbiotic 

Impulsive 1-2 

Sell-protective 

Conformist I-3 

Conscientious 1-4-

Autonomous I-5 

Integrated I-6 

Table II 

So.ME M1LESTONF.S OF Eco DEVELOPMENT 

Impulse Control, 
Cliar;ictcr Development 

Impulsive, f car of 

retaliation 

Fear of being caught, 

externalizing blame, 

opportunistic 

Conformity to external 

rules, shame, guilt 

. f o_r . hr~ili.ng rules 

Sell-evaluated 

standards, self. 

criticism, guilt for 

consequences, long

term goals and ideals 

Add: Coping with 

conflicting inner 

needs, toleration 

. Interpersonal Style 

Autistic 

Symbiotic 

Receiving, dependent, 

exploitive 

Wary, 

manipulative, 

exploitive 

Belonging, 

helping, 

superficial nicen~ . 

Intensive, responsible, 

mutual, concern for 

communication 

Add: Respect for 

autonomy 

Add: Reconciling inner Add: Cherishing of 

conflicts, 

rcnuncio.tio:-i cf 

unattainable 

individu:ility 

Conscious Preoccupations 

Sell \'S. non-self 

Cogniti\'C 
Style 

Bodily f eclings, cspccialJy Stereotypy, 

sexual and aggressive 

Self-protection, 

wishes, things, 

advantage, control 

Appenancc, social 

acceptability, banal 

f eclings, behavior 

Diff crcntiatcd feelings, 

moth•cs for behavior, 

sell-respect, 

achievements, 

traits, expression 

conceptual 

confusion 

Conceptual 

simplicity, 

stereotypes, 

clich~s 

Conceptual 

complexity, 

idea of 

patterning 

Vividly conveyed f eclings, Increased 

integration oi 

physiological and 

psychological, 

psychological causation 

of behavior, 

development, 

role conception, 

sclI-fulfillment, self in 

social context 

Add: Identity 

conceptual 

complexity, 

complex 

patterns, 

toleration 

for ambiguity, 

bro=1d scope, 

objectivity 

Ncrrr..-•Add" meam in addition to the description applying to the previow level. 

From Jan~ Locvinger and Ruth Wessler, i-!easurine; Ef?o Develoom~nt, (San Francisco 
Josscy-Bass, Inc., 1970), pp. 10-11. 
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TABLE III 

Lawrence Kohlberg, Stages of Moral Development 

Basis of Judgment Stages of Development 

Preconventional moral values Stage I: 
reside in external, quasi-

Obedience and punishment orientation. 
Egocentric deference to superior power 
or prestige, or a trouble-avoiding set. 
Objective responsibility. 

physical happenings, in bad 
acts, or in quasi-physical 
needs rather than in persons 
and standards Stage II: Naively egoistic orientation. Right 

action is that instrumentally satis
fying one's own and occasionally other's 
needs. Awareness that value is relative 
to each person's needs and perspectives. 
Naive egalitarianism and orientation to 
exchange and reciprocity. 

Conventional moral values Stage III: 
reside in performing good 

Orientation to approval and to pleasing 
and helping others. Conformity to 
stereotypical images of majority or 
natural role behavior, and judgment by 
intentions. 

or right roles, in maintain
ing the conventional order, 
and in meeting other's 
expectations 

Stage IV: Orientation to doing one's duty and to 
showing respect for authority and main
taining the given social order for its 
own sake. Regard for earned expectations 
of others. 

Postconventional moral values Stage V: 
are derived from principles 

Contractual-legalistic orientation. 
Recognition of an arbitrary element in 
rules or expectations for the sake of 
agreement. Duty defined in terms of 
contract, general avoidance or violation 
of the will or rights of others, or of 
the majority will and welfare. 

which can be applied univer-
sally 

Stage VI: Orientation to conscience or principles, 
not only to ordained social rules but to 
principles of choice appealing to logical 
universality and consistency. Conscience 
is a directing agent, together with 
mutual respect and trust. 
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TABLE IV 

From the W.V.U. study in which 370 questionnaires were mailed of which 
19 went to wrong addresses, eighty-nine (25.4%) were returned. 

TYPE OF GROWTH 

In te llec tua 1 
development 

Ego development 
(Loevinger) 

Self · Actualization 
(Mas low) 

Moral development 
(Kohlberg) 

PERCENT AFFIRMING 
VALUE OF VOLUNTEER 
EXPERIENCE 

81% 

89% 

87% 

85% 

PERCENT DENYING 
VALUE OF VOLUNTEER 
EXPERIENCE 

19% 

11% 

13% 

15% 

The volunteer experience emerges clearly as being highly contribu
tive in all areas but more contributive in ego development, self
actualization, and moral development than to intellectual development. 
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PATTERNS OF LEADERSHIP IN WOMEN'S VOLUNTARY ASSOCIATIONS: 
THE AUXILIARY AS A CASE IN POINT 

Charlene R. Black and Larry A. Platt 
Georgia Southern College 

STATEMENT OF THE PROBLEM 

In recent years volunteers and voluntary associations have assumed 
ever-more significant roles in the meeting of society's diverse needs. Now 
more than ever volunteers have become an integral part of the operation of 
many organizations such as the public schools, day care centers, branches 
of local government, health care delivery units and assistance programs 
for the young and the elderly. Voluntary organizations have greatly ex
panded in an attempt to enhance the quality of services in such public 
and private spheres of activity as community development, recreation, educa
tion, medical care and energy utilization. 

As these elements of volunteerism have gained more importance in the 
functional relationships within our society, they have spawned a greater 
interest in their analysis and understanding. Many basic elements of the 
phenomena of volunteerism, so long neglected in social science research, 
have at long last become the targets of scientific investigation and study. 
Who engages in particular varieties of voluntary efforts? What organization
al structures do formally established voluntary associations adopt? Who 
assumes positions of leadership in voluntary groups? What influence does 
non-voluntary role activities exert on the nature and form of voluntary 
efforts? These are but a few of the pertinent issues of volunteerism now 
under close scientific scrutiny. This paper is a report on current research 
which is an outgrowth of this expanding scientific concern in volunteerism. 

In particular, this paper will seek to explore the patterns of leader
ship in a statewide women's auxillary in Georgia and those factors which 
influence these patterns of leadership. As voluntary associations have 
acquired more power in our contemporary society, it seems most relevant to 
better understand the processes whereby decision-making roles within these 
associations are allocated and the factors that influence this allocation 
process. 

Previous research findings suggest several factors that are related 
to leadership. Arnold Rose (1962), in his comparison of group leaders and a 
cross-section of the general population, found that 75 per cent of the group 
leaders, as compared to 25 per cent of the general population, had at least 
some college education. He also found the leaders ranked themselves in the 
top three social classes. 

Berelson and Steiner (1964) report that participation in voluntary 
associations in the United States is greater among married people with child
ren and especially among people of more education and high socioeconomic status. 
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Nye (1963) found that women leadership in community organizations 
does appear to be related to employment status. He reports that less 
than two-fifths of the employed mothers hold an off ice or a connnittee 
chairmanship in any organization; whereas a majority of both non-employed 
and part-time employed indicated they maintained one or more such leadership 
positions. 

Collison (1960) found that possession of children under five years of 
age was associated negatively with leadership. He found, in contrast to 
Rose, no correlation between leadership and occupation or leadership and 
education. 

A study by Joseph Harry (1970) revealed that marriage and joint
spouse participation gives rise to high participation in voluntary associ
ations. 

STATEMENT OF HYPOTHESIS 

The research . for this paper focuses upon the relationship of factors 
suggested by previous studies to leadership within a state-wide women's 
auxiliary. 

Hypotheses were formulated to predict the relationship between each 
factor and leadership within the voluntary association. From the findings 
of Rose and Berelson and Steiner related to education and social class, the 
following hypotheses were formulated: 

Hypothesis 1: The higher the educational level of the respondent the more 
likely she is to hold a leadership position. 

Hypothesis 2: The higher the respondent's socio-economic status the more 
likely she is to hold a leadership position. 

Nye's study of the relationship between employment and leadership lead to 
the following hypothesis: 

Hypothesis 3: Women who are employed full-time are less likely to hold 
leadership positions than women who are not employed. 

From the findings of Collison and Cooney research we deduce the following 
hypothesis: 

Hypothesis 4: Women with pre-school schildren are less likely to hold lead
ership positions than are women who have no children or who 
have older children. 
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Harry's findings concerning joint-spouse participation seem appropriate for 
a study of auxiliaries. Since the organization under study is an auxiliary 
to a men's organization, we might expect that leadership in the men's organi
zation would affect leadership in the auxiliary. Therefore we propose the 
following hypothesis: 

Hypothesis 5: Women whose husbands hold offices in the men's organization 
are more likely to hold off ice than women whose husbands do 
not hold offices. 

RESEARCH DESIGN 

A cross-sectional survey was adopted as the design for this study. A 
questionnaire was sent to each of the 1600 members of a state-wide women's 
auxiliary. Of those questionnaires distributed 1211 were completed and 
returned, giving a return rate of 75%. Since not all respondents answered 
each question the totals for responses do not always equal 1211. 

Membership in the auxiliary is limited to wives of members of the men's 
organization. The men must be between 2.1 and 35 years of age so we may ex
pect our sample to be about the same age or slightly younger. The research 
instrument contained numerous questions about the respondent, her husband, 
her children, her interests, and her leadership positions. 

The Hollingshead Two-Factor Index of Social Class was used to measure 
social class. Based upon his measures, the respondents were divided into 5 
social classes. About 35% were in the top two classes, 45% in the middle 
class and only 20% belonged to the two lower classes. 

Slightly more than half of the respondents had received some train-
ing beyond high school. Fifty-five per cent of the respondents were employ
ed either part-time or full-time with the vast majority falling in the 
latter category. Eighty per cent of the respondents had one or more child
ren. 

FINDINGS 

Preliminary analysis of the data produced a number of interesting 
findings. 

The chi square method of data analysis was used to test the relation
ship between variables. 

Hypothesis 1 was notsupported. There were no significant differences 
between local leaders and non-leaders with regards to education. Leaders 
were no more likely to have training beyond high school than were non-
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leaders. (See Table 1). The same was not true however for state leaders. 
There were significant differences between local leaders and state leaders 
in terms of education. Only half of the local presidents had post high 
school training while 84% of the state leaders had some college training 
and 37% were college graduates. (See Table 2). 

The second hypothesis concerning the relationship between social class 
and leadership was also not supported, though the trend is in the predicted 
direction. (See Table 3). Most of the local presidents came from the 
middle class with very few coming from the lower classes. The same type 
of relationship held true for state officers. Half of the state officers 
came from the top two classes. (See Table 4). Thus the relationship 
between social class and leadership is greater for state officers than for 
local officers. 

There was no relationship between employment and holding leadership 
positions. Thus hypothesis three was not supported. Employed persons 
were as likely to hold office as non-employed persons. (See Table 5). The 
same is true for state officers. The state officers had a slight tendency 
to be employed at full-time jobs as over half of them had full-time posi
tions outside the home. (See Table 6). 

Hypothesis four concerning the presence and age of children did not 
make a significant difference in one's leadership in the auxiliary. Previous 
research findings had offered conflicting ideas concerning this point. Our 
findings showed that about twenty per cent of the members had no children and 
these persons held about twenty per cent of the local president positions. 
(See Table 7). In regards to state leadership positions about thirty-three 
per cent of state officers were held by persons without children but the 
differences between local and state leaders were not great enough to reach a 
significance level. (See Table 8). The data do suggest however that having 
children may be somewhat prohibitive to travel and participation beyond the 
local level. Ages of children did not produce significant differences be
tween leaders and non-leaders (See Table 9). This is in contrast to the 
findings of Collison and Cooney who suggest that having pre-school children 
is negatively correlated with leadership. For state offices, ho~ver, the 
trend is in that direction. One-sixth of the state officers had children all 
of whom were pre-school age. (See Table 10). 

The hypothesis concerning the relationship between husband's leader
ship and wife's leadership was supported as a level greater than .001. 
(See Table 11). Seventy-four per cent of the local presidents had hus
bands who were local presidents or local officers. 
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If her husband is an officer there is a high probability that she 
will be an officer also. If the husband is not an officer then it is very 
likely that the wife holds no office. At the state level the relation
ship does not hold. Her husband's leadership makes little difference. 
Half of the state officers had husbands who held no local or state office. 
(See Table 12). 

DISCUSSION AND CONCLUSIONS 

The overwhelming dominance of the relationship between husband's 
leadership and wife's leadership at the local level is one of the major 
findings of the study. At the local level the wife seems to be judged on 
the basis of her husband's participation and leadership in the male organ
ization. The husband's participation and leadership bears more relation
ship to the wife's role than do her own personal characteristics such as 
education, social class, and employment. This seems to support the idea 
that in the connnunity individuals are judged more on the basis of who they 
are and who they know than on the basis of personal traits and character
istics. 

In order for the woman to gain a leadership position in her auxiliary 
her husband must also be active in voluntary activities. The various vol
untary groups work together closely on community projects and support is 
frequently needed from the other member of the husband-wife team to legit
imate leadership capabilities. When the husband is an officer, particular
ly president, his wife is actively involved in supportive efforts. 

Although this relationship is statistically significant, the strength 
of the association may well be influenced by the fact that the organization 
under study is an auxillary to a men's association. Samples drawn from more 
autonomous kinds of women's groups might reveal a variation in this trend. 
The same relationship does not hold true for state leadership, however. 
Here the female must "make it on her own." At this level the woman's qual
ifications for leadership roles are judged primarily on her individual 
capabilities. Accordingly, a consistent trend among state officers was 
that they were significantly better educated than their local counterparts. 
They achieve this position, it appears, without dependence upon the hus
band's level of participation, for half had husbands who held no state or 
local office. This may well be an artifact of interorganizational relation
ships in that the male/parent and female/auxillary groups are not as closely 
related at the state level as they are on the local level. 
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These data also suggest a dualistic system of organizational recruit
ment and participation. On the local level it is primarily the status of 
the woman's family, particularly her husband, that influences her willing
ness to join, participate and acquire positions of leadership. On the 
regional and state levels, however, individual role characteristics such 
as educational attainment, occupational status, range of family income and 
the presence and age of children are more apt to affect the women's level 
of organizational involvement. 

This paper has only begun to explore the factors relating to leader
ship in women's voluntary associations. The effect of children on leader
ship must be given more attention as several factors seem to intervene 
here. One is the presence of domestic help and the other is level and type 
of employment. Future research should investigate this relationship more 
fully. 

Those who utilize volunteer staff or who work with voluntary associa
tions would do well to take note of the patterns of interaction between the 
degree and kind of married female voluntary participation and the factors 
of education, occupation, presence and age of children and the level of the 
husband's voluntary involvement. Additionally, it should be noted that 
these factors exert different kinds of influence upon married women volunteers, 
depending upon whether or not the voluntary effort is being exercised on a 
local, regional or state level. These considerations could prove most use-
ful in directing recruitment efforts and guiding the selection of leadership 
staff positions. 

Future analysis should also focus on differences by length of member
ship, size of club, urban versus rural communities, participation and leader
ship in other voluntary association, and type of employment held by the woman. 

The research is but part of a larger effort that will study women's organ
ization in a variety of settings other than those which serve an auxillary 
function. The current sample, however, offers an excellant opportunity to 
study an organization undergoing structural and functional change. When added 
to the findings in other areas it is hoped these data will off er new insights 
into the phenomena of volunteerism. 
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Table 1 

Relationship of Education to Leadership 

Her Education Local President Other Officer Non-Officer 

High School 46 227 277 

Some 
College 32 151 180 

College Graduate 15 111 149 

2 
3.255 not significant x = 

-92-



Her Education 

High 
School 

Some 
College 

College 
Graduate 

Table 2 

Relation of Education to Local 
And State Leadership 

Local President 

46 

32 

15 

x 2 = 7. 4 7 significant at > . 01 
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State Off ices 

3 

9 

7 



Table 3 

Relationship of Social Class to Local Leadership 

Social Class Local President Other Local Officer Non-Officer 

1 6 56 73 

2 18 95 102 

3 41 160 247 

4 13 88 97 

5 0 4 7 

x2 10.53 not significant 
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Social Class 

1 

2 

3 

4 

5 

Table 4 

Relationship of Social Class to Local 
And State Leadership 

Local President 

6 

18 

41 

13 

0 

x2 = 5.16 not significant 
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State Officer 

4 

5 

9 

0 

0 



Table 5 

Relationship of Employment to Local Leadership 

Employment Local President Other Local Officer Non-Officer 

Not 
Employed 42 202 267 

Part-time 
Em.ployed 6 40 42 

Full-time 
Employed 42 224 289 

2 
x = .987 
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Employment 

Not 
Employed 

Part-time 
Employed 

Full-time 
Employed 

Table 6 

Relationship of Employment to Local 
And State Leadership 

Local President 

42 

6 

x2 = 1.33 not significant 
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State Officer 

9 

0 

10 



Table 7 

Relationship of Motherhood to Local Leadership 

Number of Local Other Non-
Children President Officer Officer 

0 17 87 139 

1 24 153 185 

2 40 169 208 

3 11 52 72 

4 or more 2 18 23 

2 7.19 not significant x = 
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Number of 
Children 

0 

1 

2 

3 

4 or more 

Table 8 

Relationship of Motherhood to Local 
And State Leadership 

Local 
President 

17 

24 

40 

11 

2 

2 2.88 not significant x 
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State 
Officer 

6 

2 

7 

2 

1 



Age of Children 

All 0-5 

At least 1 (0-5) 

All School Age 

Table 9 

Relationship of Age Children to 
Local Leadership 

Local President Other Officer 

36 205 

27 107 

16 80 

x2 = 3.34 not significant 
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.Non-Officer 

261 

142 

84 



Age of Children 

All 0-5 

At least 1 (0-5) 

All School Age 

Table 10 

Relationship of Age of Children to 
Local and State Leadership 

Local President 

36 

27 

16 

x2 = 1.60 not significant 

..:..101...:. 

State Officer 

3 

5 

4 



Husband's 
Participation 

Local 
President 

Local 
Officer 

Non-
Officer 

Table 11 

Relationship of Husband's Leadership to 
Wife's Local Leadership 

Local Other 
President Officer 

12 22 

35 121 

16 205 

x2 = 93.27 Significant at ~ .001 
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Non-
Officer 

8 

84 

317 



Table 12 

Relationship of Husband's Leadership to 
Local and State Leadership 

Husband's Office 

Holds Local or 
State Off ice 

Holds No Local or 
State Off ice 

x 2 = 3.83 not significant 

Local President 

47 

16 
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State Officer 

7 

7 
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OLDER VOLUNTEERS: WELL OFF BECAUSE TIIEY VOLUNTEER OR 
VOLUNTEERING BECAUSE THEY ARE WELL OFF? 

Tracy Bronson Bigney 
Social Science Research Institute 

University of Maine 

The relationship between voluntary association and life satisfaction, 
happiness, or psychological well-being among the elderly has been examined 
several times. Cutler (1973) found that the significant relationship 
between voluntary association and life satisfaction reflected a relation
ship between health and socio-economic status and voluntary association. 
When the effects of health and SES were controlled, the relationship of 
satisfaction and voluntary association became non-significant. Cutler 
concluded "that voluntary associations self-select as members and as 
participants persons who are initially more satisfied with their life 
situation by virtue of their health and status characteristics." (Cutler, 
1973, p. 99). These findings were replicated by Bull and Aucoin three 
years later in a different geographic area. (Bull and Aucoin, 1975) 

Organizational activity was found to be significantly related to 
satisfaction in a study by Palmore and Luikart (1972). In a multiple regres
sion analysis organizational activity was less important in explaining satis
faction than was a self-health rating, but more important than social-psycho
logical or socio-economic variables. Organizational activity was defined as 
the number of religious services and meetings attended each month. 

Palmore and Luikart attempted to analyze determinants of satisfaction 
among adults aged forty-six to seventy-one. The subgroup aged sixty to 
seventy-one differed slightly from the total sample. For these older subjects 
internal control as well as self-health rating was more important in explaining 
satisfaction scores than was organizational activity. 

While organizational activity was a very important variable, other 
activity measures such as social activity hours, productive hours, social 
contacts, and employment were less important. Both social activity hours 
and productive hours included time spent on volunteer work among other 
activities. Productive hours was a significant determinant of satisfaction 
for the total group, but not for the subgroup aged sixty to seventy-one. 
Similarly, social activity hours was a significant variable among men of all 
ages but not among the older group of both sexes. 

Graney (1975) also found a significant relationship between voluntary 
association and happiness. His design involved both interviews and re-inter
views four years later of older women. He found a relationship between 
voluntary activity and happiness and found that changes in activity over time 
were related to changes in happiness. In this analysis, however, there were 
no controls for the effects of health and socio-economic status. 

Another study (Edwards and Klemmack, 1973) found that the correlation 
between voluntary association and satisfaction decreased when the effects 
of education, occupation and income were removed, but that the partial r was 
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still significant (P( .OS). Nevertheless, when voluntary association was 
one of twenty-two variables in a regression equation its effect was non
significant. The multiple regression indicated that the most important 
predictors of life satisfaction were income, occupation, informal non
familial participation, and health. 

In a later study Cutler (1976) examined the effects of membership in 
different types of voluntary associations. His earlier study had measured 
the number of memberships in voluntary associations, the number of associa
tions in which the respondent was "very involved" and frequency of meeting 
attendance, but had not differentiated between types of organizations. Cutler 
found that of sixteen types of voluntary associations only membership in 
church-related groups added significantly to explaining satisfaction and 
happiness scores when the ·effects of health and SES were controlled. 

That the affect of voluntary association of life satisfaction varies 
by type of membership raises a furthur question: Does the purpose of 
voluntary activity play a role in the voluntary association-satisfaction 
relationship? Membership or activity in some organizations is chiefly social, 
in other organizations participation is other-oriented and is seen by the 
participant to be a helping activity. This is the difference between voluntary 
association and "volunteer work." It is possible that the rewards of volunteer 
work, satisfaction and a feeling of self-worth, may contribute more to an older 
person's happiness than does mere membership or activity in a variety of 
organizations. Yet in all the studies cited above volunteer work is not 
distinguished from voluntary association. 

A comprehensive study of Maine's older citizens conducted in the fall 
of 1975 revealed that 21% engaged in "volunteer work." Respondents were 854 
persons aged sixty or older who were interviewed in their homes. The study 
Over 60 in Maine: A Progress Report was conducted for the Maine Committee on 
Aging by Baraara D. Clark and the Social Science Research Institute of the 
University of Maine. Volunteerism was not a major focus of the study, but 
the information collected relating to older volunteers is highly interesting. 

Respondents were asked how they spent their free time. Each was asked 
specifically about a number of activities; reading, watching TV, listening 
to the radio, doing handiwork, playing cards or games, visiting or talking 
to friends, and doing volunteer.l All respondents were then asked which of 
these activities took up most of their time, how much time every day was 
spent at the activity taking most of their time, what they would like to do 
but could not do for some reason, and why they could not do that. 

Of the 182 who did volunteer work, twenty-three reported it as their 
most time-consuming activity. They generally spent one to three hours 
daily volunteering. We do not know, however, what kinds of volunteer work 
were done or how extensively the other 159 volunteered. 

Eighteen respondents (2%) would have liked to do volunteer work but 
could not. The greatest barrier to volunteering was physical limitation; 

1The term volunteer work was not defined for the respondent and no information 
on types of volunteer· work was collected. 
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other obstacles were the lack of transportation, money, or time, and 
home or family obligations. 

Twenty-three percent of the sample were aware of the federal govern
ment' a volunteer program for older persons, RSVP. Among those involved in 
volunteer work, 33% has heard of RSVP, while only 20% of those not volun
teering had heard of the program. Only nine of the respondents had partic
ipated in RSVP. 

Comparisons of those volunteering and not volunteering show marked 
differences. Volunteers were significantly more likely to be satisfied with 
their lives, to say they communicated with people as often as they wished, 
and to score favorably on the Bradburn Affect Balance Scale, or ABS. 
(Bradburn, 1969) The ABS consists of a series of items about how the 
respondent has felt during the past few weeks, measuring both positive and 
negative affect and combining scores to one overall measure of psychological 
well-being. The scale has been validated for use with the elderly (Moriwaki~ 
1974). The items and the percentages of volunteers and non-volunteers 
responding yes to each is sununarized in Table I. 

(Table I about here) 

Volunteers also differ sharply from non-volunteers on other measures. 
Volunteers reported better health and fewer problems with loneliness, spare 
time activities or transportation. In addition, the volunteers appear to be 
a more fortunate group. Only 17% of volunteers had incomes less than $3,000 
yearly as compared with 30% of non-volunteers. Volunteers were also more 
highly educated, and more often got around by driving themselves. Marital 
status, sex, and whether or not the respondent was forced to retire because 
of age appear not to be related to volunteerism. 

(Table II about here) 

The question these data present is whether the differences on emotional, 
psychological measures (the Bradburn scale) are explained chiefly by the 
higher incomes, better health, better education, and so on of volunteers, 
or whether volunteerism plays a role in the older persons' mental well-being. 
Three-way cross-tabulations were constructed between the Affect Balance Scale 
and whether or not the person does volunteer work controlling for personal 
characteristics. These tables show that the significant relationship between 
ABS and volunteer work, as indicated by"X.2, obtains in sub-groups based on 
health, marital status, age, sex, education, and income, except among the 
11% with incomes above $10,000. 

Multiple regression was next used to find which variables could best 
explain the variation in the Affect Balance Scale. Nine independent variables 
selected because of their association with the ABS or with volunteer work or 
their importance as demographic characteristics were entered in the equation. 
Stepwise regressions were performed by the Statistical Package for the Social 
Sciences (Nie, Hall,Jenkins, Steinbrenner, and Bent, 1975). 

As one might expect from earlier studies of life satisfaction (Cutler, 
1973; Cutler, 1976; Palmore and Luikart, 1972; Bull and Aucoin, 1975; Edwards 
and Klenunack, 1973) the variable explaining the greatest amount of variation 
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was health as rated by the respondent. The health rating explained about 
seven percent of the total variation. Surprisingly, however, the only other . 
significant variable in the equation was whether the respondent does volunteer 
work. Volunteer work explained less than three percent of the variation but 
was more important than the socio-economic variables (income and education) 
and marital status, age, sex, ability to drive, and having been employed 
during 1974 · (the last full calendar year). 

A further regression was run following the model of Cutler (1976). The 
variables measuring health and socio-economic status were brought into the 
equation first as a block. Together these three variables explained about 
eight percent of the variation in the Affect Balance Scale. The variable 
for volunteer work was then brought into the equation. A significant (P< .01) 
F value resulted and the R2, explained variation, was increased by about two 
percent. These statistics are consistent with the stepwise regression show
ing that volunteer work is significantly related to scores on the Affect 
Balance Scale even when the effect of health ratings is controlled, and that 
furthermore volunteer work is a significant variable even when the effects 
of socio-economic status are also controlled. 

Differences in findings between this study and others cited above have 
several possible foundations. The chief explanation offered here is the 
difference between voluntary association, measured in other studies, and 
volunteer work. Another explanation worth exploring is the difference in 
dependent variables, the measurements of life satisfaction, happiness or 
psychological well-being. Cutler (1973) and Bull and Aucoin (1975) measured 
satisfaction by the Neugarten, Havighurst and Tobin index (Neugarten, 
Havighurst, and Tobin, 1961). Edwards and Klemmack (1973) used items from the 
Adams Life Satisfaction Index (Adams, 1969). Palmore and Luikart (1972) used . 
the Cantril Ladder (Cantril, 1965). The Bradburn Affect Balance Scale, used · 
here, was also used by Graney (1975). Cutler's later study (Cutler, 1976) 
employed one question of happiness and four concerning life satisfaction. 

The multiple regression technique was again employed to see whether the 
significant relationship of volunteer work and satisfaction when controlling 
for health, income and education was sensitive to the definition of the 
dependent variable. In one regression problem responses to the question, 
"Taking all things together, how would you say things are these days? Would 
you say you're very happy, pretty happy, or not too happy?" were substituted 
for the Affect Balance Scale as the Dependent variable. The zero-order 
correlation between this happiness score and the Bradburn Scale is .495. 
Health, education and income were entered in the regression as a block and 
then the volunteer work variable was entered in a second step. As with the 
Bradburn Scale volunteer work showed a significant relationship to happiness 
even when health, education, and income were controlled. 

As a second check the regression was also done substituting a life 
satisfaction response for the Bradburn Affect Balance Scale. The question 
was, "In general, how satisfying do you find the way you're spending your 
life these days? Would you call it completely satisfying, pretty satisfying, 
or not very satisfying?" The zero-order correlation between satisfaction 
and the ABS was .466.2 Use of this variable made little difference. Once 

2The satisfaction question was separated from the happiness and Affect Balance 
questions by a number of items on transportation, activities, and housing. 
This should have reduce~ the tendency of respondents to develop a response 
pattern and give falsely similar responses to the items. 
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more volunteer work significantly contributed to the explained variation 
when entered after health, education and income. 

Summary 

The data reported here, from a sample of 854 Maine citizens aged 
sixty or older, suggest that whether or not an older person does volunteer 
work is an important variable in explaining scores on an index of psychological 
well-being. The significance of this relationship does not disappear 
when the effects of health, income and education are controlled, suggesting 
that volunteer work itself is directly related to well-being. 

These findings differ from other studies cited which found that the 
relationship between life satisfaction and voluntary association was 
an artifact of relations between voluntary association and variables such as 
health and socio-economic status. Further exploration of the differences 
between voluntary association, usually measured by number of memberships and 
meetings attended, and volunteer work is needed to clarify the relationships. 

The implications of these data should be of interest to those involved 
in volunteer programs for the elderly. Federal programs, such as RSVP and 
Foster Grandparents, as well as private volunteer programs have been developed 
to provide benefits to providers as well as recipients of volunteer services. 
It is important that these benefits reach not only those who are already well 
off in terms of health, income and education. These data imply that volunteer 
work is related to psychological well-being separately from relationships of 
both these variables with health and socio-economic status. Caution must 
be used, however, in inferring a direction of causality. 



TABLE I 

PERCENT OF ELDERLY VOLUNTEERS AND NON-VOLUNTEERS 
RESPONDING YES TO ITEMS OF BRADBURN AFFECT BALANCE SCALE 

(N=854,Maine, 1975) 

During the past few weeks did you ever feel . 

a. 

b. 

c. 

d. 

e. 

f. 

g. 

h. 

i. 

j. 

Pleased about having accomplished 
something?** 

Bored?* 

On top of the world?** 

Upset because someone criticized you? 

Particularly excited or interested 
in something?** 

Depressed or very unhappy?** 

Pleased that things were going your 
way?* 

So restless~ou couldn't sit long 
in a chair? 

Proud because someone complimented 
you on something you had done?** 

Lonely or remote from other people? 

*Chi square significant,p<.05 

**Chi square significant,p<.001 
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Volunteers 

90% 

19 

60 

13 

65 

10 

88 

17 

72 

14 

Non-
Volunteers 

72% 

28 

37 

13 

42 

25 

78 

25 

55 

19 



TABLE II 

PERCENT OF ELDERLY WHO VOLUNTEER BY PERSONAL CHARACTERISTICS 

(N=854, Maine, 1975) 

Age* 

Sex 

60-64 
65-74 
75+ 

Male 
Female 

Marital Status 

Married 
Widowed 
Divorced/Separated 
Never Married 

Income** · 

Less than $ 3,000 
$ 3,000 - $ 5,000 
$ 5,000 - $10,000 
$10,000 or more 

Education** 

8th grade or less 
Grades 9-11 
Grade 12 
Post-Secondary 

Percent 
Who Volunteer 

26 
24 
17 

21 
23 ' 

25 
18 
14 
27 

14 
21 
27 
37 

14 
16 
24 
35 

* Chi square s i gni fi cant P < . 05 

* * Chi square s i g n if i cant P .( . 01 

Percent 
Who Volunteer 

Self Health Rating** 

Excellent 
Good 
Fair 
Poor 

Drives Car** 

Yes 
No 

Has Trouble Getting Around 

Yes 
No 

Worked for Pay during 1974** 

33 
27 
12 

9 

28 
13 

16 
23 

Yes 31 
No 19 

Membership in Organization for 
Older Americans 

Yes 
No 

Aware of RSVP Program** 

Yes 
No 
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26 
20 

33 
20 
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VOLUNTEERISM: SOCIOLOGICAL REFLECTIONS ON LEISURE 
AND SOCIAL CONTROL 

Eo R. Fuhrman 
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Virginia Polytechnic Institute and State University 
Department of Sociology 

Volunteerism is fast becoming a national concerno The interests in 
who volunteers and what types of volunteer agencies are possible is of 
paramount importanceo We need more studies not only to indicate the 
economic impact of volunteerism but also an accounting of what social 
conditions will allow volunteer organizations to flourish. This paper is 
directed at both the macro-structures (social conditions) and the micro
structure of volunteerism (who volunteers)o This paper is not, however, 
a substantive study of a country or a particular group of peopleo Rather, 
it is an attempt to formalize some axioms and propositions about human 
behavior in general, which may apply to the study of volunteerism. 

The paper shall proceed as followso First, some axioms will be 
sketchedo From the axiomatic statements we will derive some propositions 
about the social conditions for volunteerism on the macro and micro level. 
Secondly, we will try to indicate substantively, in part, how this schema 
applies to leisure and the social control community of volunteers. 

AXIOMS 

I. Each individual constructs his own subjective reality. 

II. Individual cognition is constructed from social communications. 

III. Individuals have power over each other's subjective reality (from 
I and II). 

!Vo Each individual attempts to maximize his subjective status to the 
degree allowed by the resources available to himself and others he 
contactso 

V. Each individual values highest what he is best at, and attempts to 
act out and communicate about it as much as possible. 

VI. Each individual seeks social contacts which give him the greatest 
subjective status, and avoids those in which he has lowest status 
(from III, IV, V). 

VIIo Where individuals' resources differ, social contacts involve inequal
ities in power to define subjective realityo 
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VIII. Human beings have the capacity for symbolism (invoking the unseen 
past, future, or abstract notions representing combinations of 
many different experiences) by using images and/or sotmds to 
represent them. (N.B. The capacity for symbolism is not equi
valent to the ability to make certain so\lllds.) 

IX. Human beings are animals who must meet the minimal demands of any 
biological organism for continued existenceol 

MACRO-STRUCTURAL CONDITIONS FOR VOLUNTEERISM 

Given the above axioms, the development of propositions is in order. 

1.0 The more that individuals are involved in producing food for sub
sistence, the less likely they are to direct their attention to 
other activities (i.e., cultural or recreational pursuits). 

2.0 In a subsistence economy, greater prestige will go to those indi
viduals who can provide survival. 

3.0 The greater the survival need for a population, the more likely 
that the greater proportion of the population will be involved in 
subsistence. 

4.0 The greater the proportion of a given population involved in sub
sistence, the le.ss likelihood for differentiation in the social 
system to develop. 

5.0 The lower the level of differentiation in a society, the less like
lihood for volunteerism to emerge (from 1-4). 

The above propositions state the most general conditions for volunteer
ism to emerge as a social activity (i.e., social organization). It also is 
important to indicate in what type of stratification system volunteerism 
may emerge. 

6.0 In a society in which the division of labor is developed (ioe., 
town and country) the greater the likelihood that an individual 
will participate in multiple groups. 

6.1 The greater the participation in different. groups, the more likely 
that an individual will acquire his subjective status from multiple 
group affiliation. 

1 
We are heavily indebtedly to Randall Collin's work, Conflict Sociology 

(1975) for what follows in this section of the paper. Although Collins is 
attempting to provide a comprehensive comparative framework for human be~ 
havior, we are more narrowly interested in his axioms and propositions for 
the development of propositions about volunteerism. 
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6.2 In a society in which subsistence is not the major concern, 
the greater the likelihood of participation in volunteer 
activities (from 5, 6.0 and 6.1). 

We may continue to ask which groups (people) will be most likely to 
participate in volunteer activities in a differentiated society. 

7.0 In a society where the division of labor is developed and some 
groups have defined subsistence work negatively, the greater 
the likelihood of participation in non-subsistence activities 
(from VII and 6.2). 

7.1 In a society where some groups have defined subsistence work 
negatively and those groups have power over others, the 
greater the likelihood that those groups without power will 
imitate those holding power (from VI and 6.2). 

7.15 In a differentiated society, those groups which are not con
cerned solely with subsistence will be more likely to participate 
in volunteer (i.eo, non-subsistence) activities (from 6.1). 

We now turn to an examination of the bearing of surveillance and 
communications on volunteer activities. Our interest here is on the 
effects of surveillance and communication for participating in volunteer 
activities. 

8.0 The greater the development of the technology of transportation 
and communication, the greater the potential diversity of com
munications (from VII and 6.0). 

8.1 The more that political authority (as a distinctive activity) 
is separated from the household, the greater the potential 
diversity of communication and the lower the potential level 
of surveillanceo 

802 The greater the level of the diversity of communications, the 
greater the potential for participation in varied activities 
(i.e., volunteer activities) (from 800 and 8.1). 

8.3 The greater the level of surveillance the more likely that 
groups will adhere to activities that the group controlling com
mtmications defines (from VII and 8.0-8.2). 

804 When a group controls the resources of communication and the 
surveillance activities and it defines volunteerism positively, 
the greater the potential for groups without resources to define 
volunteer activities in a positive manner (from 8.0-8.3). 

9o0 In a society where the division of labor, transportation, and 
communication are highly developed and egalitarian principles 
are espoused, the greater the potential for volunteer activities 
to emerge (from 8.0 and 8.2)o 
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9.1 In a society where volunteer activities are not seen as a 
threat to the groups in control, the greater the likelihood 
for volunteer activities (from VII). 

9.2 In a society where centralization of control and surveillance 
is minimal, the greater the likelihood for volunteer activities 
to emerge (from 8.0, 8.2 and 9.0). 

MICRO-STRUCTURAL CONDITIONS FOR VOLUNTEERISM 

The concern in this instance is for the individual who would be most 
likely to engage in volunteer activities. Rather than examining groups, 
the individual is the focal point of concern. In many instances, we can 
build on the propositions already articulated. 

10.0 The less that an individual is involved in subsistence activities, 
the greater the likelihood that he/she will engage in alternative 
activities (i.e., volunteer) (from 1-5). 

10.1 Given unequal resources, individuals will engage in volunteer 
activities that present themselves as subjective status gains 
(VI and VII). 

10.2 Individuals will have a greater propensity to participate in volun
teer activities when their subsistence is not an issue and when 
volunteer activities are something that the individual is good at 
doing (1-4 and VI). 

10.3 Individuals who do not have high conununity status (i.eo, because 
of occupational rank, age, etc.) will be more likely to partici
pate in volunteer activities when increased status can be gained 
(from VI). 

10.4 Given resource inequality, individuals will join volunteer acti
vities that provide high status but low resource costs (i.e., they 
will not participate if it negatively affects their larger commu
nity status) (from 10.3, VI and VII). 

The above propositions indicate the conditions in which the individual 
will participate in volunteer activities for increasing subjective status. 
It also is of interest to examine who the volunteer worker will most likely 
be. Although we do not want to become overly specific; age, sex, and strati
fication can be tied together in examining the volunteer phenomena. For 
example: 

11.0 In a society where old age is valued negatively, other things being 
equal, these aged would be more likely to engage in volunteer 
activities to increase their subjective status (from VI and VII). 

11.1 In a society where a person's role is circumscribed around some 
particularized activity (e.g., child-bearing), when that activity 
(of a life cycle here) is completed the greater the likelihood 
that people will engage in volunteer activities (from VI and VII). 
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11.2 The more similar their occupational positions, the more similar 
their incomes, and hence, the more likely persons are to live 
in the same neighborhoods and have similar recreations, the 
more likely they are to share conunon values (IV and VI). 

11.3 In a situation where other individuals are those a given individual 
looks to for social reference and those individuals participate in 
volunteer activities, the greater the likelihood that an indi
vidual will participate in volunteer activities (from 11.2). 

In the last two sets of propositions the concern was with motivation to 
volunteer. Attention can now be turned to those already involved in volun
teer activities. 

12.0 The more subjective status an individual gains from participating 
in volunteer activities the more likely the individual will con
tinue that activity (from VI). 

12.1 The more one gives orders, the more he is proud, self-assured, 
formal and identifies with the organizational ideals in whose 
name he justifies the orders (from IV and VI). 

12.15 The more one takes orders, the more he is subservient, fatalis
tic and alienated from organizational ideals (from IV and VI). 

12.2 The more authority an individual gains from upholding volunteer 
activities, the more the person enforces volunteerism as a way 
of life (from VI and 12.0)o 

12.25 The more one takes orders in a volunteer situation, the less 
likely he will be to identify with that organization or its 
ideals (from VI and 12.1 and 12.2). 

At this point, we turn our attention to the conceptual linkage between 
volunteerism and leisure time activity. The discussion of leisure time 
activity and volunteerism will take place in the context of the proposi
tions on volunteerism already articulated. 

CONCEPTUAL LINKAGES: VOLUNTEERISM AND LEISURE 

Conceptual models of leisure range from the humanistic to sociologi
cal including therapeutic, institutional, epistemological, and quantitative 
discussions (Kaplan, 1975). The most conventional characterization of 
leisure is that of a residual--that left over after accounting for pure 
work-job activities (Neulinger, 1974)0 Certainly, the idea of volunteerism 
falls within that residual. We can therefore argue that volunteerism is 
some sub-set of what is conventionally called leisure activityo The 
question is, ''Can parts or segments of leisure be isolated as or related 
to volunteerism?" 
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Leisure definitions have ambiguities even within the residual. 
Everywhere the residual is further delineated by accollllting for general 
biological and maintenance functions, some large degree of error is still 
involved. For instance, eating is a biological necessity which could be 
deemed non-leisure activity; on the other hand, many people and groups 
consider eating to be a leisure activity. The same may be said for house
work, garden activity, childcare, and so ono Isolation of what constitutes 
volunteerism thus would be of assistance to leisure studies by reducing 
the residual. The benefits to studies of volunteerism lie in the area 
of substantive research and empirical generalizations. That is, the body 
of knowledge in leisure studies is voluminouso If some segment of that 
base may be applied to volunteerism per se, quantum leaps with minimal 
effort (i.e., reinterpretation) are possible. We are arguing that a 
number of leisure activity studies can be directly interpreted as studies 
in volunteerism. And, numerous others which may not be reinterpreted 
directly have important implications for a comprehensive view of volun
teerism. At a minimum, such leisure studies can serve as interim support 
for some of the propositions already specified. 

Numerous attempts have been made to develop paradigms of leisure 
activities as counterparts to those economic in nature (Neulinger, 1974; 
Kaplan, 1975; Cheek and Burch, 1976). The result of such efforts is a 
multitude of terminologies which refer to varying levels of abstraction 
and analytic units. The only common element of differentiation attempts 
is that of economic versus non-economic, referred to as non-leisure versus 
leisure (Neulinger, 1974) and work versus non-work (Kaplan, 1975; Cheek 
and Burch, 1976)0 Conceptual commonality ends at this point. Neulinger 
(1974) argues for further differentiation by motivation and goals. Kaplan 
(1975) asserts perceptions of leisure and pleasant anticipation encompass
ing of a wide range of connnitment and intensity to be critical elements. 
Leisure as a component of life-style is the primary element for Cheek and 
Burch (1976). A further problem lies in that various units of analysis 
are focused upon--individual (Neulinger, 1974), social organization (Cheek 
and Burch, 1976), and social system (Kaplan, 1976). 

The initial point of departure for the present paper is similar to 
those discussed above--economic versus non-economic. The difference is 
that we want only to concentrate on human behavior in the most elementary 
sense. That is, the idea of roles, motivations, etc. are assumed to be 
unnecessary complications for conceptually differentiating leisure and 
volunteerism. The initial differentiation is therefore economic versus 
non-economic behavior in that neither is life sustaining for the indi
vidual (see Figure 1). 

[Figure 1 About Here] 

The second factor is that of consumption. The assumption employed 
is that all behavior produces something which is consumed or becomes a 
part of sbme unit. Such consumption is either internal or external. The 
assertion is that whatever the unit (whether individual, family, organi
zation, etc.) behavior is consumed either within or by others external 
to the unit. For example, mowing ones own lawn is internal consumption 
but mowing the lawn of the community center is external consumption. The 
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question is thus, who consumes rather . than .·.why perform? We argue that 
internal cona!J!etion of n.0n..;.ecortomic ·.behavior · denotes · ld.sute; .. external 
con19!ption · ot : rtort~ecortomic · behavi0r .. characterites .. volunteerism. 

To differentiate within each, we employ the idea of reciprocity. 
Behavior with direct behavior counterparts on the part of other t.m.its is 
termed immediate reciprocity. Behavior which has no particular cotm.ter
part in the immediate sense is labelled delayed reciprocity, often termed 
altruism. The argument is that true altruism is virtually non-existent-
some return for doing "good" is expected even if not directly or immedi
ately. The character of immediate versus delayed reciprocity can be 
illustrated--an individual who plays a game of golf alone does incur 
immediate gratification for himself but not in terms of reciprocal action 
on the part of others. That same individual can, however, gain additional 
benefits from that golf game by discussion with others at some later time 
about the 40-foot putt, the great sand shot, the long drive, etco--delayed 
reciprocity in recounting experiences and receiving accounts of like (or 
unlike) experiences from others. 

Differentiation of non-economic behavior by internal versus external 
consumption allows delineation of volunteerism from leisure. Dif feren
tiation within volunteerism and leisure by delayed versus immediate 
reciprocity promotes characterization of types of leisure or volunteerism. 
Some interesting possibilities or comparison purposes thus arise--the 
golf er who plays alone may in many respects be comparable to a Red Cross 
volunteer. Or, a fishing club may be comparable in some respects to a 
community action group. The potential contribution of the paradigm is 
most clear, however, in another respect--a better grasp of what leisure 
studies are most applicable to volunteerism is attained. 

SELECTED STUDIES: IMPLICATIONS AND INTERPRETATION WITH REFERENCE TO 
VOLUNTEERISM 

Studies of leisure time in subsistence and undeveloped societies 
indicate a paradox to common sense characterizations of time utilization. 
A typical view is that maintenance of life efforts in such societies allows 
for little leisure. From numerous ethnographic studies it is noted, how
ever, that virtually irrespective of climatic variations maintenance of 
life functions require only 2-1/2 to 3 work days per week (Cheek and 
Burch, 1976). In apparent contradiction, a work week in the U.S. from 
1850 to 1972 has declined from approximately 70 to 38 hours (de Grazia, 
1964). If we consider, however, s·uch factors as "moon-lighting,"' part
time work, time in getting to and from work, requisites in maintenance of 
home, and increased work participation of women, the gains in leisure time 
are essentially non-existent (de Grazia, 1964). How is it then that we 
can posit · a relationship between movement away from subsistence and 
increased leisure participation (and by implication volunteerism)? And, 
how can the growing concern with volunteerism as well as growth in the 
number of volunteer organizations be a function of societal development? 
More simply, if we are feasibly losing leisure time with increasing 
economic development, why should anyone freely engage in servd.ce functions 
for others which further reduces the residual left from work activity? 
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Two possible avenues o~ some pot~ntial are ;Lmmed~ately apparent for 
accountj.ng ~or the above paradox. Each is concerned wi.th the effects of 
socio~econOJllic development, 'First is noted effects on primary relations. 
It is typically asserted that economic development (including 
differentiation and division of labor) has a detrimental effect on the 
intensity and/or continuity of primary relations. It can thus be argued 
that increased concern with leisure pursuits (and volunteering) is one 
means by which primary relations are established and intensified in a 
complex society. Patterns of leisure participation with respect to sex, 
age, and life cycle (Cheek and Burch, 1976) provide some foundation for 
this perspective. We also suggest that volunteerism and growths in the 
number of volunteer organizations are a related phenomena. 

A second phenomena which proves to be assistance in accounting for 
the paradox is concerned with status and occupations in complex societies. 
Economic development promotes specialization of work and status attainment 
through pure work activities. Given the difficulties in allocating indi
viduals to work settings which are most congruent with their abilities, 
some degree of dissatisfaction is likely (and apparent). Leisure activi
ties (and volunteerism) provide mechanisms by which several goals may be 
realized. First, an individual can participate without economic or life
style costs. Thus, leisure activity may be an avenue by which an 
individual can "try out" a potentially viable new work-like activity 
without risking economic well-being (Cheek and Burch, 1976). Another 
issue deals with status attainment. There are necessary limitations on 
objective status attainment in highly developed societies, but leisure 
activity provides a means to be "good" at something. Recognition of 
worth in any realm thus becomes a motivation for increased participation 
outside the work arena. Subjective status can then be attained through 
leisure or voluntary pursuits. If we add the likelihood of leisure being 
one means to dissipate dissatisfactions incurred in the pure work setting, 
increased leisure participation: in conjunction with economic development 
becomes even more understandable. 

The above discussion revolves around the "compensatory" argument 
(Neulinger, 1974) so often invoked as a means of accounting for relation
ships between work and leisure. Another argument of some note in this 
regard is typically termed "spillover" (Neulinger, 1974). This perspec
tive takes note of the fact that some portion of leisure activities are 
direct functions of work activities. For instance, a carpenter may make 
furniture as an interest pursuit without connotations of status-esteem 
maintenance attainment or compensations for other dissatisfactions. The 
issue is again pertinent in terms of economic development. Specializa
tion of function in the actual work setting may not be conducive to taking 
advantage of all theindividual's abilities within a given area. This is 
not to suggest that dissatisfaction is rampant or that status attainment 
is inadequate; fulfillment through leisure activity may therefore be 
through expanding work activities per se, but in another environmento 

The potential contribution of leisure studies to those of volunteer
ism should be apparent. Leisure studies suggest the seeking of: (1) 
primary relations; (2) status attainment; (3) environments to "try-out" 
a new vocation; and (4) environments to accomodate work-circumscribed 
abilities. If the paradigm relating leisure to volunteerism is roughly 
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acceptable, the hypotheses should be applicable to studies in volunteerism. 
The potential is far greater than the selective discussion above in that 
only a mi.niscule portion of leisure studies have been tapped. However, to 
promote awareness of the potential is sufficient for our purposes. 

SOCIAL CONTROL AND VOLUNTEERISM: A CASE STUDY OF JUVENILE PROBATION 

The preceding list of propositional statements regarding volunteerism 
would lead one to predict that the majority of volunteers would be extend
ing primary relations, seeking status attainment, or trying out new 
vocations. A look at the use of volunteers in juvenile probation (in the 
U.S.) may add support for these propositions. 

The use of volunteerism with respect to juveniles in the U.S. devel
oped in full scale during the middle part of the nineteenth century. From 
the earliest stages, volunteerism with juveniles was dominated by middle
class housewives. The conservative and moralistic motivations of these 
women are analyzed in several volumes, notably Platt' s The Child Savers, 
(1969). It is interesting to note that in line. with a further prediction 
from the propositions stated above, the concept of volunteerism with juven
iles began to emerge at about the same time as technology, mass connnuni
cation, and division of labor all began to develop rapidly in the U.S. 

With the development of the juvenile court around the turn of the 
century, occupational specialization, together with increased recognition 
of the utility of the behavioral sciences, led to the decline of volunteer 
workers with juvenile delinquents. During the nineteen fifties, however, 
we began to see renewed interest in the volunteer as an agent of change 
and this interest has continued to the present with increasing scope 
(National Council of Jewish Women, 1975; Latina and Schembera, 1976). 
While precise details concerning the social and political characteristics 
of contemporary juvenile volunteer workers are not often given, indications 
are that these characteristics are generally similar to those of the 
nineteenth century volunteer; that is, middle-class, conservative house
wife. With increased emphasis in the U.S. today towards removing the 
juvenile status offender from the purview of the juvenile court, we may 
expect to see the use of volunteers continue to growo The characteristics 
of these future volunteers, however, may not be the same as those of the 
past. This may be the case inasmuch as the volunteer movement may be said 
to have been given an "artificial boost," as it were, from legislative and 
court decisions mandating the unofficial handling of many juveniles. Thus, 
it is reasonable to suspect that a larger pool of volunteer workers will 
have to be developed in order to supply the expected extra demand for 
volunteers in the near future. 

Not all previous volunteer programs with juveniles have been populated 
with middle-class personnel. Perhaps the best known delinquency prevention 
projects in the U.S. are the Chicago Area Projects. One of the cardinal 
features of these projects has been the domination of operation by local, 
neighborhood indigenious laymen--parents, relatives and adult role models 
of juveniles living in high delinquency areas (Finestone, 1976). Since 
most of these areas are characterized by poverty and lower-working class 
occupations, local adult leaders drawn from the neighborhoods to serve 
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essentially as volunteer workers would also be classified as working or 
lower class. Thus, many of these indigenious personnel may be seeking 
subjective status gains or extending the sphere of their primary relations, 
the need to feel important, so to speak. 

Whether volunteers have come, or will come, from middle and upper 
class segments of society, the conservative orientation of these workers 
remains as a primary characteristic of them and the nature of the work 
they perform. Voltm teer work in the area of juvenile "corrections" has 
had a strong individualistic orientation, and there is little reason to 
suspect this orientation will change in the future. The goal of such 
work has been to turn the individual around to an "acceptable" lifestyle 
or outlook on life. Even in such programs as the Chicago Area Projects, 
where the focus of attention has been manifestly on local neighborhood 
structure, concern for the individual plight of juveniles has often been 
raised. In other words, volunteer programs have never been aimed at 
redistributing power structures or reshaping dominant societal institu
tions as part of the rehabilitation process. The selection of volunteer 
workers (largely conducted by, or under the guidance of, juvenile court 
judges) largely reflects this conservative orientation. The conservative 
posture of volunteer workers and volunteer work in the field of juvenile 
corrections is perhaps the key element of volunteerism in general. 

CONCLUSIONS 

In summary, this paper has attempted primarily to distinguish the 
economic from the non-economic aspects of volunteer behavior. This is 
not to say that volunteerism is strictly non-economic in orientation. 
Indeed, in many instances volunteerism may be thought of as a way to 
improve economic productivity. For example, a bank may want to improve · 
its economic relations with the connnunity and as such may volunteer its 
administrative executives for various community volunteer activities. 
Insofar as volunteerism can be viewed as a non-subsistence activity it 
can be fruitfully compared with leisure time behavior. A review of the 
literature on leisure behavior suggests that people participate for one 
or more of the following reasons: (1) expansion of primary relations; 
(2) status attainment; (3) environments to "try out" a new vocation; 
(4) environments to accomodate work circumscribed activities. Studies of 
leisure may be useful in helping us to understand volunteer behavior. 
Similarly, a study of social control volunteers in the Chicago Area Pro
jects may lead us away from simplistic analyses which simply state that 
people with extra time on their hands will volunteero Indeed, it may be 
the case that volunteerism in the social control community is intimately 
related to the same structure of motives for leisure time activity. 

In any case, we believe that greater conceptual clarity and cross
fertilization from other disciplines is necessary for understanding the 
volunteer phenomena. Volunteerism does seem to be a variant of non
subsistence behavior and as such needs clarification in relationship to 
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other non-subsistence activities. In addition, we need further enlighten
ment on the range and types of volunteer organizations as well as an 
indication of their relationship to the · structure of individual motives, 
Without the above, it will be difficult to maintain and encourage the 
development of volunteerism as a way of life. 



Figure 1 

DELINEATION OF LEISURE AND VOLUNTEERISM BEHAVIOR 
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VOLUNTEERISM IN TWO MARYLAND COUNTIES 
Gene C. Whaples, Joseph D. Williams, and Carole Larsen 

Department of Agricultural and Extension Education 
University of Maryland 

This paper attempts to provide some insight into volunteerism: who volunteers, 
where their volunteer energies go, and how they feel about their volunteer 
activities. In addition, we have attempted to provide a glimpse into the organized 
club as a source of volunteerism. This attempt has probably raised considerably 
more questions than we have been able to answer. Those of us who draw heavily 
on the volunteer community can benefit by having a better understanding of where 
to look and how volunteers will feel about various types of volunteer activities. 
The data provided in this paper were drawn from two recent studies; (1974 data) 
carried out in neighboring counties in Maryland. Neither was designed specifically 
to deal with questions related to volunteerism. However, a further analysis of 
data already collected was attempted. One study dealt with a stratified random 
sample of 196 homemakers who were members of 50 Extension Homemaker 
Clubs in metropolitan Montgomery County, Maryland, who had indicated that 
they were involved in volunteer activities. The sample was stratified to insure 
that 15 per cent and no less than three representatives for each club were 
included. The sample was selected from 488 volunteering members of a larger 
survey ( 1, 102) . 

The second population from which data for this paper has been drawn were 
identified in a study of randomly selected households· from Frederick County, 
Maryland. The survey allowed us to look at adults (18 years old and up) and 
teenagers in the households who indicated they were contributing volunteer time. 
In both of these studies, frequency counts and chi square analyses were used 
to interpret the data: significance was set at .10. 

Frederick County, a nonmetropolitan county, has an identifiable urban center 
with a population of approximately 25, 000 and a constellation of smaller towns 
which provide local centers. 

In order to reflect differences in population density within the county, the 
sample was allocated proportionately among three different density strata -
open countryside, incorporated villages and central city. The random sample, 
stratified in this way, resulted in 146 interviews in the open countryside, 65 
in the city and 36 in the incorporated towns. 

The total of 247 households contained 542 adults and 315 children. The 
volunteers were members of 112 or 45 per cent of those households in the total 
study. There were 139 individual volunteers in the sample; they volunteered 
time for direct service to clientele or organizations or time for fundraising 
for organizations. Thirteen of the volunteers were dependent children under 18. 
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The 126 adult volunteers represented 23 per cent of the total number of adults. 
The median age of adult volunteers was 41. These volunteers provided help 
to 50 different agencies or organizations. They included: 

Red Cross 
Church 
4-H 
Boy Scouts 
Girl Scouts 
Little League 
Drum and Majorette Corps 
Elementary Schools 
PTA 
Hood College 
YMCA 
Planning and Zoning (town) 
Parks and Recreation (city) 
Com.mission on Aging 
Extension Homemakers 
Grange 
Farm Bureau Women 
Buri tan 
Civinettes 
Lions 
Delta Cappa Gamma 
American Assn. of University 

Women 
War Vetarans 
Catoctones 
Civic Association 
salvation Army 
Volunteer Fire Department 

Private Recycling Group 
Alcoholics Anonymous 
Planned Parenthood 
Mental Health Assn. 
Assn. for Retarded 

Citizens 
Jeanne Bussard Train-

ing Workshop 
Francis Scott Key Center 
Goodwill Industries 
Handicapped and Blind 
Frederick Memorial 

Hospital 
Leukemia Foundation 
Cancer 
Frederick Art and Civic 

Club 
Heart Association 
March of Dimes 
Muscular Dystrophy 
Cystic Fibrosis 
United Fund/Community 

Chest 
C ropwalk for the Hungry 
Multiple Sclerosis 
TB-Lung Association 
Coast Guard Flotilla 

Fifty-eight per cent of the volunteers were housewives, 23 per cent were 
male heads of households, ten per cent were dependents, four per cent were 
female head of households and two per cent were single males. Only seven 
volunteer's households were one adult households. 

When looking at the number of people in households who volunteered, we 
found that one household bad six volunteers, five (five per cent) households had three 
volunteers, 12 (11 per cent) households had two volunteers and 94 (84 per cent) 
households had only one volunteer. The volunteer households represent a higher 
perGentage of families with children under 18 and a lower percentage of childless 
households than was found in the larger sample. 

In most cases, response to amount of time volunteered was not specific and 
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had to be estimated from the activity named and the reported frequ ency. 

In developing this data a number of assumptions were made. These included 
the following: that door to door canvassing for funds involved one hour a day 
for a week, helping the teacher at school one day a week equalled six hours, 
church dinners involve three hours of time, and giving blood, one hour. Hours 
volunteered were calculated only on an hours-per-year basis since many 
activities reported, especially fundraising, happened only once a year. In 
some cases, it was impossible to estimate number of hours volunteered from 
the information given. For example, plumbing skills given to the church "often" 
or teaching a volunteer nurses• aide course when no duration was specified. 
There were five such instances. Hours volunteered therefore were underestimated 
by at least that amount. 

·An estimated total of 8, 965 hours could be identified. This averaged 65 hours 
per volunteer per year of 80 hours per household per year. The range for 
individuals was from one to 564 hours per year. 

Of the individual volunteers, 26 (19 per cent) gave time for both fundraising 
and service. 

INCOME 

In the larger sample, whether a household volunteered service time or fund
raising time varied significantly (p=.10) based on income. A significantly higher 
percentage (P =. 01) (25 per cent) of households with incomes of $15, 000 or more 
volunteered service time than households with low or middle incomes (13 per 
cent and 14 per cent respectively). Similarly, a higher percentage of high 
income households volunteered time for fundraising.. Those with incomes of 
$7, 999 or less contributed a much lower percentage of time f<;>r fundraising 
(p=.01). (See Table I.) 

(Table I about here) 

Considering Maslow•s Hierarchy of Human Needs, does this suggest that 
lower and middle income people even though they may have equal or greater 
time to volunteer are investing energies in dealing with their own problems? 

FAMILY LIFE CYCLE 

Three stages of family life cycle were used in analyzing the data: Early-
families with at least some children under 6 years, Middle-- families with 
children 6-18 years of age and no children under six years, Late--families 
with children 18 and over in the home or couples with no children and the 
husband 45 years and over. A fourth group consisted of those not in the 
family life cycle. 

Volunteering both service or fundraising time was analyzed by Family Life Cycle . 
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Two life cycle stages volunteered more time than the other two: twenty-eight 
per cent of the l1ouseholds volunteering time were in the middle childrear
ing stage and 24 per cent were not in the family life cycle (single). House
holds were more likely to volunteer time for fundraising if they were in the 
middle childrearing stage (P =. 05). Those households not in the family life 
cycle provided the lowest percentage of volunteers for fundraising. It is 
possible that volunteerism by school age children could explain the high percentage 
of households in the middle childrearing stage who volunteer. 

School age children are old enough to collect funds door to door for charities 
and some participate in Ride a Bike for the Retarded, Walkathons and Muscular 
Dystrophy backyard carnivals. Our data on indivichlal volunteers reveals, 
however, that over two-thirds of the youth volunteers are in households where at 
least one achllt is also a volunteer in some capacity. (Gee Table II.) 

~Table II about be re) 

A good source of help in the fundraising area seems to be teens. All the 
teens that volunteered time provide help in the fundraising area. One-third of 
them also volunteered service time. Your teens may be an untapped source of 
volunteer help. Their cause orientation could be the motivation for them to 
get out and become fundraisers. 

SEX 

The 126 volunteers were 28 per cent male and 72 per cent female. We found 
that a greater proportion of service volunteers were male (30 per cent) than of 
fundraising volunteers (22 per cent). However, number of hours volunteered 
for fundraising or service did not vary significantly by sex. 

WORK STATUS 

Although the actual numbers o.f male volunteers were small, it could be seen 
that a large percentage of men spent less than ten hours a year fundraising 
regardless of their work status (full time, part time, not employed)• This was 
also true of women with regard to work status except among women who were 
retired from work. Sixty-seven per cent of this group spent more than IO.hours 
a year fundraising while less than 45 per cent of any other work status group of 
females spent more than ten hours a year. 

Forty-one per cent of service time volunteers worked full time. Thirty
three per cent were housewives, ten per cent worked part time, the remainder 
were either students or retired. This same pattern exists for fundraising 
volunteers with increased percentages for part time and retired persons. The 
dee rease is found among full time working volunteers. 



-131-

EDUCATION 

The volunteers had more education than census data indicate for the county 
as a whole: twenty-four per cent had less than a high school diploma (compared 
to 57 per cent county); thirty-six per cent were high school graduates (compared 
to 25 per cent county); and 40 per cent had some post high school schooling 
or training (compared to 17 per cent county). Level of education, however, was 
not a significant variable in explaining variance in number of hours volunteered 
for service or fundraising. 

AGE 

The kind of volunteering indivichials did varied by age. Of the older two 
groups, 40 to 59 year olds represented 54 per cent of the service volunteers and 
47 per cent of the fundraisers. The 60 to 78 year olds represented only nine 
per cent of the Service volunteers but 15 per cent of the fundraisers. While 
age group did not significantly affect number of organizations service time was 
given to, it did influence number of fundraising hours ( p==. 02). While the 
greatest number in each age group volunteered less than 11 hours, the number 
of volunteers who gave more hours to fundraising increased by age group so 
that 36 per cent of those over 60 were contributing more than 21 hours to 
fundraising. 

RESIDENCE 

Location of residence in the county did not significantly affect whether or not 
a household volunteered either service time or time for fundraising. While the 
act of volunteering did not vary significantly with location of residence, the 
number of hours of service time volunteered by town residents was markedly 
lower than for city and open country residents. (p=.05). More fundraising 
hours beyond ten hours tended to be volunteered by city residents and then by 
towns' residents but results were not significant. The explanation for this 
seems to lie in the locational distribution of the other demographic characteris
tics of volunteers. The locational distribution of volunteers by sex is fairly 
proportioned. The age and work status distribution are not. The middle age 
group, which contributed a lot of service time, is overrepresented in the country 
and underrepresented in the city. Those not in the family life cycle, who also 
contributed a lot of service time, are very underrepresented in the towns and 
overrepresented in the county and city. The oldest age group which contributed 
a lot of fundraising hours, is . greatly overrepresented in the city and underrepre
sented in the towns and countryside. 

The distribution of those volunteers working full time was also disproportionate 
with a higher per cent living in the countryside. Seventy-five per cent of those 
volunteers who are retired live in the city with very few living in the towns or 
countryside. A disproportionate number of volunteers working part time live 
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in towns. They tended not to volunteer service time. Could it be that the 
older people in the city volunteer more because of proximity or because of 
concentration of opportunities and that the countryside volunteers do so because 
family life cycle outweighs inconvenience or as response to isolation? A re 
the full time workers in the countryside farmers who have somewhat more 
flexible work days even though less time? Does the town dweller lacking 
variety of opportunity and not spurred by isolation tend not to volunteer service? 

TIME VOLUNTEERED 

Thirty-five per cent of the service volunteers gave more than 97 hours per 
year. Fundraising is an activity comparatively shorter in duration and less 
frequently occurring. No one volunteered over 90 hours a year for this activity 
even when working for a number of organizations. The median number of hours 
yolunteered for fundraising was five and one-half. Seventy-one per cent of the 
fundraisers only volunteered to one organization and 70 per cent gave less than 
11 hours a year for fundraising. 

Seventy-nine per cent of the service volunteers served only one organization 
but only ten per cent gave less than 11 hours of service. 

FEELINGS ABOUT VOLUN1'EERISM 

Sixty per cent of the volunteers enjoyed their volunteer work, 29 per cent 
felt that it was a duty or obligation to volunteer their time, 11 per cent disliked 
their volunteer work. 

One-third of the volunteers volunteered time to their church. The Red Cross 
had 21 per cent of the volunteers and over half of them gave blood. The Heart 
Fund had 18 per cent of the volunteers and Cancer Drive 11. 5 per cent. The 
other organizations or groups of organizations bad less than ten per cent of the 
volunteers serving them. 

Because of the distribution of volunteers among a multitude of organizations, it 
would be misleading to discuss percentages of volunteers who disliked, felt 
an obligation to, or enjoyed working for specific organizations. Three 
organizations using six volunteers for fundraising did not have any of these 
volunteers who expressed enjoyment about providing this service; United Fund, 
Multiple Sclerosis, and Salvation Army. Sixteen organizations with 39 volunteers 
had 100 per cent of their volunteers expressing enjoyment about the service pro
vided regardless of the tasks performed. They were 4-H, volunteer fire depart
ments, other membership organizations, YMCA, school, government, civic 
organizations, homemakers, Cropwalk for the Hungry, Coast Guard, Farmer's 
Groups, Alcoholics Anonymous, Planned Parenthood, Goodwill Industries, Boy 
Scouts, and the Lung Association. 
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Another 14 organizations had some volunteers who either disliked what they 
did or felt it was their duty rather than expressing enjoyment. 

Analysis of what is done by the volunteer was grouped into four categories: 
(1) time spent in organizational maintenance, for example, being president of 
an organization, (2) time spent directly with "clients", for example, 4-H 
Leader, (3) fundraising, either to maintain the organization or to be distributed 
by them, and (4),a small category, donating blood. 

Responses designating how the individual felt about their volunteer activity 
fell into three major categories: (1) enjoy, (2) feel an obligation or duty to do 
it, (3) dislike doing it. In addition, there were nine responses indicating the 
volunteer derived some personal benefit from the action and did it for that 
reason. 

The most frequent task, fundraising, a task done by 132 volunteers also 
drew the most responses of dislike (11). Comments accompanying this response 
can be generalized as "I dislike only seeing my neighbors when Itm asking for 
money. I don't like going door to door but no one else will do W'. In addition to 
those who disliked fundraising, 2 7 per cent of the fundraisers did it out of a 
sense of duty or obligation either to the organization or to the community or 
society as a whole. However, 64 per cent of the fundraisers said they enjoyed 
volunteering this way. 

It may be that the door to door style of fundraising is causing the negative 
feeling. Other methods could possibly be more enjoyable to volunteer. It seems 
that where a service is connected to fundraising, the feeling is more positive. 
There may also be a relationship to enjoyment and the degree of social interac
tion in a group context. The rejection risk in a one on one situation is much 
higher than in a group activity. 

Volunteering time to maintain the organization and time directly to "clients" 
had similar frequency (34) and (35). However, the difference between them is 
marked. Time volunteered directly to "clients" drew only a response of enjoy
ment. Time spent in organizational maintenance m the whole was enjoyed 
82 per cent but 12 per cent did it from a sense of duty and six pe~ cent disliked 
it. 

Giving blood is a rather unique volunteer act specific to the Red Cross and 
mentioned by 13 of the volunteers. Thirty-nine per cent enjoyed giving blood, 
eight per cent felt it was their duty, 15 per cent disliked it and 39 per cent did 
it to protect their families. 

CONCLUSION 

Based on these findings, if we were lookirg for a service volunteer, we would 
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probably be more successful if we looked for people who were: 

(1) More highly educated than the general population 

(2) With children between sL"< and 18 years of age or single 

( 3) Female (three out of four) 

(4) Higher Income 

(5) Between 40 and 59 years old 

(6) Working full time or a housewife 

If we were looking for a fundraiser, we would adjust the above criteria and 
include: 

(1) Retired women and part time workers 

(2) Teens 

(3) Middle income as well as upper income persons 

(4) Expect even fewer men 

MONTGOMERY COUNTY 

The Montgomery County study of Extension homemaker club volunteers revealed 
that 44 per cent of its membership of women were involved in some type of 
volunteer activity. On the average, these women spent 3. 82 hours per week 
doing volunteer work. To provide additional insight into this particular group 
of volunteers, we looked at data which revealed that 99 per cent were married. 
Ninety-eight per cent lived in individual housing, 48 per cent bad resided in 
the county for less than ten years and the average age was approximately 40. 
Seventy-three per cent lived in the suburbs, two per cent lived in an urban area 
and 25 per cent identified themselves as rural residents. Twenty per cent of 
the women indicated they were employed. The women identified themselves as 
being highly involved in their extension homemaker clubs with 79 per cent 
indicating that they were exposed to monthly programs and 52 per cent indicating 
that they always attended. 

AREAS OF VOLUNTEERING 

In looking at the areas in which these women did volunteer work, our data 
showed that over 50 per cent contributed time in three or more areas. Those 
that contributed in three or more areas tended to contribute more hours per week 
than those who did not. (Two categories of time were used in the analysis: less 
than four and four . or more hours). Seventy per· cent of the women indicated that 
they did volunteer work "for the church. Sixty-two per cent indicated that they 
gave time to the school. Twenty-three per cent contributed time to civic projects. 
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Those that gave time in this area tended to contribute more hours than those 
who were not involved in the civic programs. (P == . 09). 

The next largest area of time contribution was to youth programs with 15 
per cent of the women contributing time in this area. There was a significant 
difference in the number of hours given by the women contributing time to youth 
programs with those involved giving more time. (P =. 01). For the purposes 
of this study, 4-H as a youth program was handled separately. The feeling was 
that extension homemakers clubs' members would probably also be involved in 
the extension 4-H and youth program. However, only six per cent of the women 
contributed time as volunteers to 4-H. 

Another area of major volunteer work was to the hospitals with 12 per cent 
contributing time in this area. A number of factors were looked at to determine 
if they related to the number of hours these women were willing to contribute. 
These inCiuded length of county residence, years marrted, number of children, 
age of youngest child, age of oldest child, number of children at home, the 
homemaker's age, area of residence, employment and the involvement and 
training received at homemaker's clubs monthly training meetings. None of 
these areas approached significance. 

THE CLUB UNIT 

Further investigation of the data was made based on "club units". For the 
purpose of this analysis, a club unit consisted of all members who volunteer 
from the same club. There were 50 club units consisting of three or more 
persons that were included in the analysis. Using the club unit as a basis of 
analysis, it was determined that there was a significant difference (p=. 05) 
based on the age of the youngest child. Those club units in which tre age of 
the youngest child was between six and 11 years contributed more volunteer 
time than did those whose youngest child was in the age group of birth to five 
or 12 and older. No significant difference could be found based on nnmber of 
children, age of the oldest child, age of homemakers, area of residence or whether 
or not the persons were employed. 

Two areas approached significance (p=.11). The first was county residence; 
the units whose members bad been county residents from 11 to 15 years contri
bute more hours of volunteer time than did those with 16 years of residence or 
more. This group contributed more hours than did those with between one and 
ten years of county residence. The second area that tended towards significance 
was based on number of children at home. Those with two children or three and 
more children contributed more time as a volunteer than those with one or less 
children. 

This finding supports previous research which indicated that volunteerism 
increases with the number of children one has and that this may occur as 
adults become involved in the childrens' activities or it may be that the ach1lt 
desires to get away from the family and children for awhile. Previous research 
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has also supported the concept that people reside in a community for a period 
of time before they become affiliated with community activities. 

Interpretation of those data based on club units raises a number of questions 
which are not answered in this paper: How can we best identify organizations 
from which volunteers can be recruited? A re there certain organizations 
that more likely attract persons oriented toward volunteerism? Do certain 
organizations support and encourage particular types of volunteer activities? 
What methods might best be used to identify and recruit volunteer help from 
organized groups? There is need for more research into this area of 
volunteerism. 

*Data for the Montgomery County Study was collected by Bonnie O. 
Tanner, "The Program Palnning Process at Montgomery County 
Extension Homemaker Clubs 1976", (Published Master's Thesis, 
The University of Maryland, College Park, Maryland, 1977. 

Data for Frederick County was collect as a part of a study, 
"Community Service For People in the Nonmetropolitan Northeast", 
(NE-77) 1974, Northeast Agricultural Experiment Stations 
cooperating. 



TABLE I 

INCIDENCE OF VOLUNTEERING IN FREDERICK COUNTY 
HOUSEHOLDS BY INCOME 

Household 
Income 

Up to $7, 999 

$8-14,999 

Over $15, 000 

2 
x = 4.20 

Household 
Income 

Up to $7, 999 

$8-14,999 

Over $15, 000 

2 
x = 9.68 

f (o) 
f (e) 

df:::: 2 

df:::: 2 

Service Volunteering 

Yes No 

10 64 
12 62 

14 84 
17 81 

17 51 
12 56 

41 199 

p = .10 

Fundraising Volunteering 

Yes No 

21 54 
32 43 

38 59 
42 59 

36 32 
29 39 

95 145 

p= • 01 
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Totals 

* 74 

98 

68 

240 ** 

Totals 

75 

97* 

68 

240** 

*No information - 1 case 

**Six refused income information 



TABLE II 

INCIDENCE OF VOLUNTEERING IN FREDERICK COUNTY 
BY FAMILY LIFE CYCLE 

Service Volunteers 

Family Life Cycle Yes No Total 

Early f (o) 7 64 71 
Childrearing f (e) 12 59 

Middle 21 54 75 
Chilch .. earing 13 62 

·Late 7 64 71 
Post Childrearing 12 59 

Not in FLC 7 22 29 
5 24 

Totals 42 204 246 

2 
= 12 .. 5666 df = 3 p= .0057 x 

Fundraising Volunteers 

Family Life Cycle Yes No Total 

EarJy 23 49 72 
Child.rearing 28 44 

Middle 38 36 74 
Childrearing 29 45 

Late 28 43 71 
Post Childrearing 28 43 

Not in FLC 8 21 29 
11 18 

Totals 42 204 246 
2 

= 7. 7960 elf= 3 p= .0504 x 
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VOLUNTEERING THROUGH LEISURE TIME: 
AN IMPORTANT PART OF THE CAREER DEVELOPMENT PROCESS 

Carl McDaniels, Program Area Leader, Career Counseling 
Gene Hayes, Program Area Leader, Recreation 

College of Education 
Virginia Polytechnic Institute and State University 

Blacksburg, Virginia 

Introduction 

Most people have traditionally defined themselves in terms of work. 
If you ask someone who he or she is, after their name they are most likely 
to tell you what their occupation is or what they do for a living. That 
is how the names Farmer, Miller, Carpenter, Barber, Plumber and others 
got started. Thus it has been that people turn to their jobs as a way of 
defining themselves and attempting to give meaning to their lives. This 
made sense when work was viewed as the principal focus of a person's life, 
involving their home and often their family. A completed product was often 
the end result. However, a job has now become, for many people, detached 
from the rest of living. One goes to a factory or a place of business, 
perhaps some miles away, works by the clock, and may work on only one small 
part of a production line process, or they may work in an equally minute 
white collar position. This often leads to a process generally referred 
to as worker (Sheppard and Harrich, 1972). The division of labor, basic 
to the industrial revolution and automation, has also led to the breakdown 
of one way a person has had to giving meaning to his life. A person now 
needs some way of finding the satisfaction and involvement formerly found 
for many people in the dignity of work. 

An article in a recent issue of Newsweek (1973) suggests that the answer 
is job redesign and a general humanization of the work place . A series of 
stories in the Washington Star - News (Fialka, 1973) arrived at essentially 
the same solution. Foulkes (1969) in a significant study calls for a more 
creative app~oach to designing more meaningful work. A survey by Sorrenson 
(1973) reported that most Americans do like their jobs after all and prefer 
work to non-work. Another way to bring this about is to concentrate on 
the process of career development over one's total life span and to define 
career development to include both work and leisure. 

Career development is becoming a matter of national attention in the 
United States. The publications, Work in America (Task Force, 1977), and 
Studs Terkel's Working (1974) are best sellers. More and more concern is 
being shown for assisting people of all ages with vocational adjustment. 
These include young entry worker, the mid-career person or preretirement 
worker. The importance of a person's initial selection of an occupation is 
being stressed more and more in our schools and colleges. 

At the same time, there is a renewed interest in leisure. Much research 
is being conducted concerned with non-work hours--how much do people have 
and how do they use it. Newsweek and Time both have weekly sections on 
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leisure related activities. There is a popular new publication called 
Travel and Leisure. The Journal of Leisure Research is a professional 
publication emphasizing the recreational aspects of leisure. Leisure 
Today is a regular part of the Journal of Health, Physical Education 
and Recreation. A center for leisure studies has been established at 
the University of South Florida under the leadership of Max Kaplan. Under 
these conditions, it seems imperative to examine in detail the interrela
tionships between work, leisure and career development. 

Some Concepts of Leisure 

Historically, leisure was not of any great concern, because the 
average worker did not have any! What to do with time off from work was 
not a problem because not many people had any, at best only the wealthy. 
In the last one hundred years this has begun to change. The work week 
has been reduced from 70-80 hours a century ago to 37~-40 hours per week 
today. It does not appear there will be a further major reduction in the 
work week in the innnediate future. 

The accelerating rate of technological change is likely to result in 
increased leisure, both at home and at work. We're already seeing leisure 
created by legislative action such as daylight saving time and moving holi
days to create 3-day weekends. We are seeing experimentation in business 
and industry with 4-day and even 3-day work weeks and further extension 
of the concept of flextime. Workers are getting longer vacations. Kegley 
(1973) has recently cited companies which are liberalizing vacation policies 
by shortening service requirements or adding another week to the maximum 
for veteran employees. Another new idea is to give workers double pay for 
vacation time so they can do more with their increased leisure. People 
are retiring earlier and living longer. They are also in much better 
health during these retirement years. Almost everyone in the United States 
is able to spend a smaller percentage of his or her life working and a 
larger percentage in part-time or full time leisure! 

Despite poverty, which is being reduced annually in the U.S.A., people 
do have more money to take advantage of the opportunities for leisure. It 
is estimated (Leonitiadeo, 1973) that the leisure market is between $50 -
$150 billion annually in this country. There is an increased number of 
recreation facilities and greater access to means of transportation to get 
people to them. There are publicly and privately supported programs in the 
artistic and musical pursuits available for people of all ages. There is 
also a growing interest in all types of crafts. 

With the expansion in leisure activities there has been a concurrent 
growth in the theoretical aspects of leisure. Many people have been attempt
ing to define it. Like love, leisure is difficult to define. Leisure has 
been thought of mostly in terms of time. That is, leisure is free time as 
opposed to work time or time on the job. Simply, work is what you get paid 
for doing, leisure is what you don't get paid for doing. This sets leisure 
up in opposition to work, but it may need to be seen as complementary to 
work. Leisure is also more than just time, and all time not spent on the 
job is still not really free time. Both work and leisure defy such simplis
tic definitions. 
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Work and Leisure Defined 

First, let us define work (Task Force, 1972) as "an activity that 
produces something of value for other people." A recent Geneva Symposium 
(1971) suggests that leisure time is the time at an individual's complete 
disposal after he has completed his work and fulfilled his other obliga
tions. Noe (1969) concludes that leisure is the activity resulting after 
the fulfillment of institutional needs. Brightbill (1960) states that 
leisure is discretionary time, when we are free to rest or do what we 
choose as opposed to time required for existence and subsistence. 

Kaplan (1971) says that "Leisure consists of relatively self-determined 
activities and experiences that fall into one's economically free-time roles 
that are seen as leisure by the participants, that are psychologically 
pleasant in anticipation and recollection, that potentially cover the whole 
range of commitment and intensity, that contain characteristic norms and 
restraints, and provide opportunities for recreation, personal growth and 
service to others." He goes on to say that leisure is an manifestation of 
people's desire to be a person and to develop symbols and tools in the 
mastery of self and environment. 

We define leisure then as: relatively self determined activities and 
experiences which are available due to having discretionary income tax, time 
and social behavior. This activity or experience may be physical, intellec
tual, creative or volunteer. 

A person's occupation (an occupation is defined as work activity that 
occurs in many different settings) has obvious effects on his leisure. It 
will be one of the major factors in derermining how much time one has for 
leisure activities and how much money will be available. Recreational activ
ities are often offered by employers and companies. At the same time, 
leisure can be a means for discovering or expanding an interest which leads 
to a new type of employment. However, it is leisure's function of comple
menting work in !.!:Y-out and complimentary activities in giving meaning to 
a person's life that makes it especially crucial t~ career development. 

Some Concepts of Volunteerism 

The very essence of the recreation/leisure movement in this country 
is based on volunteerism. From the beginning of the Boston Sand Gardens 
in 1885 to the development of horseback riding programs for the handicapped 
in 1977, volunteers have played major roles in the development of leisure 
opportunities for American citizens. A lady physician brought the concept 
of the Sand Gardens home to Boston from a trip to Europe. It was not long 
until she had mothers taking turns, on a voluntary basis, in supervising 
the play of their children in the "Sand Garden" playground. They were 
eventually paid. 

There have been a number of prominent individuals serving our prof es
sional recreation and leisure society in many capacities including Honorary 
President, Executive Vice-President, and Chairman of the Board. This 
includes famous figures like Theordore Roosevelt and Laurence Rockfeller. 
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Jos~ph Lee, a prominent lawyer and ,philanthropist, who is known as the 
"Father of the Recreation Movement," gave of his time, energy and money, 
on a voluntary basis, to better the play opportunities of many children 
in the Boston area. He acted on a personal voluntary basis for many 
years before serving as the second president, for 27 years, of the 
National Recreation and Park Association in the early 1900's. We have 
a history, in recreation and leisure, of utilizing voluntary assistance 
from all segments of society, from all races, religions, ages, and both 
sexes. It is not unusual for those of us in the leisure field to volunteer 
our skills, as they relate to some aspect of work, to assist others. Nor 
is it unusual to observe individuals who give of their services during their 
free time to assist others and look upon this as a leisure activity. 

Another important aspect of leisure and volunteerism is when one learns 
a leisure activity skill, teaches this skill to others on a voluntary basis 
and eventually pursues this leisure activity as a partial or full vocation. 
(There is a gentleman friend in California who is legally blind. He 
received a pipe carving set from his brother at Christmas and before the 
next Christmas, he was selling his hand-made pipes for $25.00 to $100.00 
each. This lucrative vocation began as an avocation.) 

Volunteerism Defined 

George Romney, (1975, p. 9) who has served as Chairman of the National 
Council on Voluntary Action, has recently stated that, 111'0 me, volunteerism 
simply means people doing things for themselves and for one another." To 
volunteer one's services or time is done in many styles, forms and ways. 
Likewise, individuals become volunteers for many different reasons; however, 
there does appear to be · some consistency in the way people think about, or 
define, volunteerism. 

Just as Romney indicated that volunteering meant doing something for 
someone, so Isolde Chapin Weinberg (1975, p. 10) says that, "the spirit 
of volunteering--of one person helping another--goes back to the beginning 
of human history." The Webster's New Collegiate Dictionary defines a 
volunteer as one who enters into, or offers _himself for any service of his 
own free will. Therefore, there appear to be two important characteristics 
of the volunteer experience; one is that · the volunteer helps, in some way, 
another person and the other element is that the decision to offer one's 
self as a volunteer is a matter of doing so on one'·s own volition. 

In developing a justification for volunteerism, Mrs. Eunice Kennedy 
Shriver (1975, p. 39) quotes Francis Bacon who wrote, "In this theater of 
man's life, it is reserved only for God and Angels to be lookers-on." She 
indicates that this is still the best rationale for volunteerism. We should 
not remain idly on the sidelines of the game of life; we should become 
involved in an attempt to develop opportunities so that all of mankind will 
have a happier, fuller existence. We can assist in this process by personal 
intervention. 

A new concept related to volunteerism that we are hearing more about is 
that of service learning. Service learning (Eberly and Carney, 1976) appears 
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to be the meshing together or the integration of the process of volunteering 
to accomplish a needed task with educational growth. Service learning in 
quite prominent in the school setting, be that university, college, high 
school and in some cases, elementary schools. Service learning is used 
predominently by students as a method of testing future vocational choices. 
It is a very important step in the process of career education. 

When mentioning career education, (Eberly and Carney, 1976, p. 1) 
reference must be made to the connnunity service dimension. In the .total 
labor force of 90 million persons, one American out of six works in the 
field of education, health, or one of a variety of social services. In 
addition, one of every four Americans over the age of 13 volunteers his 
services in some kind of community endeavor. Among persons 24 and over 
who have completed college, the rate of volunteering is 45%. At these 
rates, one half of all students in higher education can expect to become 
involved in community service, either on a paid or unpaid basis. 

The Nature of the Volunteer 

For many years, the image of the volunteer called upon to perform a 
myriad of activities has been that of a middle-aged, middle-class woman with 
time on her hands (Weinberg, 1975). Today, the public image is changing, 
slowly catching up with reality. According to the Census Bureau, 59% of 
all volunteers are women. Volunteers may be very young, sixth graders 
tutoring first graders in reading or math. (There are sixth grade students 
in several schools in California assisting the teachers of multi-handi
capped children in the public schools.) They may be old, 80-year-old men 
and women working with retarded children (or, as some parents are, work-
ing as foster grandparents). They may be all ages in between, all races, 
and come from every economic and social background. 

More and more volunteers are working in the most intimate areas of 
people's lives--birth contro1 abortion, drugs, counseling, therapy, rape, 
suicide prevention, child abuse (Weinberg, 1975, p. 46). They are taking 
on the problems of a technological society--air, water, and soil pollution, 
nutrition, the quality of education, the cultural environment. In an era 
of big business, big government, big machines, and incomprehensible scientific 
breakthroughs, volunteering represents a personal touch, the closeness of 
the one-to-one approach or the warmth of a group working together towards a 
goal. The role of advocate, of pressuring for legislative and societal 
changes, has become increasingly the role of the volunteer. 

It is our thesis that career development must be involved with a 
person's total life, including both work and leisure. Occupational and 
leisure activities vary for people from one age to another. Some activities 
would be appropriate at one age or stage of development and not at another. 
But there is still a continuity, based on the developmental process. The 
options that are available to a person at one stage are dependent in part 
on what has been done before. What a person does in the present or the 
past will help determine what will be done in the future. The concept of 
the life span in this regard is vital. 
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Childhood 

During childhood, from birth to 12 years, the child learns a great 
deal about himself and the world. It is at this time that attitudes are 
formed by the child about what he can or cannot do or what kind of person 
he is that will probably stay with him throughout his life. The child 
needs exposure to a wide range of activities and interests. He needs 
opportunities for exploration and freedom to attempt new things. Children 
attempt new areas only if they have an openness to failure and are not 
overwhelmed ~y it. In encouraging the development of leisure time pursuits 
the multiple dimensions of the intellect, such as the physical, creative, 
social, artistic, and mechanical as well as the traditional verbal and 
mathematical must be recognized. If all of these areas can be valued 
equally then every child should be able to have some important and genuine 
successes. 

Each child can then acquire a self-concept of a person who can do a 
variety of things well, even if he is not successful in every area all the 
time. He is free to develop as an individual if he sees himself as worth
while. 

There are many examples across the country of children, usually those 
in grades five and six, volunteering their time with younger children for 
specific reasons. In many schools, sixth grade students are working with 
children with special needs during the regular school day. This may involve 
the volunteer supervising multi-handicapped children in grades one and two 
as well as 11 or 12-year-olds who volunteer for special assignments within 
the school setting. Often this can be accomplished best under the super
vision of college ot university students. 

Clearly, the later years of childhood are the crucial years with 
respect to establishing a pattern of volunteering for career development 
purposes. This is, of course, when there will be a confirmation or denial 
of interests, skills, talents and aptitudes which form the bases for life 
span activities. 

Adolescent 

Ages 13 to 18, adolescence, is the time of psychological, physical, 
social, and intellectual maturation. This period forms the basis for in
depth experiences of a leisure nature. Clubs and group activities provide 
new opportunities. This is the age when it is first possible to play games 
like chess and bridge in a mature fashion and in time to teach others through 
volunteer efforts. 

The schools need to foster an awareness of the importance of the leisure 
potential for all youth. For instance, intramurals for men and women, which 
provide an opportunity for physical development and enjoyment for all 
students, could be stressed over the interscholastic teams, which provide 
these opportunities for only a few. Students should be allowed to take 
courses to expand their interests and experiences. Courses that are regarded 
as technical-vocational could also be an introduction to leisure activities. 
For vocational students, music, art, or reading could be leisure interests. 
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Students need to assist in becoming aware that a career is more than just 
work. They need to understand the interrelations between leisure - work 
to their career development. 

The adolescent is of ten found volunteering his service in a variety 
of capacities in an attempt to further the career development process. 
Thousands of young people in this age range are found to be involved with 
groups such as Teens Aid the Retarded (TARS), Special Olympics and other 
groups organized to better the conditions of less fortunate people as well 
as to determine appropriateness of a future career working with a disabled 
group of individuals. 

Other examples involving this age group includes those students in
volved in distributive education programs which are organized on a service 
learning basis. Many 13 to 16-year-olds also are forced to volunteer their 
services because they are too young to be employed. There are many programs 
around the nation which provide the opportunity for young people to volunteer 
their services in a variety of ways. Here are a few examples from different 
parts of the United States. 

Los Angeles. The recreation and parks department's Park Rangers 
Program utilizes the volunteer efforts of teenagers who live in the nearby 
community of Griffith Park. These teenagers serve as junior park rangers 
and are trained by veteran members of the staff to assist in such activities 
as crowd control, parking, park information, and nature hikes. (Parks and 
Recreation, 1975, p. 30) 

Vancouver, Washington. Volunteer services answered the need of the 
city's youth by offering invaluable on-the-job experience for young people 
squeezed out of the tight job market. This experience, in recreation, social, 
and government agencies, has provided hundreds of young people with that 
indispensable job hunting tool--previous experience. (Parks and Recreation, 
1975, p. 30) 

Van Buren Township, Michigan. Van Buren's Parks and Recreation Depart
ment has worked out an arrangement with the public schools which allows 
high school students to volunteer their time to community services. In 
return for their services, the students receive credit towards their gradua
tion requirements. (Parks and Recreation, 1975, p. 33) (We have used 
students as volunteers in day camping programs for handicapped children in 
Kansas and California. They were always interested and enthusiastic about 
their work. Many of them wanted to work with the mentally or emotionally 
handicapped in some professional capacity in the future. This was one 
opportunity to learn more about their potential future vocations). 

Young Adult 

As a young adult, from ages 18 to 24, the person reaches what may be 
the crest of his physical, intellectual, and social development. He also 
has the freedom to go off and to pursue in detail the things that he is 
interested in, whether it is backpacking in the wilderness or writing music. 
He probably does not have any great financial responsibilities nor any great 
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commitment to or investment in a single job, so he is relatively free to 
stop or start work. Also now, for the first time, education becomes avail
able as a leisure pursuit, since it is not required. Adult education, 
recreation, home study, military, and correspondence courses are all 
possible educational avenues. This is a time of risk taking, when a person 
can try new things and explore new possibilities. Leisure and work are 
now actively involved in the career development process. 

The young adult typically explores many avenues during the career 
development process before coming to grips with a specific vocational choice. 
Many young adults who attend colleges or universities explore, test and 
evaluate potential career areas through volunteer and part-time work experi
ences. This is especially true since a large number of college age individ
uals volunteer their time and a connnon form of employment of the American 
public is in the health, education and social services areas. These fac~ors 
help explain why it is quite connnon for young people to volunteer as teachers 
aides, recreation leaders, and in other capacities in the "helping professions" 
to offer assistance to others as well as to try out, investigate, or train 
for, future vocations. 

Some examples of young adults volunteering their services to benefit 
other people are briefly discussed here. 

Philadelphia. A young man, paralyzed from the waist down, volunteers 
his services at the Carousel House in Philadelphia. He coached and managed 
a paraplegic wheelchair basketball team. He has conducted classes and held 
special clinics in paraplegic weightlifting for severely physically handi
capped young adults and adults. His services go on and on as do the services 
of many other volunteers of Carousel House and other programs within the 
city. (Crawford, 1975, p. 46) 

Berkeley, California. The City of Berkeley initiated a coordinated 
Volunteer Service Program in the Recreation, Parks, and Community Services 
Department in January, 1975. Almost 200 student volunteers who received 
class credit were recruited before August, 1975, primarily from the University 
of California and Berkeley High School. (Parks and Recreation, 1975, p. 32) 

Van Buren, Michigan. Eastern Michigan University students majoring in 
recreation receive credit toward graduation in exchange for their voluntary 
services with the Township's Department of Parks and Recreation. Popular 
assignments of the students involve working with members of special populations. 

Adulthood 

The next epoch, adulthood, goes from 25 to 40 years of age. The adult 
man and woman are probably working at a job. The job may determine leisure 
pursuits and the time available for leisure. The expectations of the job, 
such as the executive who carries out business while pla~ing golf, or the 
blue collar worker whose co-workers expect him to bowl or play softball, may 
determine leisure activities. The type of company benefit or opportunities 
that are provided for leisure are important. Whether the job is done essenti
ally alone or in a group may affect the type of leisure chosen. Vacations 
provide time for more and different leisure activities. People go on trails, 
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camping, on tours, on archeological digs, to art camps, and to school 
during their vacations. 

New potential for leisure comes to the adult through the family. Of 
course, this can also be a restriction of leisure. Each family can also 
affect the use of leisure. It is also possible at this time that what 
developed as a leisure interest can become a job or develop into a business. 
Women who are at home can use leisure opportunities, such as volunteer work 
in a hospital, school or public agency to remain current with job skills. 
Adults working regularly on the job may experience something called job 
shock. This is the realization that the work being done is dull, boring, 
or non-fulf.illing and that it is going to be that way for the greater part 
of life. Now a person begins to live for the time off the job, for leisure. 

If the adult finds that satisfaction received from work is not adequate 
he/she will attempt to gain this satisfaction elsewhere - leisure time 
activit~es through volunteering may be an appropriate alternative. It has 
happened quite frequently that the avocational activity produced enough 
satisfaction and financial reward that it developed into the primary 
occupation. 

Consider the Following Examples: 

"Circle of Children", a recent T'.V. film, is a drama about emotionally 
disturbed children. Mary MacCracken, separated from her husband, is a well
to-do women with time on her hands. She volunteers at a school for autistic 
children to fill the void. Eventually, she becomes head teacher. The movie 
is based on MacCracken's autobiographical book. 

V.I.P. (Volunteers in Parks) was established in July, 1970. The 
program was created to facilitate the recruitment, training, and service of 
volunteers in conjunction with the activities of the National Park Service. 
The program has been a huge success as thousands are volunteering their 
services in the following ways: interpretation of tidal pool ecology for 
visitors, teaching the art of crossbow shooting, assisting handicapped 
visitors at Cabrillo National Monument, California, teaching summer visitors 
at Yellowstone National Park, Wyoming. A National Capital Parks program 
featured an aquatic biologist who served as a science advisor to the light
ship Chesapeake's environmental and education program. An astronomer with 
the Smithsonian Institution has given interpretive sky walks at Everglades, 
Canyonlands, and Arches National Parks. (Parks and Recreation, 1975, p. 8) 

Mid-Career 

At mid-career, ages 40 to 60, the worker can use leisure to provide the 
sense of fulfillment and mastery that may not be acquired from work. 
The worker may be experiencing more job dissatisfaction if it is perceived 
that he has reached a peak and further promotions are unlikely. A person 
can use leisure activities to alleviate this dissatisfaction. Most people 
will probably be at the peak of development in many continuous interests. 
Whatever it is that. an individual likes to do it now may be at its best; 
the mid-life person may be the expert people ask, even if only to family 
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and friends. 

At this time the person also needs to be developing new interests. 
There may be the empty nest syndrome (when children grow up and leave the 
home) so the person needs new ways to feel necessary. There may be expanded 
opportunities for leisure, both for continuing old interests and developing 
new ones. More money may be available if the family has reached the peak 
of its earning power and at the same time is no longer supporting children 
so he has fewer financial responsibilities. 

Mid-career is the time when a person begins to prepare for retirement. 
It becomes a different kind of future orientation. He needs to prepare for 
retirement, not more years of work, both psychologically and financially. 
If one develops leisure interests that can be carried on during retirement 
then there will be some continuity from a full-time work life to a full
time leisure life. 

In developing one's leisure interests in preparation for retirement it 
may be found that this is a full time commitment in itself in addition to 
maintaining the regular position of employment. Even though there may be 
expanding time for leisure interest the amount of time and energy expended 
in participating in voluntary activities which may lead to a career change 
is minimal. 

It can be argued, however, that one is voluntarily participating in 
leisure activities in preparation for the forthcoming state of luxury -
retirement. Therefore, voluntary participation in leisure time activities 
should be encouraged. 

College or universities should be able to provide needed skills to 
assist individuals during this age period to seek ways of becoming productive 
volunteers both for immediate involvement and later satisfaction and maximum 
involvement. It may be during the age that adults need transitional skill 
to help them prepare for more productive volunteering in programs like the 
Peace Corps, retired executives, Church World Service and others. 

Retirement 

Retirement, age 6o+, does involve total identification and self-fulfill
ment for the individual with leisure. There is now time available - vast 
amounts of time! For some people, there is more time than they know what 
to do with. Other problems may arise if the wife maintains her work patterns 
in the home and the husband is underfoot. Leisure activities could provide 
the individual with alternate choices for the use of time for the first in 
one's life. The retired person's leisure activities may change simply 
because of a reduced income; one may no longer be able to afford the things 
previously enjoyed. The availability of resources in the connnunity can also 
affect the retired person. Some communities have practically nothing to 
offer in terms of leisure for retired people. Other places, especially 
retirement connnunities, provide an overabundance of opportunities for leisure 
activities and for the development and pursual of leisure interests. One's 
work related volunteer activities such as unions, professional associations 
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or other groups may provide a new source of leisure satisfaction upon 
retirement when there is suddenly no reason to say "no" to a major job 
or responsibility as a volunteer. 

Career change during the retirement years is now a very common 
occurrence. Since the mandatory and suggested age for retirement has been 
reduced and since many individuals decide to retire early from military 
and government service as well as business and industry, the entry into a 
second vocation is becoming common practice. 

Some career changes are related to past leisure and/or volunteer 
experiences whereas many other changes are related strictly to interest and 
profit motives. There are many examples of the retired person going from 
business executive to high school tutoring, or from a white collar worker 
to a cook in a university cafeteria as has happened here at Virginia 
Polytechnic Institute and State University. Other examples relate to the 
military retiree who works as a recreation director or develops and runs a 
school for special children after having developed these interests through 
voluntary activities during his military career. 

Some Other Examples From Arotmd the Nation: 

Philadelphia. There is an 83-year-old Philadelphia woman who volun
teers her services as a sewing instructor for both adults and teenagers. 
(Crawford, 1975, p. 16) 

Los Angeles. Henrietta Goodstone is an 80-year-old volunteer in the 
recreation and parks department's (RSVP) program in Los Angeles. She spends 
one day a week at Hollywood High School where she does filing the the school 
library with young students. 

Bernard Shulgasser, former school principal in Mexico City, now lives 
in Los Angeles and is active with RSVP. The 71-year-old Shulgasser is a 
master of seven languages and volunteers his time tutoring a Spanish class 
at Hollywood High School. (Parks and Recreation, 1975, p. 30) 

A retired businessman in Los Angeles, now in a retirement villa, says, 
"At night, I go home to the place where people end their lives. But, in 
the morning, I go to school to help children build their lives. It gives 
me a reason to get up in the morning and a reason to live. He is now 83 
and going strong, and he has taught several mentally retarded children to 
develop marketable skills; free. (Clark, 1975, p. 17) 

The Role of the College and University 

Given this backdrop of leisure and career development through the life 
span, it is obvious that colleges and universities can play a significant 
role in the process. They can serve as the catalyst for student development 
through volunteering at a crucial period in the young person's life. They 
can provide unique experiences, try outs, modeling,' credit and now credit 
options to name just a few. Three typical examples about which we are both 
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familiar are outlined below to certify to this period as one of great 
openness to volunteering on the part of the 18-22 year old - if just 
provided with the opportunity. 

Very few, if any, programs in the world can boast of as much volunteer 
support as is given the Special Olympics for the mentally retarded. More 
than 150,000 participates in the Special Olympics and over 20,000 in the 
Kennedy Foundation's new families Play to Grow Program (Shriver, 1975, 
p. 39). Volunteers of all ages and all walks of life give of their talents, 
time and energies to make the many events across the nation a success. We 
would surmise from our own involvement in Special Olympics that many 
people volunteer their services because it is an excellent opportunity to 
learn more about the nature of the clients, or students, with whom they 
will be working in the future. Many others volunteer their services 
because they have a particular skill--recreational or organizational-
which they want to share. Still, many people give of their time because 
they really enjoy doing for others. 

Many college and university students are numbered among the 150,000 
volunteers involved with the Special Olympics and other similar programs. 
Virginia Tech will have a regional Special Olympics meet on May 14 involving 
75 to 100 university students. These students give of their time, energy 
and efforts, but most importantly they give of themselves and their love. 
They serve as coaches, organizers, bus drivers, big brothers and sisters, 
timers, judges, and some volunteer their services as "huggers." As the 
contestants cross the finish line the "hugger" is there giving them honest, 
and well deserved praise, love and a big hug. No other single, organized 
program involved more college, university and high school students than 
does the Special Olympics for the mentally retarded. 

Charlottesville, Virginia. The February, 1977 issues of the Madison 
House Volunteer Newsletter describes an outstanding effort on the behalf of 
university students to serve · their community while at the same time sampling 
prospective future vocations. The volunteers had contributed the equivalent 
of $190,000 in working time during the Fall period. By the end of the 
calendar year, 1976, more than 1,000 volunteers were signed up for one of 
the thirteen programs sponsored by Madison House. More than 900 of these 
students were placed and working at least two hours a week. 

According to the report the most popular program was Medical Services 
with 220 volunteers working in six wards of the University Hospital. The 
second and third most popular programs were Big Brothers/Big Sisters with 
125 volunteers and Tutoring with 125 volunteers. This tremendous volunteer 
effort provides the students with the opportunity to gain first hand 
knowledge about various fields before making a total commitment to the 
field. 

Blacksburg, Virginia. At this time, faculty members from several 
disciplines are volunteering our time to develop a week-long residential 
camping program for multi-handicapped retarded children from Lynchburg 
Training School. We have to rely on students volunteering their services, 
so that we can conduct the program. We have approximately 175 students 
from several disciplines on campus who have volunteered their time and 
energies to make this program, which begins on April 30, a real success. 
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This is the ultimate in service-learning as discussed by many peopl e . 
For many of these students, this is an opportunity to discover if they 
believe their choice of a future vocation--that of working with handi
capped children--is what they really want to do. For many of us, through 
this voluntary experience, we will learn new, or awaken dormant, leisure 
interests such as canoeing, archery, hiking, riflery, music or horseback 
riding. 

We hope we have shown that volunteering through leisure is an important 
part of the career developm~nt process. To be sure there are obvious 
humanistic and social needs which are responded to by volunteering, but in 
addition it is a vital activity in the strengthening of the career develop
ment process. 
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MANAGING PERSONAL CRISIS: THE NEUTRALITY ATTITUDE AND THE 
CONSTRUCTION OF EMPATHY IN A CRISIS COUNSELING CENTER 

Joseph A. Blake, Virginia Polytechnic Institute and State University 

INTRODUCTION 

This is a study of a personal crisis center in a university town in 
southwestern Virginia. Our focus will be on the practical activities en
gaged in by counselors in managing trainees to manage personal crisis among 
clients. These management techniques, on the one hand, involve the gener
ation of "empathy," an allededly "gut" level response implying the acceptance 
of the client as a suffering human being and the presentation of the counselor 
as an understanding human being; on the other hand, they involve the creation 
of an apparatus designed to deal efficiently with problem callers. 

The junior author of this study joined the Center as a volunteer and 
went through the training program, keeping a diary and collecting written 
material from the center. At the conclusion of his training he participated 
in counseling activities at the Center, primarily as a telephone volunteer. 
He is a psychology student interested in a career in counseling and, in his 
own terms, a practicing Christian. This dual interest of his resulted in 
several personal confrontations with Center staff over offered statements 
of value and philosophy. He was, because of his background and interests, 
in a position to utilize distrust as a methodological device (cf. Garfinkel, 
1967:50). The role of the senior author lay in guiding the junior author's 
research activities, helping him understand his own role in the situation 
and providing analysis capable of reasonably accounting for the phenomena 
at issue; he also selectively interviewed several knowledgeable persons at 
the Center in order to clarify and elaborate on certain points in this dis
cussion. We have, in addition, invited members and volunteers from the 
Center to read the near final draft, and have, where appropriate, incorpor
ated their comments. 

In Garfinkel's terms (1967:10), "The recognizedly rational properties 
of their connnon-sense inquiries--their recognizedly consistent, or methodic, 
or uniform, or planful, etc. character--are somehow attainments of members' 
concerted activities •... Somehow is the problematic crux of the matter." 
Following Bittner (1974:78), we see organization as a reference to a "repro
ducible theme." The reproducible theme of the Personal Crisis Center is the 
management of personal crisis. "Somehow" crisis is managed; we believe through 
the construction of empathy based upon an alleged attitude of neutrality. 

This is an organizational study, following Bittner's (1974:76) prescrip
tion, "that the study of the methodical use of the concept of organization 
seeks to describe the mechanisms of sustained and sanctioned relevance of 
the rational constructions to a variety of objects, events and occasions rel
ative to which they are invoked." One of the meanings of this is that: 

We will not look to the obvious or conspicuous meaning of the 
expressions used in the scheme to direct us to objects or events 
which they identify. Rather, we will look for the way the scheme 
is brought to bear on whatever happens within the scope of its 
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jurisdiction. The consequence of this step is that the question 
of what the scheme selects and neglects is approached by · asking how 
certain objects and events, meet, or are made to meet, the speci
fications contained in the scheme. (Bittner, 1974:76) 

We are interested in members' activities in investing and validating meanings 
crucial to the practical accomplishments and stated goals of the Personal 
Crisis Center. 

Garfinkel (1967:49ff) discusses the production of social affect ("anxiety, 
guilt, shame or boredom .•. bewilderment and anger") in terms of "the socially 
structured conditions for their production" in daily life situations. 1 Sudnow 
(1967:8) proposes that categories of discourse be understood in terms of their 
procedural basis in organized activity. In the Center a rather explicit set 
of organizational procedures has been developed to structure social affect; in 
order that empathy should be achieved those members necessarily producing it 
are themselves trained in its production. As an organizational analysis this 
paper is concerned with, as Turner (1974:1) puts it, "a characterization of 
the work members do to sustain a social order" in which neutrality is alleged 
and empathy is valued. To this end we focus on the performances and struc
tures utilized and provided by staff members attempting to contain the activ
ities of volunteer counselors through the construction of empathy. 

EMPATHY AND THE NEUTRALITY ATTITUDE 

The Center emphasizes an open, unbiased attitude (a neutrality attitude) 
toward the caller's situation, offering emotional support and "exploring of 
alternatives" without imposing structure and opinion. The currently used 
training manual recognizes that, "a helper can never be totally objective, but 
this may not hinder his performance if he is able to distinguish his feelings 
from the speaker's." The manual adds that: 

There are behaviors that society or an individual may look down 
upon, but we do not choose to tell someone he is right or wrong. 
This is call non-judgmental help. 

This non-judgmental help is often phrased in terms of the adoption of an atti
tude of neutrality toward the client-caller and alternative solutions to his 
problem. 

Development of empathy and the neutrality attitude first of all requires 
that they not be questioned. The "principle of discipline" (Bittner, 1974:78), 
lending coherence and consistency to the organization, will "not be found in 
the field of means-end relations but in an all-pervading sense of piety (i.e., 
in accordance with Burke's definition of the term, a sure-footed conviction of 
'what properly goes with what')" (Bittner, 1974:79). This "sense of piety" is 
manifested in the Center as adherence to the neutrality attitude. The junior 
author (and observer), because of his religious convictions, expressed opinions 

1Previous treatment of social situations and affective states has tended 
to focus on forms, functions or causes. For example, the work of Ball (1965), 
Becker (1931), Cooley (1902:102ff), Goffman (1967), and Williams (1942), is 
enlightening on the construction of affective states in everyday life. While 
enhancing appreciation of the problem, it is not directly relevant to under
standing the organizational construction of affective states which is what 
we are concerned with in this paper. 
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on several occasions about the Center's position in relation to pre-marital 
sex, drug use, suicide and abortion. These occasions resulted in the il
lumination of the real nature of the neutrality attitude. 

One of the women with whom the junior author did overnight duty told him she 
was in favor of abortion as a means of birth control, assuming other meas-
ures failed, "in all cases" right up to the moment of birth. He was given 
the impression that most of the women there felt the same way. In a dis-
cussion of "values" during a training session, no one in the group expressed 
negative feelings about pre-marital sex, and one girl placed it on the level 
of a handshake. The junior author's conclusion was that, "They are welcome 
to this philosophy as long as they recognize it as a point of view; but what 
I object to is the labeling of permissivzness, especially in the case of 
drugs and suicide, as 'being unbiased."' In one of the training sessions 
the junior author encountered a situation best expressed in his own words: 

We managed to exchange some platitudes on each other's per
formance--nothing heavy--with Torn complimenting me on my "original" 
insight into the problems of the taped calls we had heard at the 
last meeting. Larry raised his eyebrows at that and provided our 
first negative feedback of the evening: He said I had expressed 
"some pretty strong biases" last time and he wondered if I would 
be able to keep my own feelings at arm's length when dealing with 
an actual phone-in case. 

The rest of our group sat by in interested silence as we 
discussed my "problem." Specifically, Larry was concerned with 
my attitude toward drug users and suicidal callers. I had no 
right to "pass judgment" on an individual's decision to use or 
not to use drugs, he said, nor did I have a right to try steering 
a caller away from suicide if that happened to be his reasoned 
choice of alternatives. The fundamental policy of the Center, he 
said, (and Diane, one of the counselors, nodded in agreement) was 
to assist a caller in comprehending and evaluating his problem 
without interfering with his freedom to decide for himself. 

2
one respondent, in a typed critique of this paper, objected to the junior 

author's statement. Although her objection may at first appear valid in regard 
to the specific statement, she eventually, in the course of her critique, ended 
by agreeing with our general position. Her statement: 

I have not seen in this paper any example of proof of the labeling 
of permissiveness as unbiased . • . . In my experiences at (the 
Center) I have certainly found attitudes of permissiveness . . . . 
However, I did not find this permissiveness of any personal point 
of view labeled as unbiased. I heard points of view and biases 
expressed, but not parading as neutrality. I also heard conser
vative points of view questioned and people cautioned about letting 
these conservative views bias their dealings with clients. The 
most glaring example I found of "bias" was in simply not ques
tioning liberal points of view and not cautioning about letting 
these liberal views bias dealings with clients . . . . I found 
an attitude that the question of "right or wrong" was simply not 
one to ask . . Trainees tend to treat the whole question of 
right or wrong as ridiculous, childish, backward or irrelevant. 
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I replied that drug abuse, or at least certain varieties of it, 
could hardly be called a 'victimless crime.' It has collateral 
effects on everyone with whom the user is associated. I also main
tained that right and wrong exist, and this was one case where I 
felt qualified to pass judgment. "Suicide," I said, "is a basically 
irrational act, but even if you disagree with that, consider that is 
is an utterly irrevocable decision, and someone who is upset--or 
spaced out on some drug--is hardly qualified to make such a decision." 
I went on to say that if the caller appears not to be thinking ration
ally and I am, it is my duty to provide a rational framework for his 
thoughts. Since it is my own brand of rationality, it will neces
sarily be biased, but it certainly is better than no guiding reason 
at all. There was no applause. Larry's response to my remarks was 
to shake his head and sink back into the chair. 

We might also suggest that something less than neutrality is suggested by the 
use of euphemisms. Again, from the junior author's notes: 

I may at least have the chance (in the course of empathy) to get them 
(phone-ins) thinking of alternatives. Then even if the girl subse
quently has an abortion, the event will have acquired some meaning 
in her life. It is the casualness with which abortion is undertaken 
that disturbs me most: something of our human character goes down 
the toilet with every sucked-out fetus. I find the very term "prob
lem pregnancy" offensive in that context. The same people who bristle 
at the label "illegitimate child" semantically assassinate the unborn 
as "fetus," "problem pregnancy" and even, in a diagram of the abortion 
process used in training, as "material." 

The staff at the Center are adamant about neutrality but in the course of a 
lecture on referrals to other organizations the trainees were instructed never 
to give out the number of Birthright "unless the call insists on it," because 
they are anti-abortion. 

Our conclusion is that the empathy process, rather than being based on a 
neutrality attitude, is in fact based upon a positively stated, if not sophis
ticatedly articulated set of beliefs and attitudes consistent with the liberal-

3 radicalism of the New Left, counter-culture and student movements of the 1960's. 
We suggest that the neutrality attitude is an illusion. In a Weberian sense, 
to be neutral is to take a position; non-action is intentional. We mean more 
than this, however. The volunteer attitude has to indicate something other than 
non-action, since volunteers are trained to respond in definite ways. One re
spondent indicated, for example, that she was given, "a definite sense of the 
right and the wrong way to respond" to a given situation. 

The neutrality attitude is, however, a necessary illusion. In order that 
empathy may be achieved, it is necessary that the phone-in (i.e., the person 
with a problem) be assured that he or she will be accorded respect; that their 

3
A discussion of this "ideology" is not within the focus of this paper. 

The interested reader may ref er to any of the flood of books and articles 
appearing in the past several years dealing with this phenomena. 
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problem will not be labeled and 'treated' by an impersonal agency more concerned 
with people-processing and event-reporting than with dealing with problems. It 
is apparently helpful if the trainee (and later volunteer counselor) also be
lieves in the existence of a neutrality attitude, as it will likely then be 
easier to present himself favorably to the phone-in. It is also necessary in 
that there is a practical need to routinize what is, for clients, decidedly non
routine. To make the problem routine is to make it accountable by and for 
volunteers, therefore practically accomplishable by them. 

The neutrality attitude is structurally maintained by the development 
of routinized ways of dealing with phone-ins. We see empathy, then as a con
structed relationship based on the neutrality attitude. There are undoubtedly 
many ways of constructing empathy; we suspect that most of them depend upon 
the prior or concomitant construction of an intimate relationship. The pro
blem here, as implied earlier, is that the empathy relationship is not only 
based on an illusion, but must be constructed between strangers. The result., 
we argue, is reliance upon an evolved and rationally articulated procedure. 

THE CONSTRUCTION OF EMPATHY 

The opening paragraph of the Center's training manual informs us that: 
Empathy is defined as the ability to identify with another's feelings 
and/or ideas. In other words, understanding the world as perceived 
by another. This ability is developed as an interpersonal communica
tion skill involving listening, understanding, accepting, and communi
cating back that understanding and acceptance. It can be further de
veloped through understanding basic concepts of communication and prac
ticing techniques involved in communication. The attempt to understand 
others also requires something very basic; that is a desire to under
stand, or in a word, caring. 

Although empathy is here defined in terms · of both ideas and feelings, that is, 
in fact, the last we hear of ideas. From this point on in the manual emphasis 
is on understanding feelings. In fact, in the following one-and-one-half pages 
of discussion of the meaning of empathy, the word "idea" does not recur, where
as the word "feeling" or its equivalent appears twelve times. On the same 
page as the above definition is a contrast of sympathy and empathy indicating 
the stated focus of those activities taken-to-be constructive of empathy as 
"feeling with an individual" rather than "feeling for an individual." 

In a later discussion of "owning up to" feelings, we are told that there 
are three levels of client response--ozone, head, and gut. In this discussion 
we get a clearer idea of the relationship of ideas and feelings. We are told: 

Ozone--the speaker avoids identifying or admitting to his feelings 
. . . Head--the speaker can usually identify his feelings and their 
source, but tends to express them in an intellectualized or ration
alized manner. 

Feelings, on the other hand, get expressed "in a genuine way" in a gut response. 

The entire discussion of aiding procedures in the training manual has one 
important implication and that is that while people have feelings, organizations 
(especially the Center) act rationally. This applies not only to clients (who 
may, indeed, be acting non-rationally) but also to volunteers, who must be 
trained to act rationally. Furthermore, although skill at empathy is defined 
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in terms of "listening, understanding, accepting and communicating back," 
the training emphasis is on such techniques as "reflecting," i.e., rephrasing 
and reciting back what the client is saying (specifically to be used when the 
volunteer does not understand or when a different response would appear risky). 
The Center is primarily concerned with keeping crisis cases on the telephone 
long enough to give them some kind of help and only secondarily concerned 
with whether or not the telephone volunteers "understand" the "feelings" of 
the caller. 

A Center hand-out described the goal of training in these terms: 

This training is designed to help you learn to LISTEN to another 
person's FEELINGS: to UNDERSTAND what you hear him saying and to 
COMMUNICATE this understanding. In other words this training empha
sizes understanding people, not issues. The attempt to understand 
others seems to require something very basic; that is, a desire to 
understand--or, in a word, CARING. We assume that you, as a volun
teer, do care about others. 

Training was concerned with constructing techniques of caring. In the course 
of training volunteers were encouraged to provide "feedback" to each other and 
the instructors. Trainees were encouraged to analyze the "levels of awareness" 
with which they expressed feelings to each other in training sessions. These 
"levels of awareness" were classified as 1, 2, or 3--"ozone," "head," or "gut," 
as experienced volunteers had come to lable them. These three categories of 
"reality level" deal with how closely in touch the speaker is with his own 
feelings, "ozone" being the most rationalized and intellectually distant level 
(i.e., the least aware). 

Trainees also heard tapes of re-enacted phone-in problems and classi
fied each speaker's contact with reality (in expressing his problem) in one 
of those three categories. In the particular training group (of eight) 
studied, there was generally consensus on the reality level displayed by the 
caller. One trainee, however, dissented on a number of occasions. When 
called upon by the instructors to explain his disagreement he responded in 
what is described by the junior author (and observer) as a confused and dis
connected way before every time retracting his opinion. The trainees got 
gradually "better" at classifying the caller's reality level. Trainees were 
told that their primary goal in handling phone-in cases should be to put the 
caller in touch with his own true feelings, "buried as they may be in ·a slag 
heap of extraneous emotions and rationalizations." 

Volunteers act in terms of a routinized duty schedule. Their activity 
occurs in a telephone room containing reference books on drugs, sexuality 
and first aid, along with social service and community directories. A row 
of loose-leaf folders contains information pertaining to many different types 
of calls. The Center emphasized documentary accountability. The produc
tion of empathy is not only prescribed in explicitly written form, but the 
telephone volunteer, who has been trained by some of the organization's main 
members in terms of these prescriptions, is required to offer documentary 
evidence of having so acted. He is required to mark forms in ways taken to 
be appropriate not only to the client-stated problem, but to the organization's 
typical accounting of the problem and prescriptions for dealing with the 
client presenting the problem. 
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Every in-coming call must be written up in the "call-in book" which 
has specific forms for different categories of problems. Among the forms 
for the volunteer to fill out are a call-in form, a Speaker's Bureau Inform
ation Sheet, an Unwanted Pregnancy Counseling Referral, a Silent and/or 
Prank Call Insert, and a Problem Pregnancy Referral Insert. Much of this 
bureaucratic paraphernalia, as well as the basic staff-volunteer structure 
of the Center, is a result of, first, the Center having to deal with many 
other organizations on a referral basis, and second, being held accountable 
for its activities by the agencies that provide funding. Of concern at this 
point is the specifically rationalized procedure for dealing with problems. 

The telephone volunteers are provided a guide for action. Part of it 
follows, as an example of procedure. 

A. Procedure for Problem Pregnancy Referral 
1. Deal with Feelings. Use EMPATHY!!! 
2. IF CONFIRMED--refer to Problem Pregnancy Counselor 

a. Take the person's first name, phone number, and time when 
they can best be reached. Also tell the caller a problem 
pregnancy counselor will contact them as soon as possible. 

b. Alternative Procedure: if the person cannot be reached by 
phone (or other problems), give the caller the first name, 
phone number, and times counselor can be reached for two 
Problem Pregnancy Counselors (listed in back of the Problem 
Pregnancy Book). 

3. IF UNCONFIRMED 
a. Deal with feelings. 
b. Explain WHY a pregnancy should be confirmed before they see 

a counselor. (Problem Pregnancy Counselors prefer to deal 
only with confirmed pregancies.) 

c. Make the necessary referral for pregnancy confirmation as out
lined under the section "Pregnancy" in Referral Book. 

The first step in this guide, telling the volunteer to use . empathy, is, in fact, 
dealt with at great length in training. 

In using empathy, the volunteer is told to determine the phone-in's level 
of awareness (1, 2, or 3, as discussed earlier). The volunteer is then pro
vided three kinds of replies--detracting, reflecting, and adding. In detrac
ting, the listener denies the caller's stated feelings, or at least their 
validity. The significance of a troublesome situation is underplayed. For 
example, when someone tells you he had a bad day, a detracting response would 
be, "Your day was nothing. Wait till I tell you about mine." 

In reflecting, the listener attempts to establish rapport with the speaker 
by periodically rephrasing what the caller has said without offering any new 
insight into the problem. This is supposed to provide reinforcement to the 
caller. An example: 

I've had it. That's it for me. Everytime I try to get close 
to someone I get burned. 

So every time you open yourself to a deep relationship you find 
yourself used or rejected? 
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This technique is remarkably easy, requires no insight, and is especially 
useful when you can't think of anything else to say. 

Adding involves probing the feelings of the speaker by intuitively 
adding feelings or attitudes he might be having. Often he will say, "No, 
that's not it at all," and then go on to explain his true feelings; in 
either case, you have successfully clarified that aspect of his problem. 
It is at the adding level, volunteers are told, that all progress is made. 
Detracting replies are to avoided at all cost, while reflecting responses 
are used to "pace" the conversation between attempts to "add" toward a 
real understanding of the problem. Volunteers are also provided a list of 
"Thirty Clarifying Responses," including such items as: 

Is that something that you prize? 
Are you glad about that? 
What do you mean by ? 
Are you saying that ? 
What other possibilities are there? 

These "clarifying responses" are meant to aid the volunteer in constructing an 
empathic relationship. 

That empathy is organizationally constructed seems clear to the volunteers 
themselves. This is evidenced when they use "reflecting" responses on each 
other, either in jest or in response to a stated problem. The first communi
cator's response is invariably of the "Come off it!" variety, indicative of 
an understanding that empathy is not to be constructed this way on a per
sonal level. The techniques of empathy construction are meaningful only in 
the context of organizational a~tion and empathy is given an organizational 
rather than a personal meaning. 

CONCLUSION 

According to Kitsuse and Cicourel (1963:135), "deviant behavior is behavior 
which is organizationally defined, processed and treated as 'strange,' 'ab
normal,' 'theft,' 'delinquent,' etc., by the personnel in the social system 
which has produced the rate." In the case of the crisis management center 
what is dealt with is behavior that others are likely to define, etc., as 
deviant. The problem faced by the Center is to organizationally define, pro
cess and treat as normal (routine) that which may be treated as abnormal by 
everyone else, including the client. The primary manner in which such be
havior comes to be treated as "normal" lies in emphasizing neutrality and 
constructing empathy; this is practically accomplished by a set of training 
and duty procedures designed to produce organizationally competent volunteer 
counselors. 

4 Volunteers use the techniques in which they were trained. While empathy 
may be, in the words of one respondant, the "scariest part of training," vol
unteers rely upon it, especially in the first anxious sessions of telephone 
watch. Our respondants indicate, and the junior author's experience bears 
out, the fact that clients seldom, if ever, notice the patterned responses of 
the telephone volunteer. 
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STUDENT VOLUNTEERS IN A PSYCHIATRIC HALFWAY HOUSE 
Joseph A. Szakos 
Group Home, Inc. 

Washington, Pennsylvania 

The decision to return many patients from state mental hospitals to 
the community is presently an established policy. Coinciding with this 
trend is the creation of community programs which keep individuals from 
being:· hospitalized. These developments affect treatment philosophy so 
that we now have a redirection of services from those provided in large, 
isolated institutions to more comprehensive community services, such as 
residential facilities. The immediate need for structured living faci
lities available on a short-term or transitional basis in the community 
is very apparent. 

As the concept of the transitional living facility (more commonly 
known as a "halfway house") emerges, a great deal of time and effort is 
being spent on them. Much energy is exerted at the community level to 
develop the supportive atmosphere that a structured living environment 
requires if psychiatric patients are to eventually achieve independent 
status in the community. However, available funds are not keeping up 
with the number of individuals in need of the cooperative group living 
experience. In addition, numerous hours must be spent to coordinate 
basic activities, seek necessary community contacts, and battle the 
stigma of "former mental patient" that is very often attached to the 
residents of such a facility. 

How can the funding and staffing limitations be overcome? How can 
information about the programs be dispersed to more citizens? Part of 
the answer to these questions lies in the use of volunteers. This paper 
focuses on the··utilization of volunteers in a single psychiatric halfway 
house, with emphasis on undergraduate and graduate students as valuable 
candidates for these positions. Not only do volunteer positions benefit 
the student and the psychiatric halfway house, but they present a vital 
bond between academia and the community. It must be noted that halfway 
houses for the mentally retarded, foster children, juvenile delinquents, 
adult offenders, and the physically handicapped all share one ingredient. 
Each have the potential for volunteer aid to provide more effective and 
efficient services to all involved. 

As the author is employed as a caseworker in a psychiatric halfway 
house, Group Home, Inc., (located in Washington, Pennsylvania) many 
specific real-life experiences will be provided in the following. Also, 
other potential volunteer contributions to transitional programs will be 
noted, along with where to find student volunteers, the motivational 
factors that attract them, and some of the characteristics that they 
must possess to ·be qualified for the position. The author will also 
touch on the subject of student evaluations, and some of the problems 
that must be considered when dealing with student volunteers. Before 
the discussion of these topics, we must first look at the administration 
of the home, the independent living skills taught to the residents (both 
inside and out of the home), and program limitations. 
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ADMINISTRATION OF THE HOME 

The overall responsibility of halfway house operation lies in the 
hands of the Board of Directors, who are a group of volunteers. These 
non-paid citizens, many of whom are professionals in such areas as men
tal health, real estate, banking, and other occupations, first must ex
plore operational procedures and staffing models that will be incorporated 
into the program. The board must then proceed to locate a facility, 
renovate it if necessary, solicit and hire a staff, and assume respon
sibility for the administration of the home and its programs, including 
supervision of staff. cµite naturally, however, many board members have 
other commitments and are consequently restricted to the amount of time 
that they can invest in the project. In many cases, the. board limits 
itself to legal assistance, fiscal management, broad supervision, and 
developing community acceptance of the agency and the residents of the 
home. 

"IN-HOUSE" ACTIVITIES 

Once a program begins to welcome residents, the staff assumes most 
of the responsibility of the day-to-day operations of the home and its 
activities. Within the home, residents share in the tasks of cooking, 
menu planning, shopping, cleaning, and general upkeep of the physical 
structure. For some residents, this is a learning experience; for 
others, it may only be a review of such tasks. In any event, staff time 
must be devoted to making sure that the residents have the self-care and 
home-management skills that are needed for them to live as independent 
citizens. The program is geared to instruct the individual resident in 
the following basic areas: 

1. preparation of a meal, including planning the meal 
(including proper nutrition), shopping for the 
groceries, preparing the meal, serving and cleaning 
up afterwards; 

2. all facets of cleaning one's living quarters; 

3. personal hygiene - daily baths, shaves, use of 
deodorant, appropriate make-up; 

4. developing an adequate wardrobe, dressing properly, 
cleaning, laundering, and mending clothes, and 
storing of clothes; 

5. etiquette - table manners, introductions, how to 
initiate conversations; 

6. handling money and budgeting for rent, food, 
necessities, savings, and "spend" money; 

7. basic reading skills; 

8. self-identification, such as birth dates, address, 
phone number, and social security number; 
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9. keeping appointments, using the telephone, and 
using an alarm clock; and, 

10. being capable of using public transportation and 
knowing proper pedestrian safety. 

The goals of the program acknowledge the importance of normal life 
experiences in developing life styles compatible with the social milieu 
in which an individual must function. Daily routines (eating, going to 
work, use of leisure time) and annual events (birthdays and holidays) 
are accorded the significance that each plays in the normal course of 
living. Opportunities to make decisions are a pre-requisite skill for 
independent living and the attainment of this skill is encouraged, de
veloped, and refined through programs and activities both within and 
outside the group home environment. Given the short-term nature of a 
halfway house program, the process is very concentrated and consumes 
many staff hours. 

"OUT OF HOUSE" ACTIVITIES 

Certainly, the "in-house" activities listed above do not fulfill 
all of the residents' needs. Employment opportunities, volunteer exper
iences, resocialization. programs, training, formal education, and reli
gious, cultural, and recreational activities may be critically important 
for an individual to develop the structured activity skills necessary to 
live on his or her own. To assure that these needs are met, staff time 
must be spent pursuing job leads, seeking potential programs and classes 
that residents might enroll in, and becoming acquainted with the services 
that the community has to offer the group home residents. Most staff 
members themselves have a chance to learn some "skills" and become more 
educated about their community, especially since many of them are young 
and inexperienced, mainly due to low salaries and emotionally draining 
working conditions. 

Once a resident has achieved the level of competency necessary to 
live independently, he must find a place to go: an apartment (by him
self or shared with others), back with his family or friends, or in 
another group facility (such as a "boarding home"). Whatever he may 
choose, much time and effort must be devoted to assuring an easy transi
tion. Taking care of various practical arrangements, finding furniture, 
meeting with landlords, or instructing the "graduate" about a new bus 
system are the responsibilities of the staff. Staff time must definitely 
be given to the client once he or she has left the program; to provide 
continuity of care is essential in aiding these individuals to become 
more confident on their own. 

PROGRAM LIMITATIONS 

Staff time must be spent on "in-house" activities, structured acti
vities outside the home, and aiding clients in their transitions to 
future plans. They must also develop listening skills to assess the 
various needs of the clients and spend much time talking to the residents 
and discovering their needs. In addition, staff members are expected to 
solicit materials and furniture for the home, complete required paperwork, 
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write proposals for new projects, seek new referrals and review their 
applications, and conununicate with each other, with their board, and 
with other social service agencies. Needless to say, staff members have 
a lot to do. Since staff sizes are usually small and budgets are often 
very tight, an extension of any services must be done at little or no 
cost. This is where volunteers can be of vital assistance to a psychi
atric halfway house and the residents who pass through its doors. 

USE OF VOLUNTEERS 

Additional personnel to supplement limited staff time is available 
through citizens interested in improving services to the resident popula
tion on a voluntary basis. These volunteers can be a tremendous asset 
to a halfway house in many ways. Due to the fact that staff time is 
often of a formal-learning nature, volunteers can share "people time" 
together, which allows the resident to be social and recreational in an 
informal way. Such relationships can develop and, in fact, are encour
aged. Also, volunteers can share some of their professional talents, 
such as allowing a resident to serve as an apprentice, eventually learn
ing a job skill. In either case, volunteers enable the residents to 
acquire a number of skills that they will need in the future. This can 
be done in a very low-pressure manner. 

Volunteers can be very diversified with regards to age, sex, race, 
occupation, volunteer experience, and educational background. They also 
have a wide range of emotional makeups and possess different strengths 
and weaknesses. Volunteers can serve a whole gamut of purposes, either 
weekly, monthly, or whenever they get a chance, depending on what is 
being done. The following outlines some possibilities for a volunteer 
to share a part of himself with the residents of a short-term psychiatric 
facility. This may be done on a one-on-one basis, in group activities, 
by obtaining material goods for the program or giving technical advise. 

Halfway house programs often attempt to cultivate a more permanent 
one-to-one relationship between a volunteer and a resident. This "person
to-person" arrangement allows for easier transitions both within the home 
and once a resident "graduates". This project is of immeasurable human 
value in making a person feel welcome in the conununity. The volunteer 
provides the time, care, and love imperative for an individual to develop 
the confidence he will need in himself if his transition is to be success
ful~ Since staff energies are doing basically the same things (although 
on a more formal level), it should have an even greater effect. 

Even on a less permanent one-to-one basis, volunteers, with their 
own talents and abilities, can add to the spectrum of experiences of the 
client. Most residents have this as an essential need - to experience 
many life situations that they have missed or have not fulfilled up to 
that point. The opportunities are endless in terms of volunteers improving 
the program and helping the residents to realize their maximum potential. 
Although most programs attempt to get their clients involved in community 
activities (taking them to activities and not always bringing activities 
to them), someone must point out such programs and possibly accompany 
the residents to them. Volunteers enable the staff to get residents to 
become involved in these programs without the staff spending the 
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tremendous number of hours of accompanying the clients to and from such 
activities. Volunteers may also be able to work on special needs with 
clients and reinforce specific goals set up by a trained rehabilitation 
counselor. 

Volunteers can focus the individual client on the simples t of tn s ks 
and support them while they are concentrating on it. A female volun t eer 
assisting a male resident to plan and plant a garden encourages better 
male-female relationships and teaches him the logistics of a planned 
project - not to mention the exercise and money saved by harvesting the 
crops. A volunteer can help a resident to coordinate a wardrobe by dis
covering low-cost thrift shops and assisting the client to make proper 
purchases and, more importantly, he or she instructs the individual about 
the procedure involved in such an endeavor. Volunteers can spend time 
with a resident, going to restaurants and movies, so that the individual 
can experience some of the things that most of us take for granted. Or 
they can just play checkers, bake cookies, or go for a walk, where the 
volunteer and resident can share time together. Showing interest in a 
client enables the individual to not only develop interpersonal communica
tion skills, but may also enable the client to have "peace of mind" and 
put him in the proper mental frrtmework to blossom towards self-actualization. 
Needless to say, staff members help in similar situations but have time 
restrictions as to the number of needs that they can work on. 

Volunteers can hold group activities with the residents, whether it 
is an outdoor picnic, how to knit, or going to a concert. A volunteer 
or group of volunteers may provide entertainment, either for one night 
or on a regular basis. On the other hand, the group activity may be more 
along the lines of group therapy. Whether it is in an informal or formal 
way, participating in a group and developing communication and decision
making skills are vital to the resident's development. 

Thirdly, volunteers can aid the program by assisting with material 
needs or technical advice. They have helped on many occasions to reno
vate the building used as the transitional living facility and have 
assisted clients in repairing and painting newly acquired apartments. 
The volunteer may be able to solicit monies for a particular aspect of 
the program or do some art work for the home. They can even set up a 
resource file on landlords, churches, or available medical services. 
Volunteers can share their artistic abilities with a staff member who is 
making a brochure to distribute about the program. They can aid a staff 
member in developing learning pamphlets about personal hygiene for the 
residents. Volunteers can also solicit materials for a "welcome packet" 
so that each incoming resident is given a package containing an ample 
supply of items necessary to learn self-care skills, including a date 
book, calendar, bus schedule, and sample sizes of "toilet" items (sham
poo, toothpaste, etc.). 

One of the most beneficial aspects of using volunteers is that more 
and more members of the community become aware of the needs and assets 
of the program and of the individuals who participate in the same. 
Growth and development of both client and program depends, at least in 
part, on the acceptance and support of the established centers of the 
community. The psychiatric halfway house and its clientele should be an 
integral part of the community rather than separated from it. 
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FINDING STUDENT VOLUNTEERS 

Without a doubt, volunteers allow for a greater variety of experi
ences for the residents of halfway houses that they would not have 
otherwise. Their influence is positive and if used wisely, an hour of 
staff time with a volunteer should have a multiplier effect and result 
in many hours of volunteer time. Volunteers can more than sufficiently 
make up for deficiencies in the program caused by personnel and budgetary 
limitations. 

But where do we find these volunteers? In the past, we have sought 
out the members of church groups, mental health associations, or we have 
recruited volunteers by word of mouth. Recently, however, we have come 
to recognize the large pool of candidates that exists in colleges and 
universities across the nation. Both graduate and undergraduate students 
can provide the necessary manpower to allow for the expansion of services 
available to those in halfway houses. These student volunteers can come 
as individuals, as part of a class, or as members of a fraternity or 
club. They may serve for a day, for a semester or for a year on a part
time basis or for a specific project. A full-time intern position for a 
fixed period of time is also possible. 

Many colleges and universities have volunteer directors or deans 
who handle volunteer projects. If not, the Student Government, frater
nities, clubs or individual professors can be contacted. 

MOTIVATIONAL FACTORS FOR VOLUNTEERING 

The above discussion describes how volunteers can enhance a program, 
but why do they want to donate their time? Following are some of the 
reasons. The experience: 

1. can be invaluable to his/her own personal development; 

2. may be an exploration of a future career; 

3. may be used as a stepping stone to a job, graduate 
school, or future career possibilities; 

4. exposes an individual to the community surrounding the 
college environment; 

5. relates practical experiences to the theories one is 
learning in the classroom; 

6. is a means of creating some sense of worth in oneself; 

7. allows them to have an alternative way to obtain college 
credit other than traditional lecture-type classes; and, 

8. is a way to improve interpersonal skills. 

In an age when an individual must be well-equipped with professional 
and personal skills at an early age, volunteerism may be the only method 
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of obtaining these skills during one's academic experience. The parti
cipant receives actual practice (and hopefully training) in order to 
develop his/.her competency in these skills. The result is twofold: the 
immediate program reaps the benefits from their concern and the social 
service agencies, in general, have another candidate who is a little 
better equipped to handle his job duties in future positions. 

CHARACTERISTICS OF STUDENT VOLUNTEERS 

What kind of students are we looking for and what are some of the 
things that we should be careful about? We are searching for students 
who are flexible, who honestly want to spend their time in a halfway 
house program, and who want a challenge. Their serious involvement can 
help the residents immensely. Transitional living settings are ideal for 
students since, in most cases, their volunteer commitments can only be 
made for short durations of time. There is very little conflict when 
they leave for breaks or vacations as their contributions fit~ in very 
well because the residents are at the home for less than a year. Serv
ing for a short period of time still allows a volunteer to share his or 
her abilities without disrupting the smooth functioning of the program. 

Like any volunteer situation, we must be careful to be specific with 
the responsibilities of the volunteer. Specific tasks and specific sched
ules are a must; a formal commitment is mandatory. Students tend to be 
idealistic and appreciate challenges. We must provide them with just 
that; trying something new and exciting permits them to use their maximum 
energies. Subsequently, the new ideas that they may be able to suggest 
should be assessed on their merit and . not on the basis of who initiates 
them. 

The amount of training necessary depends on the individual and his 
or her volunteer project. In many cases, a detailed explanation of the 
program may be sufficient since a volunteer is sharing his own abilities 
and experiences with the resident and performs a very specific function. 
Being "human", having patience, and using common sense could very well be 
the most desired personality characteristics in a student volunteer. 

POTENTIAL PROBLEMS 

The idea of student volunteers in a halfway house has worked and 
will continue to do so with the proper supervision and feedback. Volun
teers must definitely communicate to the . staff as to the status of their 
tasks. Integrating volunteer activities into the overall program is an 
extremely important element of a smooth-running agency. However, just 
because a student wants to volunteer his or her time does not automatically 
indicate a positive contribution to the program. A field placement is not 
a classroom situation and we should be aware of the differences. The ex
perience is real a.nd should not be treated as an "academic exercise." 
Evaluations are important and must be shared directly with the students. 

If a volunteer fails to handle his duties in a responsible manner, 
the student should be told immediately. If no remedy is found and the 
neglect persists, the volunteer's services should be terminated. Also, 
a volunteer may indicate that he or she may be taking on an overwhelming 
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task, may not be taking on as many responsibilities as he or she can 
handle, or may use his or her abilities in a more positive manner. As 
mentioned earlier, student volunteers must be flexible, and the staff 
members responsible for supervising these volunteers must be capable of 
recognizing problem areas and developing solutions quickly. On the ot he r 
hand, letters of recommendation, news articles, or inviting the volunteers 
to dinner could give them the well-deserved recognition that they have 
earned. 

CONCLUSIONS 

Programs that serve individuals who need temporary, structured 
facilities because of mental illness are quite complex. Although the 
needs of the clients are usually great, the transitional nature of the 
program and limitations of staff time and budget often curtail a number 
of activities that could aid the residents to become more independent in 
the community. One means of supplementing present services, however, is 
the uge of volunteers in the halfway house setting. As indicated, volun
teers can serve for a variety of reasons and perform a wide range of 
functions. Presently, we have a tremendous number of easily accessible 
individuals who are attending institutions of higher learning who could 
aid in developing more comprehensive services to residents of transitional 
living facilities. I t is now time that we use their potential energies 
to overcome limitations that exist in psychiatric halfway houses. Field 
involvement has been excluded from colleges and universities long enough. 
It is imperative that today's youth develop so cial responsibility which 
includes experiences in social action. In this manner, we will not only 
be able to provide the best possible services to the individuals who 
inhabit transitional living facilities, but students may gain the personal 
and professional skills vital to their own development. 



PURPOSE 

THE WOMAN VOLUNTEER WORKER: A SURVEY* 
Marjorie L. Coppock 
Cornell University 

With the advance of Women's Liberation organized groups are ex
tending challenges to women which have the potential of changing the 
nature of volunteer activities. On the one hand women are being chal
lenged by some groups to withdraw from the area of volunteer work. 
On the other hand challenges are being made to increase volunteer con
tributions, to professionalize, and to develop a position of advocacy 
toward the organizations within which they work. If women accept any 
of these challenges in large numbers we must anticipate the effect 
these changes will have upon the organizations and community activi
ties that depend on voluntary support for their effective operation and 
continuance. At the present time, however, the nature and extent of 
the voluntary contributions of women are only vaguely understood and 
documented. This exploratory study was an attempt to bring into clearer 
focus four areas of concern. Data were collected on 1) the background 
characteristics of the volunteers, 2) the nature and extent of volun
teer participation, 3) the attitudes of the volunteers toward their 
participation and 4) attitudes of the volunteers toward six currently 
debated proposals for policy change within volunteerism. 

METHODOLOGY 

The data were collected through a ten-page questionnaire mailed to 
900 women volunteers in January of 1975. A random one-third sample 
(every third name) was drawn from the mailing list of sixteen community 
service organizations which were based in or operating in Ithaca, New 
York (county population - 80,000 including 20,000 college students). 
The organizations sampled were selected from a survey made by the author 
of over 70 human service agencies and were chosen to include a diversity 
of volunteer experiences. The organizations included the Ithaca School 
System, YMCA, Boy Scout Council, 4-H, Economic Opportunities Corporation, 
Hospital Auxiliary, Red Cross, Planned Parenthood, Mental Health Associa
tion, Suicide Prevention and Crisis Counseling, Alternative (solutions 
in unwanted pregnancies), FISH, United Way, League of Women Voters, 
Friends of the Library and Historic Ithaca. A pre-survey showed that 
4,609 women over 23 years of age were listed as volunteers with 55 of 
the surveyed agencies. Women in this age group represented 58 percent 
of the volunteers listed with these agencies. The survey deals with 
the activities of women in this age category. 

* Paper presented at the conference on Roles of Colleges and Universi
ties in Volunteerism at Virginia Polytechnic Institute and State 
University, Blacksburg, Virginia, 24061 on April 25-29, 1977. 

Acknowledgement is extended to Dr. Harrison Trice and Dr. Karl Weick 
for help at different stages of the research. Dr. Trice was instru
mental in helping obtain partial financial support for the project 
from the Christopher D. Smithers Foundation. The research was pre
sented as a Master's Thesis in the Department of Organizational Be
havior at Cornell University. 
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After an initial version of the questionnaire was developed, a 
written pre-test was administered to twenty women from different age 
groups, backgrounds and types of involvements to insure that the items 
were being interpreted consistently. A pre-letter explaining the pur
pose of the questionnaire was sent a week before the questionnaire and 
a follow-up letter was mailed two weeks after. The questionnaires were 
returned anonymously. They were answered with obvious thought as many 
comments were written into the questionnaire and over half of the women 
continued writing ideas on the page included for comments. The response 
rate was 66 percent. The collated results represent 513 respondents. 
Sixty-four questionnaires were returned blank because of non-active 
status. 

CHARACTERISTICS 

This section will address the question: What are the social 
characteristics of the women who are making contributions within com
munity organizations and how do background characteristics and situa
tions influence the voluntary participation of women? 

Researchers (Reddy and Smith, 1973; Babchuk and Booth, 1969; 
Wright and Hyman, 1958; Hausknecht, 1962) and respondents suggest that 
the nature of volunteer activities changes with the life cycle. The 
following comments made by respondents allude to this idea. "I find 
that changes in my family directly concern the type of volunteer work 
I do." "You caught me four years too late. I was once a very active 
volunteer. I think this is a developmental stage in life. I have moved 
to another stage and I now do very little and only what I really enjoy." 
Married women with children have been found to be the core of the volun
teer labor force. Youth groups and school activities draw parents into 
leadership and participative roles. The data in Table lA strongly sup
port these ideas. Seventy-nine percent of the women were married and 
85 percent had one or more children. 

Perhaps the most consistently documented correlate of volunteer 
participation is socioeconomic status (Babchuk and Booth, 1969; Palisi, 
1968; Hyman and Wright, 1971). Higher education and income levels and 
professional occupations have all been related to higher rates of volun
tary participation. Hagedorn and Labovitz (1968) explain this rela
tionship by suggesting that a major value instilled by the education 
process is the desirability of community participation. The more educa
tion a person receives the more he is socialized to accept this norm. 
Education instills not only the norm but the leadership and inter
personal skills necessary for participation. Another explanation for 
the difference in participation is the money necessary for participation 
in organizations. Dues, transportation expenses, and contributions of 
refreshments will be a minimal sacrifice to a woman of middle or upper 
income but could prove prohibitive to lower income women. Lower income 
women also will more likely be required to hold full-time jobs thus cut
ting down on the time available for voluntary association. Examining 
the data in Table lB we see that 78 percent of the volunteers had family 
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income of over $10,000.* Eighty percent of the volunteers had at least 
some college and 53 percent had a bachelor's degree or more. Sixty-two 
percent of the women were wives of professional men. 

What roles do voluntary associations play in the leadership develop
ment and the leadership base of the community? To what extent do women 
perceive themselves in leadership roles and seek leadership roles? Many 
women felt a need to list and document the many leadership positions 
which they had held in their volunteer experiences. These women de-
fined themselves as directors, presidents, coordinators, organizers, 
leaders and developers of social activities, neighborhood meetings, PTA's, 
youth activities, Garden Clubs, Senior Citizens, church programs and 
civic action groups. One woman wrote, "Vital work is done by volunteers. 
Some women refuse to take a job which pays well but is restrictive, pre
ferring to work almost full time at a job for which they are not paid. A 
lot of jobs can't be 'bought' and a lot of people will work hard to do 
what they feel needs doing." In Table lC the data show that 76 percent 
of the volunteers perceived themselves to have been at least slightly in
volved in leadership roles during their school years and one in four per
ceived themselves as having been highly involved. In the two risk-taking 
items** concerned with authority and change it is seen that there is over 
a 20 percent advantage in the number of women who pref erred the riskier 
position. In our society volunteer jobs have been to a large extent the 
only opportunity for women to hold and develop leadership roles. Society 
perpetuates the concept that women are low achievers and have low needs 
for achievement. This concept fosters the belief that the accomplish
ments and activities of women are not actual achievements but rather 
pseudo-achievements which are of superficial importance to the community. 
The low rates of achievement identified with women are perhaps more a con
sequence of the definitions of society as to what constitutes an achieve
ment than of the actual achievements of women or the achievement needs of 
women. 

The data in Table ID show that 37 percent of the volunteers were 
presently employed for pay. An additional nine percent were seeking a 
paying job. The experiences gained through volunteer participation in 
an organization sometimes lead to a paying job. A person who has proven 
herself _to be responsible as a volunteer may be more readily considered 
for a job if an opening becomes available in the organization. The volun
teer experiences can also help a women decide what kinds of work and what 
kinds of organizations are most compatible with her interests and abili
ties. 

Table lE shows that 84 percent of the volunteers identified with a 
religious affiliation. Comments by respondents suggest that there is a 
relationship between the intrinsic and spiritual motivations instilled by 
religion and the propensity to become involved in volunteer work. One 
woman commented, "I like working with people and feel a satisfaction in 

* The median family income of families in Tompkins County in 1969 was 
$10,247. 

** These items were adapted from a risk-taking scale developed by Lawrence 
K. Williams (1962, unpublished). 
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using my time in the service of others." Another said, "I feel there will 
always be a need for volunteer services as long as people love and care 
for others. My husband and I volunteer our services together. We do it 
freely and with a love of God and our fellow man." In political affilia
tion it is seen that the largest percentage of respondents identified 
themselves as republican. 

"Table 1 about here" 

ORGANIZATIONAL PARTICIPATION 

The variety of organizations using volunteers and developed by them 
is immense. All the areas and interests of human experience are repre
sented by voluntary associations whether they be social, religious or 
political. The vast plurality of our society has been developed and 
protected by these groups. Voluntary organizations have been classi-
fied by functions or services performed (Babchuk and Booth, 1969; Smith, 
1972; Hausknecht, 1962; Anderson and Moore, 1974). Researchers use dif
ferent categories to reflect differences in their particular samples. In 
the present research the 513 respondents cited 1,379 organizational affilia
tions. These organizations were differentiated into the following cate
gories: 
1. School-related groups such as tutors, PTA, School Boards 
2. Youth Service groups such as 4-H, Boy Scouts, Campfire Girls 
3. Social and Hobby groups such as Garden club, Senior Citizens 
4. Church-related groups such as women societies, choirs, church board 
5. Health and Welfare groups such as hospital auxiliaries, crisis centers 
6. Political groups such as League of Women Voters, political pnrties 
7. Professional groups such as University Women, unions 
8. Educational groups such as library assistance, historical societies 
9. Undetermined category (unable to determine function from initials 

or name) 
Table 2A shows that the largest involvement was in the area of welfare 
(31 percent) and 30 percent were related to youth through the schools and 
youth services. Ninety percent of the affiliations were associated with 
the traditionally feminine responsibilities of children, church, social 
and welfare organizations. 

There is ambiguity in the research on rates of voluntary aff ilia
tions, (Hyman and Wright, 1971; Babchuk and Booth, 1969). Some studies 
have used interviews where researchers prompted recall by presenting a 
list of organizational types asking the respondent to indicate which of 
these types of organizations he was affiliated with. Others have con
sisted of open-ended questions. In the present study prompted recall 
was not used. Three identical pages were included to collect detailed 
information on up to three voluntary affiliations and the respondent was 
then ask€d to list other organizations briefly. Each respondent de
fined her own volunteer involvement. The data show that the mean rate 
of organizational affiliation was 2.7. This represents perhaps a con
servative estimate of actual involvement since several respondents re
turned the questionnaire with a statement to the effect, "I have not 
done volunteer work this year, as I have been busy with church and social 
groups." The inclusion of a list might have remedied this ambiguity. One 
out of four respondents was affiliated with four or more organizations. 
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Volunteer work involves people in many different types of activi
ties and provides many opportunities for both the use and the develop
ment of skills and abilities. Respondents wrote comments which bring 
out the issues involved. "I work with the Crisis center to 'keep up' 
my counseling skills". "It's as close as I can get to what I love to 
do -- teach." "I much prefer the type of work I do as a volunteer to 
my secretarial position." "Volunteer work is valuable as a broadening 
agent for ones abilities." "I have learned things I could never have 
learned at school." The data in Table 2B show that the skills checked 
fell evenly into three categories. In the questionnaire the statement 
was made, 'Briefly describe the volunteer work you do'. Twenty-one 
skills were then listed. Administrative and policy-making skills in
clude such categories as president, director, other officer, supervisory 
skills, program planning, advisory, board of directors and research. 
Clerical and organizational support skills include the categories of 
secretarial skills, financial accounting, telephoning, publicity, sales, 
reception and recruitment. Direct service and expressive skills include 
teaching, counseling, chauffeuring, recreation, nursing, artistic work, 
and food preparation. 

What is the extent of the time contributions being made to community 
organizations and on what basis is this time being contributed? Is it 
regular or sporadic? How much would it cost to replace these contribu
tions? The data in Table 2C illuminates the total number of hours given 
to all the affiliations listed. After converting the contributions being 
made on a daily, monthly and occasional basis to hours per week it is 
seen that the largest amount of time represents a regular, weekly parti
cipation. It would require 80 full-time workers to replace the work of 
these 513 women. If they were hired at a salary of $8,000 a year it 
would require an expenditure of $640,000 per year to replace their ser
vices. This salary level was chosen arbitrarily by the author. After 
consideration of the educational achievements of the women and the 
leadership and professional skills being used it was felt that the mini
mum wage would be inappropriate and misleading. When we consider that 
these women represent a sample of a population of 4,609 women who are 
listed with community organizations we begin to realize the immensity of 
the volunteer contributions being made to our society by women. 

"Table 2 about here" 

ATTITUDES TOWARDS JOB SATISFACTION 

In light of the present challenges being extended to women to alter 
the nature and extent of tl•eir volunteer participation a consideration 
of the attitudes which women hold toward their participation becomes 
imperative. We can echo the concern of one questionnaire respondent 
who wrote, "How chaotic and awakening if all women volunteers quit 
simultaneously." The possibility of all quitting may be remote; how
ever, a change in involvement of even one quarter of this number could 
prove chaotic. The question now becomes, 'To what extent are women 
satisfied with their volunteer jobs and the rewards received from per
forming them?' 
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How does one measure job satisfaction? Vroom (1964) provides a 
comprehensive discussion of the research done on the determinants of 
job satisfaction. He sununarizes the factors of job satisfaction into 
six areas; 1) the extent to which a supervisor considers the needs and 
opinions of the workers, 2) the nature of the interaction within the 
work group, 3) the extent to which a worker is able to experience a 
feeling of success and accomplishment, 4) the perception of fairness 
of rewards in relation to the effort necessary to perform the job, 
5) the opportunity for promotion and 6) the ability to establish 
working hours that do not interfere with other important areas of life. 
Reddy and Smith (1973) found general attitude characteristics conducive 
to participation in voluntary organizations. These include a strong 
sense of moral or civic obligation, a service orientation toward leisure 
time, a positive attitude toward the local community, a preference for 
organized groups as a way of accomplishing goals, positive attitudes 
toward the efficacy of voluntary associations, low degrees of aliena-
tion and powerlessness and the perception that one's friends and family 
approve of the participation. Closely related to satisfaction is the 
consideration of stress producing elements within a job. Kornhauser (1965) 
states that job roles provide important psychological functions for the 
worker aside from the production of service that is rendered for the or
ganization. The failure of the organization tc• fulfill these personality 
needs will lead to a sense of stress. Kahn and co-workers (1964) see 
stress related to conflict and ambiguity in role relations caused by ex
cessive pressures toward conformity. These social pressures are seen as 
sources of stress as people seek to establish their individual identities. 
Palisi (1968) suggests that social forces or pressures operate to maintain 
participation of people in voluntary groups to a larger extent than is 
commonly admitted. 

In the present research attitudes were assessed toward both specific 
volunteer jobs and toward volunteer participation in general. On the 
three identical pages used to gather detailed information on up to three 
different volunteer participations five attitude items were included. 
For the 1,020 detailed job reports, 93 percent of the women agreed that 
'The work I am doing is important'. Fifty-one percent of this number 
strongly agreed. Seventy-nine percent agreed that, 'My abilities are 
being used in this job'. Ninety percent agreed that 'My efforts are 
appreciated'. Eighty-three percent agreed that 'The supervision is ap
propriate'. and Seventy-two percent agreed that "I plan to continue 
what I am doing'. 

Thirty-one Likert type attitude items were used to assess feelings 
toward general volunteer participation. In developing the questionnaire 
twenty-five interviews were held with women engaged in various types 
of volunteer work. The women were encouraged to discuss their involve
ment in and attitudes toward their volunteer work in any way they felt 
important. The wording of many of the attitude statements was based on 
conversations held during these interviews. To insure that the questions 
asked were relevant to the larger empirical studies which have been done 
in the areas of social relations and work relations the items in the sur
vey have also been suggested by and adapted from previous research done 
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in the areas of job satisfaction and stress. The thirty-one attitude 
items assessed feelings toward the variables of accomplishment, personal 
involvement, recognition, personal growth., pay, social interaction, super
vision, civic orientation, value orientation, stress and equity. 

The data give a consistently strong sense of agreement that the work 
being done constitutes an important accomplishment. Consistency is demon
strated by the differential agreement to statements that were positively 
and negatively worded. In response to an open-ended statement, 'List your 
major satisfaction' it is seen that the predominant sources of satisfac
tion related to helping others, helping the connnunity and being involved 
with people. Many women wrote expressions about their feelings of accom
plishments in volunteer work. 

"I am doing a service well that needs to be done well." 
"I get personal satisfaction from teaching children a new level of 

sensitivity and creativity." 
"I saw a group of insecure individuals become in one brief year a 

happy, communicative friendly group." 
"Most of my work has been experimental and politically innovative. 

Some ideas would not be supported without volunteer help." 

About ten percent of the volunteers expressed a deep sense of stress 
which related to being unpaid and overused. Three connnents typlify this 
stress; 1) You have to learn to say 'no' or you will be worked to death., 
2) The volunteer load is increased by women who have taken paying jobs., 
3) Volunteers aren't respected as much as paid workers. 

The data in Table 3 show responses to a sample of the attitude items. 
A trend is apparent on most items. The statements about 'pref er to be 
paid' and 'love of God' show a variance in response. Thirty percent of 
the women agreed that if possible they would pref er to be paid. The idea 
of pay in this area represents a break in the ideal of volunteerism. The 
concept of 'God' motivated 41% of the volunteers while 47% disagreed that 
this was a motivatj_on. One respondent wrote an 'undecided' response and 
then changed it to 'strongly agree'. She shared the thought process she 
went through in changing her response. "If God represents all that is 
good-harmony, compassion, tolerance, high aspirations, optimism- then this 
item should be scored 'l' .••• Faith in a supportive force greater than 
the human reality has always been a mysterious but certain component of 
my life." Another woman wrote, "I never thought of it in that way." 
Another woman was highly offended by the statement and wrote, 'Bah' in
stead of a response. 

"Table 3 about here" 

ATTITUDES OF THE VOLUNTEER WOMEN TOWARD POLICY PROPOSALS 

Twenty-nine Likert type attitude items were used to assess attitudes 
toward six currently debated policy orientations. These orientations 
include withdrawal, advocacy, professional career status, academic credit, 
support for democracy and public-private interaction. Data in Table 4 
show responses to a sample of these policy items. 
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Some proponents of Women's Liberation, including the National Organi
zation for Women (1971) suggest that women should withdraw their volun-
tary support of society. They contend that the volunteer system perpetuates 
the exploitation of women by expecting them to perform supportive human 
service functions without pay. Data in Table 4 show that 15 percent agreed. 

Langley (1972) suggests that the new image for the volunteer is that 
of the 'volunteer as an advocate'. The concept grows from the concern 
tho.t societal organizations of ten develop large bureaucracies which can 
be insensitive to the real needs of the clients being served. This con
cept suggests that volunteers be represented in the policy making of or
ganizations. Seventy-four percent of the women agreed. 

Democracy encourages voluntary participation in associations. Mem
bers of a democracy are encouraged to develop individual and cultural diver
sity in the support of individual growth and freedom. Schindler-Rainman 
and Lippitt (1971) contend that voluntarism develops the basic elements of 
a democratic personality such as self-motivated involvement, participation, 
openness to others and friendliness. The data show that 88 percent of the 
volunteers agreed that volunteer work promotes initiative. 

An important development in the acquisition of status for the volunteer 
is the growing interest being shown in the accreditation of off-campus and 
field study learning experiences. The University Without Walls (1972) recog
nizes that much knowledge is accumulated outside the traditional academic 
setting. Thirty-three percent of the respondents agreed that academic 
credit would have been appropriate. 

In considering the changing relationships in social service organiza
ticns a key area of discussion is the interaction of the public (governmental) 
and private (non-governmental) social service agencies. The opinions toward 
this relationship range from separation in order to maintain unique ap
proaches, to cooperation and coordination, to complete consolidation of public 
and private agencies. Forty-two percent of the women agreed that separation 
should continue for unique approaches and 33 percent agreed that consolida
tion would be more effective. The data in Table 4 show that 61 percent of 
the women agreed to separation with coordination. 

In the wake of the challenges being presented to volunteers Ellen 
Straus (1972) advocates establishing a new job category entitled 'Volunteer 
Professional'. This status will depend on winning certain demands such as; 
written job agreements with agencies, reimbursement for expenses, on-the-job 
insurance, child-care facilities at work, federal income tax deduction for 
volunteer hours, inclusion in the social security system, and written evalua
tion of job performance for future employers. In averaging the agreements 
of the respondents to these demands, it is seen that approximately 57 per
cent feel these are appropriate. 

"Table 4 about here" 
SUMMARY 

This survey indicates 
community organizations by 
ganizatjons and activities 
positive and consistent in 
sented important services. 

that a large contribution is being made within 
women. In spite of the large variety of or
engaged in by volunteers, the respondents were 
their agreement that the contributions repre-
In the accomplishment of maintaining the family 
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unit and the integration of the family unit with societal organizations 
through volunteer activities, women have highly refined the skills of ob
servation, interaction, awareness, integration, supervision, initiative, 
organization and evaluation. In the development of a just society we are 
led to ask, "How best can the values of compassion and integration, which 
have been the traditional roles accorded to and developed by women, be 
channeled to challenge our society to a re-establishment of concern for 
the dignity of each individual?" 
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Table 1: CHARACTERISTICS 

A. Life Cycle Stage Variables 

Number of Ages of the 
% Age % Marital Status % Children % Children 
11 23-29 El married 12. none ll under 6 years 
1& 30-39 -2 divorced/sep. 14 one 48 6-18 years 
±it 40-49 -2. widowed 12. two 46 over 18 years 
19 50-59 7 single n three 
20 60 + 10 four 

__§_ five 
_]_ six + 

B. Socio-Economic Status 

Husband's 
% Family Income % Education % 0CCUEation 

__§. Under $5,000 2 Some High School 12 Professor 
16 5 up to 10 11. High School Grad. IL Other Professional 
n 10 up to 15 1.§. Some College 8 Manual Worker 
18 15 up to 20 n Bachelor Degree ~ Service Worker 
16 20 up to 25 10 Some Graduate Work 2 Farmer 
n 25 and over 11 Master's Degree _]_ Student 

2 Work Beyond Master's .12. Does Not Apply 
_]_ Ph.D. _]_ Retired 

C. Perceptions of Leadership and Pref erred Involvement 

Leadership Pref erred Authority PreferrE':d 
% during school % in volunteer job % Change in Job 

12 highly inVL'lved 50 I am my own authority ll little change 
51 slightly involved ~ someone to catch my so constant change 
~ uninvolved mistakes 10 qualified 

_§. qualified .!l did not respond 
.!l did not respond 

D. % Job Status 
1J_ Presently employed 
48* less than 30 hours a week 
21_* more than 30 hours a week 

* percentage of subgroup 

E. Religious and Political Affiliation 

% Religion 
..§1 protestant 
16 catholic 
_]_ jewish 
16 none 
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% 
li 
£ 
12 
-1 

seeking paying job 
less than 30 hours a week 
more than 30 hours a week 

Political Affiliation 
Democrat 
Republican 
Independent 
Other, qualified 



Table 2. ORGANIZATIONAL PARTICIPATION 

A. Organizational involvement 

% Number of Associations 
2 none at present 

ll one 
1§. two 
18 three 
12 four 
_]_ five 
-2 six 

2 seven to nine 

Mean - 2.7 

* % Organizational type 
lQ School 
10 Youth Services 
Jl. Church 
10 Social 
31 Welfare 
_2 Library and Historic 
_2 Poli ti cal 
_l Professional 

1 Undetermined 

*percentages based on the 1,379 affilia
tions listed by the 513 respondents. 

B. Skills used in the volunteer job 

%* Type of Skills 
34 Administrative and policy-making skills 
_12. Clerical and supportive skills 
31 Direct service and expressive skills 

*percentages based on 3,668 skills checked 

C. Total Hour Involvement of Respondents 

Basis of Involvement 
Hours on 
this basis Converted to hours per week 

Daily basis 
Weekly basis 
Monthly basis 
Occasional basis 

100 
1,828 
3,038 
6,107 

Average hours per week per respondent 

Full-time workers needed to replace 
volunteers 

Cost of hiring at $8,000 salary/yr. 

Extrapolating to adjusted* population 

100 hr. x 5 days 500 
1,828 

3,038.;- 4 wks. 760 
6, 107.;- 52 wks. 117 

Total 3,205 

3,205 hrs. • 513 res. 

3,205 hrs. 40 hrs. 

80 x $8,000 = $640,000 

4,102 .;- 513 = 8 

*The population of 4,609 was reduced by 11% which represents the 
percentage of respondents returning the questionnaire blank be
cause of non-active status. 

hrs. 

hrs. 

6.2 hrs. 

80 workers 

Total monetary equivalent 8 x $640,000 $5,120,000 
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Table 3: ATTITUDES OF THE VOLUNTEER WOMEN TOWARD GENERAL JOB SATISFACTION 

Strongly agree Agree Undecided Disagree Strongly disagree 
(responses are below statement) 

I feel a sense of accomplishment in the volunteer work I do. 
42% 47% 7% 3% 1% 

Volunteer work fritters a women's time and keeps her from making a 
significant contribution. 

1% 2% 10% 51% 36% 
The community respects my efforts as a volunteer. 

17% 55% 23% 4% 1% 
My volunteer activities allow me to use my abilities. 

20% 61% 10% 7% 2% 
Volunteer work allows a woman to influence and shape the character of 
the comnrunity in an important way. 

19% 55% 18% 7% 1% 
I do volunteer work because of my love for God. 

11% 30% 12% 30% 17% 
I do volunteer work because of my love for my fellowman. 

20% 53% 14% 11% 2% 
There is a need for improved understanding between professionals and 
volunteer workers. 

15% 42% 31% 11% 1% 
If it were possible I would pref er to be paid for my work. 

14% 16% 16% 39% 15% 
I feel pressured to do volunteer work. It's expected of me. 

3% 14% 7% 52% 24% 
I get angry when I think that othE~rs are paid for the same things I do. 

3% 7% 9% 52% 29% 
I do volunteer work because I cannot find a suitable paying job. 

2% 5% 3% 47% 43% 

Table 4: ATTITUDES OF THE VOLUNTEER WOMEN TOWARD POLICY CHANGE PROPOSALS 

Society 'uses women and keeps them economically dependent by expecting 
them to provide services on a voluntary basis'. 

3% 12% 15% 52% 18% 
The volunteer members of an organization should be represented in the 
policy formation 

24% 54% 14% 8% 0 
Volunteer work supports democracy by encouraging citizen initiati.ve. 

20% 68% 10% 1% 1% 
The experiences I have had in community and volunteer activities are 
significant enough to be academically credited. 

12% 22% 19% 39% 8% 
Coordination and cooperation between the public and private sectors 
will provide better human services but administration and policy should 
remain separate. 

8% 53% 27% 11% 1% 
Some need for professional recognition was demonstrated in the approxi
mately 57 percent agreement toward the value of such items as written 
evaluation, reimbursement for expenses, insurance, tax deduction and 
social security. 
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'''!HE OOLl.EGE sruDENT AS ADVOCATE'' 
BARBARA R. IDRGAN, BARD OOUEGE, ANNANDALE-ON-IIl.JDSON, N. Y. 

ABS'IRACT: 

Bard College is a small undergraduate liberal arts institution 
in rural upstate New York. In September 1976, the College was the re
cipient of a one-year grant from the New York State Council for Develop
rrental Disabilities under the DevelopnEnt Disabilities Assistance and 
Bill of Rights Act. The title for this project is "Developrrentally Dis
abled Adults: A One-to-One Advocacy and Education Program to Achieve 
Maxirm.nn Feasible Participation in Corrmunity Activities in Group H~s 
and Cormrunity Normalization Skills." 

The Advocacy portion of the project focused on the constitutional 
right of the developrrentally disabled to individual treatJIEnt plans. 
Students evaluated these plans in terms of compliance with federal and 
state laws and, where appropriate, provided assistance in the irrplerren
tation of the plans through educational programs. The target population 
was those· developmentally disabled adults, nost of whom had been institu
tionalized for as long as 40 years, who are now living in cormrunity facil
ities in Dutchess County, where Bard College is also located. Students 
participated in field study/service experiences and were provided with 
academic orientation by the head of the Psychology DepartID2nt, and were 
supervised in the field by the Cormrunity Outreach Coordinator. 

The preliminary results of the project and the problems encountered 
will be dealt with in this paper. The final assessrIEnt of the project 
in Septanber 1977, will provide the New York State DepartJIEnt of Mental 
Hygiene with baseline information as to the feasibility and validity of 
supporting similar projects in colleges throughout the entire state. 

HISTORICAL PERSPECTIVE 

A brief overview of the public care of the rrentally disabled in 
the United States is essential for an understanding of the Bard College 
project as part of a developID2ntal process of socio-culture attitude 
changes. 

In the middle of the nineteenth century there was an optimistic 
attitude toward the educability of the mentally disabled and many publicly 
supported schools were founded to prepare the retarded for a place in 
society. However, by the last quarter of the century, attitudes shifted 
pessimistically and the institutions noved toward the custodial asylum or 
f ann colony nodel where the primary purpose was to protect the retarded 
from the rigors of life in the cormrunity. The eugenic alann of the early 
twentieth century shifted the enphasis to protecting society from the 
fruits of retardation: nrurely crirre, papuperism and degeneracy. The 
custodial institutions grew within a legal frrurework which was airred at 
reducing the reproductive rate of the retarded. Though the eugenic alann 
scare passed , the large residential institution did not and the ''ware
housing" of the retarded persisted as our major public policy until the 
middle of this century. By 1970, over 220,000 mentally disabled persons 
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were being maintained in public and private institutions whose average 
size was between 2,000 and 3,000 patients. 

However, a combination of forces has been at work to change this 
pattern. National leadership from many Presidental Conmissions as well 
as from a parent group, the National Association for Retarded Children, 
coupled with significant federal court decisions began to affinn the 
rights of the mentally disabled under constitutional protection. The 
rights of the retarded to ht.nnane care and adequate education and sub
sequent changes in federal and state legislation have given impetus to 
the placement of these people in corrmunity-based facilities. 

The tenn developrIEntally disabled was adopted as an adminis
trative category to financially expedite the transition of funds from 
state institutions to county levels. Developmental disabilities are 
defined as neurological handicaps of mental retardation, cerebral palsy, 
epilepsy, autism, and severe dyslexia which originate before the age of 
18 and constitute substantial disabilities which prevent nonnal partici
pation in society. The developmentally disabled have the legal right 
to non-institutional care, education, health services, recreation, and 
vocational training. The rrajor task of the advocate in this social 
service system is to ensure that these rights are respected and that the 
necessary services are available to those needing them. 

BARD COLLEGE DEVELCPMENrAL DISABILITIES PROJECT: 

There are two contract agencies in Dutchess County with sheltered 
\\Drkshop/nonmlization skill training programs. The Dutchess County 
Association for Retarded Children provides vocational training for 96 
nnderately to severely retarded adults. The other agency, Rehabilitation 
Programs, Inc. provides services for developmentally disabled from infancy 
through adulthood. The adult program presently serves 167 clients. 
These agencies contract with the county for funding of their prograJTE. 
Another program, Continuing Services, is funded directly by the New York 
State Department of Mental Hygiene and serves 394 clients; a mixed poupu
lation of developmentally disabled and enDtionally disturbed adults. 

Students recruited to volunteer for Fall .seme8ter b~gan their 
field experiences; sonE at an evening recreation program, SOllE at the 
st\te institution, and others in a local Family Care HOllE for five men. 
The culmination of the first quarter of the project was a Christrras party 
held on the Calll>US for 60 developmentally disabled adults. The idea for 
the party ca.IIE after several students attended a dance at Rehabilitation 
Programs. The students were upset when they saw that the only "nonnal" 
people at the party, other than paid professionals, were themselves. 
The students canvassed local businesses for gift donations, made wrapping 
paper, helped the adults make decorations i:>r the tree that they cut 
down, and recruited other students to help at the party. The local chap
ter of Jaycees and several other comrrunity groups attended the party also. 

The second quarter of the project was conducted during the winter 
intersession for a four week period. Eleven students worked 35 hours 
per week and were supported by stipends from the grant. Each student was 
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assigned to three clients in the agency programs and evaluated the in
dividual treatJIEnt plan for each client for conprehensiveness and ap
propriateness. In addition, students were required to keep daily log 
books, attend weekly saninars, v.ork with their clients in the sheltered 
v.orkshops and recreation programs, and rrake weekly hc:>rJE visits. 

What the students discovered in their investigations was a full 
range from careful corrpliance with the legislative guidelines to corrplete 
lack of evidence. 

After four weeks Ellen could find no record of any treatment 
plan for her client in any of his records. Jim had recently 
been released from the state institution for the retarded but 
the paperwork had either not been done or had not yet caught 
up with his conmunity placeJIEnt. 

When Tony asked to see his client's plan he was handed a file 
which contained not only the plan but a c,orrplete JIEdical, pyscho
logical, and social history of his client. 

It is interesting to note the differences between agencies and 
their attitudes towards the students. legally, the client's treatJTEnt 
plan is considered the only portion of his file that is public record, 
yet two agencies allowed the students to see all the pertinent information 
while the other only allowed them to see the treatment plan. 

The hOI'JE visits added a diJIEnsion to the experience through 'vtrich 
the students discovered that conmunity facilities were often mini-institu
tions themselves. 

On Jeff's visits to Tom's Family Care Horne he found sixteen JIEn 
living in clean but relatively sterile surroundings. The ITEn 
were confined to the baseITEnt area where they had a large color 
television set but the lights were turned off to save electricity. 
Tom had indicated an interest in history and Jeff had supplied 
him with some books to read but found that Tom had no light to 
read by. 

The students soon canE to realize that what the treatJIEnt plan 
stated on paper and what the reality of the client's life was were often 
subtly incongruous. A quote from Shelia's log book is a poignant exarrple: 

"I've decided that I don't like the Jones Family Care Herre very 
much. There's no room for growth--its so stifling. All the rren 
do is sit around, srrnke and watch television. They don't get out 
very much on the weekends--especially in the Winter .... They really 
don't seem like they' re very happy .... '' 

At the conclusion of this four-week period the students ITEt to
gether to share their experiences collectively. A list of suggestions 
was conposed for each of the agency programs based upon the one-to-one 
relationships. Following are sane examples of their suggestions: 
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-Clients need programs in sexual eduation in addition to 
strictly remedial education; 

-The mixture of ability levels annng clients in one program 
ITEt the needs of the nonns but did not adequately meet the 
needs of the high and low level functioning clients; 

-More involvement of the agency programs with the residential 
caretakers was identified as a cormnn need in all programs; 

-The size of the agency programs and the residential facilities 
do not allow for individaul clients to have much personal free
dom. Shopping, traveling, and recreation and even trips to the 
barbershop are all done on a group basis. A client wishing to 
have his hair cut has to wait for the scheduled trip to the 
barbershop. If a client runs out of toothpaste he has to wait 
as long as two to .three weeks until his shopping day cares up 
on the schedule. 

The lists of progrannatic suggestions which the students composed 
were sent to the directors of each program, the Qx)rdinator of the County 
Developmental Disablilities Advisory Corrmittee, and to the New York State 
Council on Developmental Disabilities in the State capital. The feed
back which we solicited and recieved was as interesting as it was diverse. 
One director responded to each suggestion in detail. He elaborated on 
how the agency was planning to meet these needs in the future and stated: 
''While we were aware of sare of the shortcomings mentioned by the students, 
their c01TIIEnts have helped us to recorrmit ourselves to eliminating the 
shortcomings and to continue working toward the constant irrprovements 
of our program." On the other end of the spectrum we received feedback 
to the effect that the students' . suggestions were unfounded and inaccu
rate. This agency director stated that: .... "program related infonnation 
solicited or elicited from clients can be unreliable .... '' 

During the third quarter, students are volunteering as they did 
during the first quarter of the project. The number of students involved 
has dropped to six, as second serJEster academic requirements are demanding 
nnre of their time. Psychology Professor, Frank Oja, is teaching a course 
titled Developmental Disablilities, which is open to all students on campus. 
Professor Oja also presented the project to his peers in a recent Faculty 
Seminar. 

For the final quarter, fifteen students will work for ten weeks 
during the sl.lllm9r, again supported by grant stipends. We plan to capita
lize on sOIIE of our previous experiences and also include a larger academic 
component for this final period. 

PROBLEMS ENOOUNTERD: 

Technical problems: 

1) Much nnre lead time would have been beneficial in laying the 
foundations for this project. The project was to begin in full swing in 
September 1976. On September 9th, I began as the field supervisor of the 
grant. I had to learn what the project proposed to do, recruit students, 
meet agency personnel, understand the financial red tape of the budget, 
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and on and on, without ever having set foot on the Bard College canpus 
prior to my starting date. It is only now that I am beginning to under
stand the complexities of this project and sadly this is rrostly through 
hindsight. 

2) Transportation has been the second rrost difficult obstacle. 
The College is located in a rural, decentralized county. The average 
travel time one way to any agency program is one-half hour. Available 
College-owned vehicles are scarce and there is no adequate mass trans
portation system in the county. A budget request was made to allow the 
College to purchase a van to transport the students. The State would 
not allow us to purchase a vehicle this expensive but said an older 
economy car was possible if we found one. We did find one and when I 
called the State Office for approval the grant supervisor was on 
vacation. His superior gave verbal approval over the telephone and we 
becrure the owners of a Mercury Colret sedan. When the grant supervisor 
returned from vacation he sent me a letter with the following COllIJlEl1ts: 
" .... Frankly, I was thinking of an older cheaper vehicle but I have 
to allow what you were given pennission over the phone to purchase .... '' 
This entire process took five rronths to accon:plish. 

Human problems: 

1) Agency attitudes towards the project: I attended a IJEeting 
of the Dutchess County DevelopJIEntal Disabilities Advisory Corrmittee 
in Septamer. I discussed the project with the rranbers of this group 
which includes the directors of the contract agencies. Their expressed 
needs were primarily for some "free help" and they really did not want 
to hear that students m::>uld be acting as advocates for clients in their 
programs. I attempted to disavow them of the notion that the Bard students 
would become another ''Nader's Raiders'' group but they were still not 
pleased with the concept of undergraduate, (and in the words of one director, 
"irrma.ture little freshmen"),students poking around in their records and 
their programs. 

2) Student attitudes towards the project: The dermnds of the 
conmitment that the students were asked to make as volunteers during 
the acadanic semesters were often prohibitive. ExaIIE, and other academic 
requirements were, of necessity, the first priority for students. During 
the two quarters where students were not _ involved_ in course .work but were 
working full-tiJIE for the project, and being paid for their work, the 
level of responsibility and dedication to the project was highest. The 
retention of volunteers throughout the year was extreIIEly poor; only three 
students \IDrked on the project for the full year. 

RESULTS OF THE PROJ.ELT: 

As a project primarily concerned with advocating for clients' 
rights, the area of greatest irrq:>act should be on the clients themselves. 
To date this has not been substantiated by our efforts. The following 
discussion of results delineates the project's irrpact upon those in
volved in it. 
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Impact upon the service delivery agency prograITE: 

By working through agency program:; and county officials we were 
restricted to only those clients already being served. Since there are 
approxirrately 7,000 developrentally disabled in our county of 250,000 
population; the number receiving services through these programs is only 
about lefk of the 7,000. The other 9Wo are those who have the greatest 
need for the active intercession of advocates and were not part of the 
target population in the project. 

As non-legal advocates, the students are regarded by .the agencies 
as "nice volunteers" but their role as advocates has no status attached 
to it. The clients' needs as perceived by the agency and their needs 
as perceived by the students range from mutually held to diaIIEtrically 
opposed. Even if these agencies had shown gross neglect or abuse of 
clients, the students' atterrpts at advocating, i.e., speaking on the 
clients' behalf, would not have been accepted by the agencies. 

Advocacy which would require changes in these bureaucracies was 
essentially doored from the beginning. To effect change in a social 
system, an advocate must have clout, and college students are not re
garded as persons which agencies must account to for their actions. 

Irrpact upon the corrrnunity: 

Publicity in the local newspapers has rm.de the corrrnunity aware 
of the project goals. I was invited to speak to the local chapter of 
Jaycees and found several of their IIEmbers to be interested in assisting 
the students. We are planning sorre cooperative program:; for the SUlllJEr 
to organize recreational activities for the clients. 

The owner of one Family Care HoIIE has also been assisted by the 
project. The students provided help with teaching leisure tirIE activities 
for the IIEn she cares for in her hore. In addition, they interested her 
in taking Professor Oja's course in DeveloprEntal Disabilities during 
the Spring serrEster. 

Irrpact upon the clients: 

These adults have been provided, at best, with brief friendships. 
The students, as with muiy others in the clients' lives, entered, were 
involved for a short tirIE, and left. No substantive changes have · occured 
in the clients' lives through the efforts of the students. 

Client Jim, a 61 year old nan, ~nt bowling, attended a party 
on the College canpus, toured an historic mansion, and had SOIJE 

individual attention paid to him by the students. None of these 
activities would have occured in the absence of the students. 
However, Jim was reported missing in January from his Family 
Care Horre and found on Good Friday in the woods about a mile 
from his haoo. The cause of death is still a mystery and the 
question remains as to whether anyone could have prevented it. 
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Inpact upon the College: 

Bard College has no field study/service for which students nay 
receive academic credit. This project and Professor Oja's efforts have 
laid the groundwork for a proposal which is being presented to the College 
to accredit field study/service, experiential learning opportunities. 

IIIJ?aCt upon the students: 

This has been the area of greatest inpact. Students found this 
a truly humanizing experience--they gave their tiITE and attention to 
another human being and were rewarded wi.th unabashed expressions of 
gratitude. Sorre students gained a better understanding of their own 
abilities and disabilities. As a career exploration experience sorre 
students discovered careers previously unkown to them. Several others 
found that actually \rorking with retarded adults was not what they had 
expected and redirected their career goals. Also, for rrany students 
this was their first contact with bureaucracies of social service agencies. 

Growth in individual initiative was also nurtured by this project. 
Small groups of 2-3 students banded together on their own to organize 
activities for sone of the clients who live closest to the College canpus. 
They took the clients to College basketball gan:es, had birthday parties 
for them in the lounge of the donni tory, and even brought than to the 
folk dancing classes conducted on campus. 

The rrost significant change which occured was the destigmati
zation of retardation in the attitudes of the students. Their fears 
and prejudices were overcotlE through their one-to-one relationships. 
A quote from one of the students is arrple evidence of the human value 
of the project. She responded to the question, "What ideas about 
rrentally disabled people were changed by actually working with than?'', 
as follows: 

"I .1 can ' . .t ,-say., that intellectually I had experienced any change 
in myself, but I did enntionally. I knew they wouldn't 'attack' rre, 
and had no fear of than--but I admit that the first t~ I entered a 
room filled with them I nearly panicked and could only think 'My God, 
what am I doing here?' Now I feel perfectly comfortable dealing with 
them on a personal level. I guess sorr.ehow I never thought of them as 
people." 
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THE SERVICE AGENCY LOOKS AT STUDENT VOLUNTEERS 

Harriet H. Naylor 
Director of Volunteer Development 

Off ice of Human Development 
U.S. Department of Health, Education and Welfare 

Swamped in October, bone dry by Christmas, the agency manpower planner 
regards student volunteers as a mixed blessing. Hard pressed for funds, 
each agency has to justify taking on any kind of new staff in cost/benefit 
terms. Twenty hours of service of which are five are spent in training 
(which also ties up expensive staff time) produce an equation dangerously 
close to no margin of benefit. Some agencies aren't very enthusiastic 
about any volunteers, and students seem to them to be more likely to rock 
the boat than others, asking questions which have no easy answers. 
Fortunately, a few agencies see the benefits which are there. 

In the face of such negative attitudes, it is remarkable that student 
volunteering has burgeoned into one of the largest categories of persons 
serving in many agencies, and that colleges and schools seeking place
ments for field experience are able to find them. Agencies feel student 
programs are a luxury to them. Unfortunately, in some connnunities, 
students simply shop around with little campus guidance until they find 
a place to put in their hours. If they are lucky, they find a volunteer 
director who can counsel them into a spot where they can have a valid 
learning experience, do something worthwhile and explore vocational 
choices through firsthand observation and contact. In others, they are 
perceived as free labor and put to work doing tasks the staff dislikes 
to do. So they leave. 

Agency orientation and training are essential to volunteer effective
ness. No matter how sophisticated and knowledgable any new staff member is, 
orientation is essential for fitting into a new role in a new setting and 
working there with volunteers is part of the adjustment. Training becomes 
a process for testing personal goals for congruence with those of the 
other persons with whom one works: the "consumer" of volunteer services, 
and the other paid providers of agency services, as well as the volunteers. 
Most agenices have found the best way to develop teamwork is to begin in 
orientation and training. 

Promotion from direct service to policy and program development 
roles for staff and volunteers is an opportunity particularly significant 
for students. Their idealism and fresh viewpoint is a priceless contribu
tion to the planning process. Volunteering experience can qualify them for 
positions on policy making levels, within agencies, and in connnunity groups. 
Under the new federalism, many laws are thrusting decision-making about 
priorities for limited conununity resources, revenue sharing and United 
Fund disbursement back to the community level. The informed citizenry 
which this trend requires should include student volunteers with fresh 
knowledge of current theory and keen observation. Slowly it is dawning 
on communities that the old "easy money" days of federal categorical 
programs are over, and that the money distributed under General and Special 
Revenue Sharing and block grants is subject to many· competing demands . in 
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every community. Expectations whetted by experimental and demonstration 
short term projects are building constituencies which feel the worth of 
the initial experiment proves their need and ought to justify high 
priority. Students are less awed by traditional hierarchies, and are 
ardent advocates for what they believe to be just. 

At the same time, they need to learn some grim realities, that 
there are real limits to local and federal resources, expecially during 
the current "stag:f;lation" high unemployment and depression. Bricks 
and mortar are wearing out, and demands for services ever increasing. 
Nowhere better than at public hearings can students see the real tax
payer rebellion and the intensified competition for support of human 
services. As the power structure decision-makers of tomorrow, students 
need maximum exposure to all facets of human needs, all forms of 
services and all means of problem solving. The current college genera
tion will be the responsible work force supporting services for an ever
increasing proportion of elderly persons who have organized effectively 
and vote according to responsiveness to their needs. (Appropriations 
for programs for the Older Americans of ten exceed the estimates sub
mitted by the bureaus responsible for implementing them!) School bond 
issues and budgets are meeting increasing resistance, with falling enroll
ments. A few years ago, it was said to be the other way around; schools 
and children took top priority, but this seems no longer to be true. 
Student group activism has calmed down a·s advocacy for other people. ·A 
less altruistic activism is emerging in protest to their own tuition 
costs, which have certainly skyrocketed. They need to see the larger 
picture, too. 

The agencies would like to see a return of some of the altruism 
which characterized student activists in the 60's and early 70's. Direc
tors of volunteer services are recruiting on a different rationale: no 
longer "what you can do to change the system", but "how you can acquire 
qualifying experience as a volunteer for your future career." Many stu
dents who have a good experience as volunteers are ultimately hired by 
the same agency upon graduation. Even if this doesn't work out, the 
agency finds the ex-volunteer can be interpreter of its program, sympa
thetic to the needs of its target group. 

We have learned in a few years of growing emphasis on field experience 
education that having students join a staff brings word of new technology 
or theory which the service professionals might be too busy to learn about, 
otherwise. The opportunity for direct application and testing is stimu
lating much needed research in the voluntary sector, and the opportunity 
for classroom analysis may well improve agency practice. Field experience 
quality depends on two key couns.elbrs: the quality of the campus coun
seling which guides Atudent interests to an appropriate agency and the 
quality of agency counseling and training which reduces the pre-service 
period and deepens the commitment of the student to the service. Optimum 
cross fertilization is possible when faculty assist in training agency 
staff and volunteers, not abdicating the educative function entirely to 
the agency. Volunteers and agency staff £eel truly recognized when 
asked to teach at a college. We need more of this exchange of wisdom 
learned from study and wisdom learned f~om direct observation and personal 
experience. 



-197-

We have also learned that group placements double commitment to serve, 
by adding peer pressure. A volunteer serving with a group has to answer 
to his peers as well as to the "voluntee" and the paid staff involved. 
Even if the student volunteer works one-to-one with a client or on his 
own, his identity as a group member for feedback or social purposes will 
insure his performance for the honor of the group as well as for the sake 
of the service. He may want to outshine his fellow group members. Com
petitiveness is a value as long as it improves performance and reliability 
and doesn't put stress on the cli·ents involved. The agency has primary 
accountability for continuity and quality of services, and must monitor 
paid staff and volunteer service accordingly. 

Students are quick to criticize the way people have to diagnose 
their own problems, and figure out for themselves where to go for help 
in many communities. NGt enough agencies have outreach programs, or 
reschedule for their constuency needs instead of staff convenience. 
Students have observed that some agencies are preoccupied with selection 
of clients to serve, rather than inclusive. Students say they like 
telephone crisis or information service because there they can off er a 
meaningful response to urgent needs. The ombudsman is a popular role for 
students, who need to understand that class advocacy, for all the victims 
of a problem, is much more effective than going to bat for one person. 
Securing preferential treatment for one person may mean real injustices to 
others quite as needful. Students enjoy being a linking volunteer, as 
helping a patient in the transition from a mental institution into public 
school. Such linking gives the . only continuous relationship the youth has, 
and sustains him over a difficult transition period. Agencies cannot 
afford enough paid staff time to soften the cultural shock as much as 
volunteers can do. 

Alvin Toffler, of Future Shock fame, in Ecospasm speaks of futurism 
as "anticipatory participation." It is to be hoped that student volunteers 
can use field experience learning to improve future human services. The 
optimism characteristic of youth is greatly needed by social agencies 
discouraged by fiscal and program demand pressures. Not knowing what has 
failed in the past, students often go ahead with an idea and prove that 
it can be done, after all. Often they wind up very respectful of the 
skills of the staff, and enter the same profession. 

Students represent the most rapidly growing category of volunteers. 
Many helping professions regard student volunteering as upstream recruit
ing to their calling. 

The degree of faculty interest in the agency, willingness to help 
with orientation, training and follow through with the students is a 
determinant of how agency staff regard student programs. Students can 
bridge not only clients but their educational institutions to agencies. 
Where faculty is indifferent, often agency staff have to be convinced that 
student volunteers are worth the trouble. Here the agency executive 
attitude and the reward system of the organization are crucial factors. 
Paid staff are quick to perceive whether student volunteers are really 
welcome, and act accordingly. The students win acceptance with responsible, 
mature behavior and that in itself is a good educational experience! 





EXPANDED HORIZONS 

A PROGRAM FOR UTILIZING THE ABILITIES OF OLDER AMERICANS 

TO STRENGTHEN AND EXPAND 4-H 

Neel Rich 
Program Leader, 4-H 

and Project Director 
VPI & SU EXTENSION DIVISION 

The words, "Expanded Horizons," could have many meanings. To 4-H'ers, 
older Americans and Extension Agents in Southwest Virginia, they have a 
very special meaning. They mean basket weaving, banjo picking, flat-footing, 
crocheting. They mean dried apple pies, molasses stack cake, and split 
hickory stool bottoms. They mean county history, telling it like it was 
many years ago; they mean chivaree, riving, canning and apple butter. They 
mean bridging the generation gap with older Americans and 4-H'ers learning 
together. 

Expanded Horizons was the title selected to describe a pilot 4-H pro
gram conducted in six Southwest Virginia counties. The primary purpose of 
the pilot effort was to identify older Americans with knowledge and talents 
related to creative and performing arts, recruit these talented older 
Americans as 4-H volunteers, and bring them together with the 4-H members 
interested in learning about these subjects. 

The results have been almost unbelievable. In the eight months from 
September 1975 through April 1976, a total of 763 older Americans were 
recruited as 4-H volunteers. A wide variety of learning activities were 
arranged, involving 7,529 4-H'ers with these volunteers. Some older 
Americans came to school club meetings and demonstrated their talents and 
crafts. Some just talked about the way things used to be. Some worked 
with one or two 4-H'ers in their homes on specific projects. Some were 
project leaders for small groups. Others directed activities, such as 
4-H Dress Revues and Share the Fun. Still others took pictures, kept 
records, provided transportation, and led singing. 

In addition to the very direct benefits to 4-H'ers as they learned 
from the experience of these older Americans, there were many other re
wards. Older American volunteers developed a new outlook on life, as they 
again felt needed and wanted. Many old crafts were revived and passed on. 
Four-H'ers saw older Americans in a new way, recognizing them as having 
useful and interesting knowledge and skills. Four-H programs were expanded 
and strengthened. The 4-H image was broadened as people read and heard 
about this program. 

Expanded Horizons was a part of a larger project titled "Prolonging 
the Usefulness and Independence of Older Americans." This project was 
funded through the State Agency for Title I of the Higher Education Act 
of 1965. Funds were provided to the Extension Division, Virginia Tech, 
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to hire six Extension Technicians (paraprofessionals) for the express 
purpose of recruiting older Americans with interests and abilities in 
creative and performing arts, as volunteers in the 4-H program. The 
pilot effort involved Buchanan, Dickenson, Lee, Scott, Wise and Wythe 
Counties in Southwest Virginia. 

Although not conducted as a research project, the experiences of 
Extension Agents and Technicians in this program can serve as a basis 
for several conclusions, leading to direct implications for 4-H pro
grams. Many of these implications are also valid for other Extension 
program areas, as well as other youth organizations. 
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CONCLUSION: OLDER AMERICANS HAVE A WIDE VARIETY OF SKILLS AND KNOWLEDGE 
WHICH ARE OF INTEREST TO THE YOUTH OF TODAY. The fact that older Americans 
possess these many talents came as no surprise. The degree of interest of 
4-H members in these talents was overwhelming. Quilting, crocheting, wood 
carving, antique guns, county history, music and dance were but a few of 
the subjects which brought young and old americans together for learning 
and fun. 

PROGRAM IMPLICATION: Older Americans are a resource which 4-H programs 
can and should utilize. 

CONCLUSION: OLDER AMERICANS ARE WILLING TO SHARE THEIR KNOWLEDGE AND TALENTS 
WITH 4-H'ERS IF WE USE THE RIGHT APPROACH. Several factors became quickly 
evident. Older americans generally do not regard their abilities and know
ledge as important or interesting. They were reluctant to think of giving 
speeches or demonstrations. They wanted to know very specifically what was 
expected of them. They were reluctant to make long-term corrnnittments. 
Many were willing to work only with small groups. They had to be cultivated 
by technicians to establish a relationship and confidence before they would 
serve as volunteers. 

PROGRAM IMPLICATION: When we recruit volunteers, we need to first identify 
particular talents which are needed, develop clearly defined expectations 

. for volunteers, then recruit for these specific tasks. The organizational 
structure for utilizing older Americans as volunteers needs to be designed 
to fit each situation and may be different from any we have used before. 
Some new structures might also work with more traditional projects and 
other volunteers. 

CONCLUSION: PROGRAMMING FOR OLDER AMERICAN VOLUNTEERS REQUIRES TIME AND 
CONTINUOUS PLANNING, BUT WILL PA~ DIVIDENDS. The only real difference in 
"WOrking with older americans than other volunteers, is that older americans 
may require more time initially to develop their confidence and a little 
more follow up. 

PROGRAM IMPLICATION: If we are to have a successful volunteer program, 
we must give it a high priority and commit our abilities and time to it. 

CONCLUSION: WITH PROPER ORGANIZATION AND PREPARATION, OLDER AMERICAN 
VOLUNTEERS CAN AND WILL MAKE THINGS HAPPEN WITHOUT AGENTS BEING PRESENT. 
The presence of an extension agent or technician frequently made the 
older american volunteers self conscious. We, the professionals, because 
of our education and experience, and perhaps somewhat different way of 
doing things, actually represented a threat to many of the older american 
volunteers. 

PROGRAM IMPLICATION: The role of the professional should be to plan 
and organize to bring volunteers and 4-H'ers together for learning and 
fun. We need to provide the structure, the materials, and the support, 
and then, let things happen. 

CONCLUSION: SUCCESSFUL VOLUNTARY SERVICE INCREASES A PERSON'S SELF-ESTEEM. 
One of the major benefits cited by the technicians working with older 
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american volunteers was their increased feeling of being needed and of 
having knowledge and talents which were of value to others. "Each one 
enjoyed being really needed." "The thrill they get from helping is 
good for their self-concept." "A new outlook on life as they find 
themselves needed." Were typical statements made by the technicians. 

PROGRAM IMPLICATION: Professionals responsible for volunteer programs 
must structure volunteer efforts to assure success. If this conclusion 
is true, then the opposite would be equally true. Unsuccessful voluntary 
service would tend to decrease a person's self-esteem. In the case of 
Older Americans, this would serve to reinforce feelings of doubt and in
adequacy which many already hold. 

CONCLUSION: OLDER AMERICANS VOLUNTEER MORE READILY FOR SOMEONE THEY 
KNOW. Many of the expanded horizons volunteers would not have agreed to 
serve as 4-H volunteers if asked by extension agents. Technicians were 
more nearly their age, and were long time residents of the counties in 
which they worked. Often, several visits were necessary to convince older 
americans they had interesting talents and the ability to pass this on to 
boys and girls. 

PROGRAM IMPLICATIONS: Volunteers from the community could serve effectively 
as recruiters of other volunteers. Here again, we would have to identify 
talents needed, and develop expectations before asking a volunteer to re
cruit others. We should also help them to recognize several contacts may 
sometimes be necessary before a volunteer is obtained. 

None of these conclusions is surprising; none of them are new. 
They do, however, point to a resource we are using only sparingly, if 
at all, in 4-H programs. What could be more satisfying than helping 
older Americans develop their self-esteem and confidence as they help 
4-H members relate the past to the present? 



WELCOME TO THE REAL WORLD: UTILIZATION OF 
VOLUNTEER TRAINEES IN COMMUNITY MENTAL HEALTH CONSULTATION 

David S. Glenwick and Kirk E. Wheeler 
Kent State University 

This paper describes a project in which a university-based children's 
mental health center provided volunteer consultation to four nonmental 
health community agencies. The project represented an attempt to deempha
size a traditional medical model of mental health service delivery and to 
focus greater attention on a community model. 

1. THE MEDICAL AND COMMUNITY MODELS 

The medical model has predominated as the standard mode of mental 
health service delivery in the 1900's. Under this model [Zax & Cowen, 1972], 
services (e.g., counseling, psychotherapy, psychological testing and evalu
ation) are provided to persons in need after disabilities have already 
developed. Services are normally clinic- or office-located and consist of 
a mental health professional (psychiatrist, psychologist, or social worker) 
working directly with either an individual or a small group. Often a 
disease concept is adopted by the practitioner, in which a cluster of be
haviors are regarded as symptomatic of a defined mental "illness," which 
can then be treated in a disease-specific manner by psychological and/or 
physical means. 

In recent years, this approach to emotional and behavior problems has 
come under criticism for a variety of reasons [Zax & Spector, 1974]; (a) The 
efficacy of traditional long-term psychotherapy has increasingly been called 
into question [e.g., Eysenck, 1961]. (b) The medical model has resulted 
in an unequal distribution of services, with the well-to-do tending to re
ceive individual psychotherapy and intensive treatment to a much greater 
extent than lower socioeconomic groups, who are often given custodial care 
and more physical types of intervention (e.g., psychotropic medication) 
[Hollingshead & Redlich, 1952]. (c) The person seeking assistance is fre-
quently placed in a dependent, "one-down" pos.ition, as he/ she is regarded 
as a "patient" who is the recipient of treatment from the professional 
"authority". (d) Surveys have revealed a vast latent need for mental health 
services in the general community [e.g., Srole, Langner, Michael, Opler, & 
Rennie, 1962], a need which will never be met by mental health professionals 
at the current rate at which they are being trained [Albee, 1959]. (e) The 
appropriateness of the notion of mental illness has been a subject of con
troversy, with many [e.g., Szasz, 1960] believing that the concept of abnormal 
behavior is one that is inextricably grounded in a society's moral and legal 
definition of what constitutes deviance. (f) The passive orientation of 
the medical model results in mental health professionals treating only a 
small number of persons, whose problems have existed for a lengthy period 
of time and have become more or less entrenched and thus difficult. to remediate. 

In an attempt to provide an alternative to the medical model, the 
community approach has gained increased adherence over the past decade and 
a half [Zax & Spector, 1974]. This approach stresses early intervention, 
the prevention of disorder, and the building in of competencies in the 
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general and in high risk populations. Such an orientation entails a radi
cally different perspective for the mental health professional. Rather 
than confining oneself to his/her office and passively waiting for clients 
to request treatment, the community-oriented mental health professional 
enters the community to work with those caregivers and social service 
agents who themselves have direct contact with populations at risk. Thus 
a mental health professional concerned with children's needs might focus 
his/her attention on such groups as parents, teachers, and police, who 
represent important influences on the lives of youngsters. By such activ
ities as consultation to, and training of, nonmental health agencies, pro
fessionals, and paraprofessionals, he/she attempts to broaden his/her im
pact beyond that obtained by direct services to children alone. The hope 
is that by such outreach efforts, the professional will be able to decrease 
the number of children who will later develop problems serious enough to 
require intensive assessment and treatment. 

2. THE PORTAGE COUNTY CHILDREN'S SERVICES CENTER--BACKGROUND AND EARLY 
FUNCTIONING 

The Portage County Children's Services Center (PCCSC) was created in 
1975 to serve the mental health needs of children ages 0 to 18 in a semi
rural northeastern Ohio county of 110,000. Prior to 1975, several agencies 
around the county had included youngsters and adolescents as a minor or 
major portion of their treatment caseload. In an effort to reduce the 
fragmentation created by this situation, the Portage County Mental Health 
Board, the body responsible for overseeing mental health services, decided 
to fund one agency that would have central responsibility for children's 
mental health. Several groups, including the local adult community mental 
health center, Kent State University's (K.S.U. 's) special education depart
ment, and K.S.U's psychology department, submitted bids for this grant, 
with the psychology department being the victor. Among the principal 
reasons for the psychology department being selected over the other bidders 
were the free space offered by the department and the availability of 
graduate students to serve as staff members in various capacities. Thus, 
though a public agency supported mainly by county and state funds, PCCSC 
is located on the K.S.U. campus in the psychology building, with its 
staff possessing university and departmental, as well as civil service, 
appointments. 

For the first nine months of its operation, PCCSC provided primarily 
medical model services, due to three factors: (a) the heavy demand by 
a previously underserved public for direct clinic-based counseling, therapy, 
and testing services, (b) the need for PCCSC to prove itself to demon
strating competence at delivering high quality conventional clinical 
services, and (c) the limited size of its staff, which consisted of a full
time clinical psychologist as agency director (D.G.), two half-time clinical 
psychology graduate student interns from K.S.U., and a half-day per week 
consulting psychiatrist. (Less experienced K.S.U., graduate students en
rolled in their practicum course assisted, under supervision, in some of 
the psychological and psychoeducational testing conducted by the center.). 
Even if the staff had been larger, it should be noted that vigorous attempts 
to introduce more innovative, community-oriented activities "right off the 
bat" might have been resisted by the community due to its understanding 
and expectations of what constituted appropriate mental health services. 
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Thus, though some baby steps, such as a few teacher workshops,were taken 
in the direction of implementing the community model, PCCSC was unable 
to move as rapidly as desired in that direction. 

3. THE SUMMER OF '76--LAYING THE GROUNDWORK 

In the summer of 1976, an unforeseen opportunity arose for PCCSC to 
devote greater attention to community-based activities. Because of the 
vicissitudes of state mental health funding, enough public training money 
unexpectedly became available to support four summer interns (K.S.U. 
clinical psychology graduate students). During the summer months, as a 
result of such factors as family vacations and schools not being in session, 
the demand for, and number of referrals concerning, direct services was much 
lower than for the previous nine months. Thus, even though the summer in
terns were only half-time (20 hours per week each), there was not a suffi
ciently heavy caseload to fully occupy their time. 

For this reason, as well as our desire to adopt the community model to 
a greater extent, PCCSC decided to seek out child-related community organ
izations and agencies to whom PCCSC (via its summer interns) could provide 
volunteer consultation services. Our goal was to locate organizations which, 
while not mental health facilities per se, had daily contact with signifi
cant populations of youngsters and had lacked significant mental health 
input up until that time. The community agencies we approached responded 
surprisingly warmly to our overtures since they were all continually finding 
themselves forced to deal with behavior problems and psychological issues 
for which they felt ill-equipped. An agreement was consequently negotiated 
whereby PCCSC's interns volunteered a half-day per week in one of the 
following facilities -- two day care centers, the juvenile court and de
tention center, and the local school and summer camp for the trainable 
mentally retarded. PCCSC's director (D.G.) maintained supervisory respon
sibility for the interns' activities. 

We offered these consultation services on a voluntary, nonremunerative 
basis for three reasons: 

1. Portage County is a relatively poor area (e.g., it contains the 
third worst rural ghetto in the United States), which is reflected in the 
inadequate budgets of its educational and social service facilities. At 
that time, therefore; the community agencies we approached would not have 
been able to contract for our consultation services on a financial basis. 

2. After nine months, PCCSC was still a comparatively "new kid on -
the block," and as a good will and public relations gesture aimed at cultivating 
community contacts, we did not want to initially charge these agencies for 
our services. 

3. Though graduate students possessing some consultation skills, the 
interns were still far from grizzled veterans at consultation and, by 
spending time in these facilities, would be acquiring additional first-
hand experiences and skills, as well as providing services. In short, PCCSC 
envisioned several potential nonmonetary gains resulting from these summer 
consultation relationships. 
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For their part, the interns were as enthusiastic about volunteering 
their services to these community organizations, as they realized that 
this would of fer them a departure from the usual limited training experi
ence of clinical psychology graduate students. Typically, interns' 
training, even in community mental health centers, is confined mostly to 
the medical model, clinic-based services delineated above. Thus they are 
all too seldom (a) exposed to those real-world nonmental health facilities 
(e.g., schools, juvenile justice agencies, welfare departments) that work 
with youngsters and (b) given the chance to develop nontraditional, com-
munity-oriented capabilities (e.g., consultation, supervision and training, 
community organization and mediation, program development). Though mental 
health professionals are increasingly finding themselves in administrative 
positions concerned with program planning, operation, and evaluation, their 
training (both academic and practical) still leaves most of them inadequately 
prepared to assume such responsibilities. 

4. THE CONSULTANTSHIPS--ROLES AND FUNCTIONS OF THE STUDENT VOLUNTEERS 

Each volunteer consultant dealt directly with his or her agency 
after an initial introduction by PCCSC's director. In most cases the con
sultative process began with a "feeling out" period during which the con
sultant took part in the day-to-day activities of the agency. For example, 
one of the volunteers found herself dealing with a mass of three-year-olds 
on the playground of the day care center to which she was consulting. 
Another (K.W.) spent time with the summer camp group of the school for the 
retarded to which he was assigned. While the student consultants initially 
regarded this period of familiarization as somewhat irrelevant to their 
consulting activity, they came to see it as a necessary preliminary to 
meaningful interactions with the staff at a facility. 

As the summer progressed, three of the four volunteer consultants were 
able to develop their relationships into roles more closely approximating 
true consultation. The slow stages through which the agency's perceptions 
of the student consultants evolved were highly educational. The students 
came to recognize the difficulties of "giving advice" to an institution 
rather than to an individual. For example, it became apparent that a 
consultant had not only to establish his/her own trustworthiness and value, 
but also to convince the agency to which he/she was consulting that PCCSC's 
interest was benign. In most of the encounters there were signs of the 
defensive maneuvers and suspicions common to many consultantships [Caplan, 
1970]. Dealing with these gave the students experience impossible to 
obtain in the constrained academic environment. 

There was an awareness that this experience was not only a personal 
effort but also one designed to introduce PCCSC to the community. This 
constraint, conunon to real-world work, has not typically been a part of 
training in mental health. Traditional training has emphasized the in
dividual's -responsibility to the client, but seldom the coordinate respon
sibility of representing the agency. In two cases (the school for the re
tarded and the juvenile court and detention center) the constraints of 
"carrying the flag" may have been as important as any direct consultative 
relationship. The students found themselves confronted with decisions about 
how to structure their roles, as the consultees subtly sought to impose 
their preconceptions upon the relationship. Concrete illustrations may be 
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seen in the request that one volunteer wear a jacket and tie and consider 
shaving off his beard and in the assignment of direct assessment duties 
to another (with the presumption that assessment was what psychologists 
do). These experiences were particularly instructive in terms of estab
lishing a workable consultative relation, as each student-consultant was 
faced with the challenge of establishing such a relationship. 

Over the course of the sununer, the consultantships progressed toward 
actual involvement in activities at a process level whereby the consultants 
worked with staff to solve problems facing the facilities. As might be 
expected, the degree to which the consultants were truly used as "experts" 
varied with the setting. One student provided staff training in techniques 
of behavior management to a day care center (thereby directly affecting 
the institution itself), while another found her role limited to offering 
suggestions about the control of the specific children she had been asked 
to assess. At the school for retarded children, the consultant began a 
series of mother discussion groups dealing with such topics as disciplining 
the retarded child, handling the feelings of other children in the family, 
etc. In one instance (the juvenile court) all attempts to affect the con
sultee facility at the organizational level were rebuffed either directly 
or indirectly, a frustrating experience which made real the natural limi
tations faced by any consultant. 

In connnunity psychology it is customary to assess interventions in 
terms of the extent to which they (1) result in self-perpetuating changes 
in the structure of a group and (2) promote a preventative concept whereby 
disturbances are avoided rather than treated after they develop [Katkin, 
1972]. Viewed in these terms, the consultantships enjoyed modest success 
in dealing with staff training, parent education, and other interventions 
which have a prospect of lasting beyond the time of the actual consultative 
relation. In terms of introducing a new agency (PCCSC) into a sometimes 
resistant counnunity, the sununer consultantships must be considered a success. 
The feedback from the institutions at which student-consultants were placed 
has been entirely positive, ranging from cautious acceptance to enthusiasm. 
Perhaps more convincing and behavioral evidence is provided by the increase 
in the number of referrals for direct service made by these facilities to 
PCCSC. 

5. STUDENTS AS EXPERT CONSULTANTS--STRENGTHS AND DRAWBACKS 

The training benefits of consulting experience for graduate training 
in the mental health fields is apparent. The extent of actual contribution 
to the setting in which the student volunteers, though, is less obvious. 
Expert consultation requires appreciation of the system in which any given 
activity occurs, understanding of the possible avenues for change, and 
application of specific interventions designed to result in lasting change 
in the system. Students involved in our sunnner program could not be con
sidered to possess skills in each of these three areas and were most lacking 
in the first two. However, they each connnanded a set of specific inter
vention skills potentially unavailable to the consultee agency through 
other means. Thus, techniques of behavior modification such as time out, 
analysis of reinforcement contingencies, and development of management 
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procedures were of use in several settings and could be considered expert 
skills of the consultants. Additionally, it was hoped that in the course 
of the consultantship, the students increased their "savvy" and "political" 
sophistication regarding systems, so that they would be better equipped 
to cope with future consultation settings. 

Among the areas in which one or more of PCCSC's student consultants 
might be considered expert were (1) assessment and control of disruptive 
behavior in children, (2) counseling of children and adolescents, (3) group 
counseling techniques, and (4) understanding staff relations at a facility. 
Such skills can serve as a basic foundation for consulting to agencies 
concerned with youth. 

While the student consultant is not a finished product ready to handle 
any contingency, advanced graduate students in the social sciences do pos
sess proficiencies of potential value to community agencies. These skills 
can be fruitfully applied in a community approach where actual consultation 
takes place. Whereas students have long been recognized as valuable sources 
of direct volunteer labor, this use of their newly earned talents represents 
a divergent and innovative role for this population. 

6. STUDENT EVALUATION 

At the summer's conclusion, the interns completed a questionnaire 
surveying their opinions regarding their consultation experiences. Their 
response revealed a high degree of satisfaction with the project. The 
average ratings received (based on a scale of 0 (F) to 4.5 (A+) for the 
pertinent items were as follows: 

1. How valuable were your field work experiences? 3.5 

2. Were you involved in new and diverse roles? 4.1 

3. Was the internship placed within larger contexts of social systems 
dealing with children? 3.6 

4. Was the internship placed within larger contexts of clinical/ 
community psychology? 4.1 

5. To what extent did you become interested in children's mental 
health services? 3.8 

It is noteworthy that none of the students gave a rating of less than 
3.0 (B) to any of the above items, thus indicating a fairly uniform con
sensus regarding their activities. 

7. CONCLUSIONS AND SUMMARY 

The summer consultation program appears to have been generally success
ful in accomplishing PCCSC's goal of "carrying the flag" into new environ
ments, thereby not only legitimizing PCCSC but strengthening the network 
of connnunity interconnections as well. Thus, although the summer project 
was formally terminated at the end of August due to shifts in manpower, 
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relationships between PCCSC and the four participating community agencies 
are being maintained on a more informal, "as needed" level. In addition, 
the consultation program has been extended to encompass additional facili
ties, including two school districts, the local Head Start program, and a 
neighborhood poverty center. 

Lekisch (Note 1) has contrasted the differences among private con
sulting firms, community mental health centers (CMHC), and university 
graduate training programs in their contexts, priorities, and courses of 
action when providing long-term consultation. For example, Lekisch {Note 1) 
lists as the priorities of the CMHC consultant the following: (a) expan
sion of services, (b) intervention with populations not otherwise reached, 
(c) prevention and early intervention, (d) better integration into the 
conununity, and (e) liaison to other social service agencies. These may 
be compared with the primary aims of graduate training programs, as out
lined by Lekisch: (a) practical training for graduate students, (b) de
velopment of an ongoing training program in community psychology with local 
community contacts and entry points, and (c) development of professional 
competencies. As all of the above were goals of PCCSC in initiating the 
volunteer consultation program, it seems that, while points of conflict may 
exist between the aims and practices of CMHC consultation and university 
graduate training, the two orientations need not be mutually exclusive. 
Those facilities finding themselves in unique situations, such as PCCSC (a 
conununity mental health agency located in a university and involved in 
graduate education), may be able to create the best of both worlds, imagi
natively combining aspects of both CMHC consultation and graduate training 
programs in consultation. 

Colleges and universities have been particularly adept at supplying 
community agencies with undergraduate paraprofessional volunteers who, 
though relatively untrained, generally compensate for any skill deficits 
by demonstrating an abundance of energy, curiosity, and open-mindedness. 
The project described here represents one example of how institutions of 
higher learning may offer higher level, "semi-professional" volunteers, 
combining the enthusiasm of the paraprofessional with some of the competen
cies of the trained practitioner. 
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VOLUNTEERISM 

Lucy T. Hammond 
Cooperative Extension Service 

College of Agriculture 
University of Kentucky 

I am going to discuss briefly a subject that has pro
vided a very rewarding experience for me, both as a doer and 
a trainer agent. I have served as a volunteer leader in 
some capacity in five states and the District of Columbia 
over a span of nearly 32 years. I was pleased to read an 
article in our Lexington Herald-Leader, Sunday, April 17, 1977 
saluting volunteers in which Mrs. Lenora Isenhour, Executive 
Director of the Voluntary Action Center was quoted saying, 
"our whole nation is based upon the premise of volunteerism, 
giving of your time to help those in need. It's a unique 
aspect of our culture that has been maintained throughout 
our society from the volunteer soldiers of the Revolutionary 
War through .today." 

Almost every service agency in many communities would 
collapse without the ever-present, ever-giving volunteer. I 
think volunteerism is a part of America's uniqueness. 

In 1966 I was fortunate to become a part of the Coopera
tive Extension Service and this provided me an opportunity 
to further develop my leadership skill and also become a 
trainer agent. In 1967 I became a part of Kentucky's Coopera
tive Extension Service. One of my first responsibilities was 
to study urban problems and see how Cooperative Extension Ser
vice could address these problems. Since my roots were deeply 
engrained in rural America, I felt the need for a crash course 
in urban ecology. We leased for one year an apartment on the 
fringe of one of Lexington's most crime ridden areas. From 
my windows, depending on which side I could look, I would see 
beautiful historic Transylvania University - or a historic 
stone wall that enclosed some of old Lexington's most legend
ary homes. The other two sides were urban poverty at its 
worst, which included youngsters searching dumpsters for food. 
Three months after living in the 96 unit apartment we learned 
its unofficial name was Peyton Place. This was an area of 
Lexington that my Area Extension Director had great interest 
and commitment. He served as a volunteer leader through his 
church and was interested in reducing the crime rate and 
assessing the needs of people in the area. This was a time of 
unrest in inner cities across the nation. We realized we 
needed to start somewhere. We selected Public Housing which 
consisted of 1320 units and the neighborhood surrounding where 
I lived. I tried to identify leaders from within but also 
recQgnized the need for larger community support and I helped 
organize what in 1968 became "Neighborly Organization of 
Women" -- an interracial and interfaith organization composed 
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of women concerned about poverty in the inner city. We 
started out with two women, one a retired person who devoted 
eight plus hours a day most days, and this effort has deve
loped into a group who has had a membership of over 300 
members representing over 67 churches and other organizations. 
These represent all economic levels. Our first two volunteer 
leaders found satisfaction in what they were doing and reach
ing out was relatively easy from then on. We dealt with the 
problems of Lexington's poverty on a personal, one-to-one 
basis and with youth in the inner city. Our programs were 
designed , to improve the quality of life for the whole family 
through self-help educational endeavors. We believed poverty 
to a significant degree could be overcome with enough helping 
concerned people providing opportunities for youth and the 
adult. Neighborly Organization of Women's philosophy has 
always been to work themselves out of one job and move on to 
another need. 

Being a Home Economist, with special interest in Food 
and Nutrition and consumer education, I leaned heavily on 
this and brought in other expertise in other areas of need. 
Volunteer leaders were trained in consumer education and use 
of credit, basic nutrition, and human relations. 

Basic Extension principles were studied and applied. We 
were mindful of Dr. H.C. Sanders statement, "The Cooperative 
Extension Service will for the foreseeable future contribute 
largely to maintaining three elements basically essential to 
the Republic: (a) an abundance of food and fiber; (b) family 
system that involves the home as an effective social and 
economic unit; and (c) a systematic process of leadership 
development." [Sanders, 1966, pg. 3] 

We have recognized many changes in the communities. We 
have been able to develop leadership from within. Families 
are accepting more responsibilities. With the help of many 
agencies during the first two years of work in the community, 
crime rate dropped 30%. Many of the original families now 
make up part of three new well kept subdivisions. 

Neighborly Organization of Women (NOW) sponsor five cer
tified kindergartens and parents are ask to come and learn 
with their children and participate in teaching. We have 
approximately 80% parent participation. NOW visits inner 
city nursing homes, seeking to bring residents fellowship 
with music, quilting and birthday parties. One may also 
"Adopt-a-Friend" through NOW, a one-to-one caring re.lation
ship with a patient without family. 

This organization has completed nine successful years. 
It has been recognized by the wives of the last three Presi
dents of the United States. A group of women from South 
American countries desiring to assume stronger leadership 
roles in their countries visited NOW in 1973 under the 
sponsorship of League of Women Voters and A.I.D. 
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In 1969 another dimension was added to the Cooperative 
Extension Service -- The Expanded Food and Nutrition Education 
Program. From its very beginning we started out involving 
~olunteer leadership. In 1976 over 4,400 volunteers supported 
the Expanded Food and Nutrition Education Program (EFNEP). 

Many of the volunteers in EFNEP are program homemakers 
and in a few cases the whole family. Homemakers teach the 
skills they have learned and participate in learning exper
iences with their children. They also serve in the six dif
ferent categories we have identified in Kentucky. 

1. Organizational Leader - responsible for setting up 
maintaining an organized group. 

2. Project Leader - a person who leads or teaches a 
project or subject. 

3. Advisory Leaders - individuals who assist in identi
fying the needs of the youth or adults in the community. 

4. Activity or Event Leaders - assist with the implement
ation of an adult or youth educational program such 
as Day Camp, Judging Activity, Variety Show, Field 
Trip, or Creative Arts. 

5. Recruitment Leaders - seek new leaders and clientele. 

6. Support Leaders - provide program support through 
donations, services, or goods. For example: finan
cial, materials for work, transportation. 

Volunteer involvement in EFNEP is essential for maximum 
success of the program. This is also true of all Extension 
programs. Volunteers make it possible for us to multiply our 
efforts. Volunteers benefit by developing leadership skills 
and by experiencing a feeling of worth and of being needed. 

Volunteer leaders are very important in programming -
people are most interested in programs which they help to 
plan. Before they become excited over educational Extension 
programs they must see a need for making changes or improve
ments. They must understand the opportunities which are pos
sible and that the needed changes can be brought about. 

Leaders are very important in programming: 

1. They help the Extension agents to better understand 
the needs of local people. 

2. They help the local people better understand their 
problems and the services available to them through 
the Extension program. 
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3. They help local governmental officials, other agencies 
and groups to understand Extension programs and how 
the Extension program contributes to the progress of 
the people of the county and area. 

4. Leaders encourage participation in Extension programs. 

5. They practice new and improved methods and techniques 
and motivate others to learn. 

6. They attend educational meetings and workshops and 
teach others new skills and knowledge. 

7. They remain alert to new needs and new opportunities. 

8. They guide others to become leaders, community groups, 
Homemaker Clubs, 4-H Clubs and agricultural and deve
lopement committees select members to serve as 
leaders and to represent them on planning groups and 
councils. These democratic leaders speak for the 
group or community which they represent and express 
the peoples' problems, needs and interest as they 
interpret them and express the peoples' desire for 
information such as learning better ways of doing 
certain things or such as learning new skills, prac
tices or knowledge. 

The contacts and training which leaders receive in 
Extension planning groups as they meet with Extension agents, 
assistants and other resource people helps them to expand 
their knowledge and understanding of the needs of the people 
of their community and area. They also learn new opportuni
ties and educational possibilities. 

They in turn help their local groups to become aware of 
their problems and to understand the services available to 
meet their needs so that they plan more effective programs 
and educational experiences. 

Volunteers from low-income, disadvantage audiences are 
encouraged to work with 4-H and adult programs. 

In today's society the ecology of low-income life describes 
the balance between the needs of a growing and developing 
human being on the one hand, and social institutions which 
have evolved to meet those needs on the other. 

Much more could be said about volunteerism, the how to 
and other examples. The essential parts of a successful 
volunteer program have been developed by many groups. The 
main principles are: 

A. Define your need for volunteers - provide job de~· 
scription, time and place. 
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B. Have some type of interview system that is equal for 
all - clarifying what the agency expects. 

C. Training before and during service 
1. Orientation 
2. Clear instructions covering rules and regulations 

of your program 
3. Clear rules concerning emergency situations 
4. Conferences and individual supervision 

D. Recognition of volunteers. 

E. Good working relationship between professional, 
(paraprofessional if involved) and volunteers. 

The volunteer leaders increase our potential for meeting 
the challenges of today and tomorrow's families. Those whose 
knowledge and imagination give them the ability to foresee a 
bright, new world, envision life and learning beyond the com
prehension of most of us. If we are going to teach families 
about life today and their world tomorrow, we must look ahead 
with increased concerns for poverty, with increased awareness 
of needed improvements in physical and social environment; 
increased family demands for help in using resources; increased 
need for more adequate housing and many other pressing problems. 

We must cooperate with our total staff and other agencies 
in an effort to give families the opportunity to develop and 
prepare themselves for tomorrow, not only vocationally, but more 
important they must be given a chance to grow individually, 
(each family member), creatively and freely. 

This helping relationship does not belong to the pro
fessional; it belongs to caring people. 
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AH EVALUATION OF THE MARYMOUNT COLLEGE 
COOPERATIVE EXPERIENTIAL EDUCATION PROGRAM* 
Gloria Kenny, Marymount College 

I. HISTORY: 

In the Spring of 1970 a "parallel plan,'' credit-bearing Co
operative Experiential Education Program was introduced at 
Marymount College, a small Liberal Arts College for women. 
In this parallel plan, the student combines off-campus work 
with on-campus study. She works 2 days a week per semester 
for the equivalent of two course credits at the same time 
that she takes two other courses on campus. 

This approach was soon complemented by an "alternating plan" 
Cooperative Experiential Education Program. According to 
this plan, the student alternates her off-campus work with 
her on-campus study, for a full-term, a summer term, or a 
January Interim. (The course credit varies according to the 
length of the Co-op assignment). 

Every effort has been made to integrate this practical 
experience with academic theory. The College provides an 
on-campus mentor for every fifteen students. This mentor 
does career counseling, ensures that the placement lives up 
to the job description, visits the job site to observe the 
Co-op student, holds conferences with the job supervisor, 
and meets with students in evening seminars. 

Thus, the overall goal of the program is to enhance the class
room study of the student at the same time that it helps her 
identify her long-range career goals. As a secondary goal, 
the aim of the program is to assist the student in locating 
employment after graduation. 

The positive response to the program and the ever-increasing 
enrollment indicated that the goals of the program were being 
met, The current study was undertaken as a joint effort by 
Gloria Kenny, Program Director, and William Alwell of the 
Bureau of Occupational Education Research of the New York 
State Education D~partment, to determine whether or not this 
assumption was correct. 

II. PURPOSE: 

The purpose of the study was to determine the effectiveness 
6f the Marymount Co-op Program based on the following cri
teria: 

a. Differences in percent of employment between graduates 
who had been in the Co-op Program and those who had not. 

*Study funded by Title IV-D funds. 
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b. Differences in salary betweenthe same two groups. 

c. Differences in job satisfaction between the same 
two groups. 

d. For those .who had been in the Co-op Program, the 
relationship between their Co-op assignment and 
the securing of employment. 

e. Por those who had been in the Co-op Program, the 
relationship between their current employment and 
their Co-op assignment. 

III. PROCEDURE: 

Questionnaires were sent to all graduates of two class 
years, 1973 and 1974, to assess these five areas of concern. 
A follow-up questiomaire was sent a month after the first 
mailing to all those who did not respond. Each graduate 
was assigned a number to ensure anonymity. 

IV. RESULTS: 

Of the 530 questionnaires sent, 254 were returned (47.9%). 
Of these, 69 had been involved in the Co-op Program (48.6%) 
and 185 bad not (47.7%). Table 1 about here. 

In terms of both the total response and the specific re
sponse according to each category, the samples represented 
approximately half of the students who received the ques
tionnaire. The similar percentage of response of Co-op and 
Ronco-op graduates emphasizes that each sample is equally 
representative of its total population. This total sample, 
therefore, is considered a representative one on which to 
evaluate the differences between the two groups. 

The first area to be examined concerned the comparative 
percentage of employment of the two groups, i.e., were more 
Co-op students employed after graduation than NonCo-op 
students? (Figures are given in Table 2). Table 2 about 
here. 

A test for significance of the difference between two pro
portions was applied, which yielded a t of 1.40. This is 
not significant at the .OS level. Therefore, the 7% 
uigher rate of employment for Co-op students cannot be con
sidered as statistically significant. 

The next area to be examined was the differences in salary 
between the same two groups. Table 3 about here. 
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A test for the significance of the difference between the 
mean scores was then applied. Because the sample sizes 
were different, an F ratio test was done to check for the 
homogeneity of variances of the groups. Because these 
Yarianc•• were siRnificantly different, a separate variance 
t model formula was applied as suggested by Popham (1967). 
Thi• yielded a t of 4.10. This is significant at the .01 
level. Thus, it can be unequivocally stated that the Co-op 
students after graduation earned a statistically signifi
cantly higher salary than the NonCo-op students. 

The question of job satisfaction was then studied. The 
employed graduates had been asked to rank their level of 
job satisfaction on a scale ranging from 1 to 5, with 1 • 
very satisfied; 2 • satisfied; 3 • neutral; 4 • dissatis
fied; and 5 •very dissatisfied. 

Because the data represent an ordinal (rank-ordered) scale 
of measurement, in place of a t test for significance of 
the difference between two sample means, the median test 
based on chi square was applied. (Isaac and Michael, 1971). 
This test uses the median as a dividing point to form fre
quency categories and tests whether the frequencies ob
served above and below the median in the two samples de
viate significantly from expected population frequencies • 
. The results are presented in Table 4. Table 4 about here. 

The x2 of 6.53 is significant at the 9025 level. Thus,it 
is clear that even though the combined median level of 
satisfaction is positive, there is a difference between the 
groups indicating that the Co-op graduates are more satis
fied than the NonCo-op graduates in their current jobs. 

The last two questions to be evaluated related only to 
those employed graduates who had been in the Co-op Program. 
They were asked, a) whether or not they considered their 
Co-op assignment of value in getting employment, and b) 
whether or not their present job was .related to their Co-op 
placement. 

Table 5 shows that 71.7% . of the employed graduates who had 
been in the Co-op Program reported that their Co-op assign
ment had been of value to them in securing employment. 
Table 5 about here. 

·Table 6 shows that a little less than half of the employed 
graduates who had been in the Co-op Program saw their pre
sent jobs related to their Co-op placement. Table 6 about 
here. 
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V. INTERPRETATION: 

In terms of the actual percentage of graduates employed, 
there does not seem to be a significant difference between 
Co-op and NonCo-op graduates. 

On the other hand, the high level of significance of dif
ference in saiary between Co-op and NonCo-op graduates 
would seem to be a clear indication of the monetary drawing 
power of t h e Co-op assignment. Because this research was 
done in the Fall of 1975 for graduates of the classes of 
1973 and 1974, these salaries would represent entry-level 
positions for the most part. This would suggest that the 
Co-op student begins work at a higher salary level than the 
Ronco-op student. 

A follow-up study to see if this advantage is maintained 
will be undertaken in the future. 

The comparative level of job satisfaction between the Co
op student and the NonCo-op student also yields a signifi
cant level of difference. It is encouraging to note that 
both groups, as an average, report favorable levels of job 
satisfaction. What the Co-op placement adds, it would 
appear, is that extra dimension which makes the employee 
"very satisfied" as opposed to "satisfied." The assumption 
might be made that this could be more than a minor distinc
tion. People who are very satisfied tend to be more highly 
motivated and more productive than those who are merely 
aatiafied. 

The final two elements of the study can be evaluated to
gether. Although a large majority of the Co-op graduates 
believe that their Co-op placement was instrumental in 
their finding employment, a little less than half believe 
that their current employment is directly related to their 
Co-op assignment. This would indicate that the value of 
Co-op is much stronger in terms of accumulating work ex
perience than it is in assuring a directly related job. 
The experience of working and the evaluations by Co-op 
employers aided the students in locating employment, but 
only half of them are in jobs directly related to their 
Co-op placement. This may be a function of choice, i.e., 
the student may have discovered through her Co-op assign
ment that this career did not interest her and, therefore, 
she applied for other ty~es of employment. It may also 
~e a function of the unavailability of job options in her 
career choice area. 

V. SUMMARY AND CONCLUSIONS: 

The Marymount College Cooperative Experiential Education 
Program was analyzed to determine if it successfully met 
its goals of helping the student identify her long-range 



-223-

goals and assisting her in obtaining employment after 
graduation. Graduates from the classes of 1973 and 1974 
were compared based on whether or not they had participated 
in the Co-op Program as an undergraduate. Five particular 
areas were studied: differences in percentage employed, 
differences in mean salary, differences in job satisfaction, 
and the Co-op students' perceived value of the Co-op assign
ment in terms of a) obtaining employment and b) its rela
tionship to their current job. 

The results show that the percentage of Co-op students 
employed was not significantly higher than that of the Non
Co-op students. However, their mean salary and level of 
job satisfaction were significantly higher. In addition, 
almost half the Co-ops report that they are currently in 
jobs related to their Co-op placement, and a large majority 
report that their Co-op placement was helpful in securing 
employment after graduation. 

It is planned to further use the data in the development of 
a model to evaluate the effects of Cooperative Education 
programs. 

Therefore, it is the conclusion of this study that the 
Marymount College Cooperative Experiential Education Pro
gram has been successful in meeting its aims and objectives. 

Remarks prepared for presentation at the Conference on 
the Roles of Colleges and Universities in Volunteerism, 
Virginia Polytechnic Institute and State University, 
Blacksburg, Virginia, April 25-29, 1977. 
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Table 1 

Percentage of Co-op Versus NonCo-op Students 

Responding to Questionnaire 

Number Total Number Percentage 
Responding of Graduates Responding 

Co-op 69 142 48.6 

Ron Co-op 185 388 47.7 

Total 254 530 47.9 

Table 2 

Percentage of Co-op Versus NonCo-op 

Co-op 

Non Co-op 

Co-op 

NonCo-op 

Students Employed 

Number 
Employed 

60 

148 

Table 3 

Total 
Number 

69 

185 

Percentage 
Employed 

87 t• 1.40 

80 N. S. 

Mean Salaries of Co-op Versus 

NonCo-op Students 

Mean Salary 
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$9,595 

$8,434 

t - 4.10 

p < .01 



Table 4 

Number of Scores at or Above and Below 

the Combined Median 

Co-op Non Co-op 
Graduates Graduates Total 

At or 
x2•6.53 @ Above Median 52 101 153 

Below Median 8 47 55 p < .025 

Total 60 148 208 

Table 5 

Value of Co-op Assignment in Securing Employment 

Yea 

Ho 

Total 

Expr•seed in Terms ~f Percent 

Table 6 

Number of 
·Employed Co-ops 

43 

17 

60 

(71.7%) 

(28.3%) 

(100%) 

Relationship of Current Job to Co-op Assignment 

Yea 

No 

Total 

Expressed in Terms of Percent 

Number of 
Employed Co-ops 

29 

31 

60 

(48.3%) 

(51.7%) 

(100%) 

1 df. 



EVALUATION IN THE VOLUNTARY SECTOR 
PROBLEMS, PROSPECTS, AND EMERGING ROLES 

Laurie L. Tobias 
George Washington University 

INTRODUCTION 

Jon Van TH 
Rutgers University 
Camden College of Arts and Sciences 

Within the past decade a burst of interest in policy analysis has re
flected our society's growing concern with managing its social problems. 
Evaluation research, as a component of policy analysis, is increasingly 
being looked to as a facilitator of more systematic and rational policies 
and programs. 'Illis paper will present an overview of the possible con
tributions that evaluation research can make in the voluntary sector. By 
discussing both the strengths and weaknesses of the evaluative process, 
we hope that an appreciation of its usefulness as well as a realistic con
ception of its limitations will emerge. 

Exactly what is evaluation research? According to Carol Weiss it is 
"the measuring of effectiveness of a program against the goals it set out 
to accomplish as a means of contributing to subsequent decision-making 
about the program and improving future programming" (1972:4). 'Ille contribu
tion to subsequent decision-making and the improvement of future program
ming distinguish evaluation from assessment, which is generally limited to 
a review of performance against planned goals and objectives. 

Because of the diversity of social programs, evaluation research can 
and must take different forms. "Programs vary in scope, size, duration, 
clarity, specificity of program input, complexity of goals and innovative
ness" (Weiss, 1972: 4). However, regardless of the evaluative approach 
deemed appropriate for a particular program, the overall focus of evalu
ation research is to provide decision-makers with objective data to clar
ify the consequences or impact of a range of prograrrmatic decisions. It 
can sharpen a decision-maker's tmderstanding of the realities upon which 
program and policy decisions must ultimately be made. 

Evaluation research may be seen as a component in the development of 
guidance systems in what Etzioni (1968) has called "the active 
soCiety. " The modern age, as Mannheim (1949) has noted, sees the 
trends of "ftmdamental democratization" and "increasing interdependence" 
proceeding apace, and planning (to which evaluation is one important con
tributor) is crucial in allowing the clarification of goals and the de
finition of appropriate means to the achievement of those goals. 

Contemporary planning theorists (e.g. Davidoff and Reiner, 1962; Gans, 
1968) note that a full planning process requires the clarification and set
ting of goals, the definition of means appropriate to them, and the link
age of the goals and means to appropriate professional technique. We con
tend that the same three processes are required for full evaluation, which 
we see consisting of the differing but interdependent levels of operation, 
function, and program. The operating level involves the efficient and ef
fective use of people, materials, and facilities. The functional level 
redefines people, materials and facilities into activities or ftmctions. 
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Evaluation at this level focuses on the degree to which program goals 
and objectives have been achieved by organizational means and processes, 
or what Mannheim calls "functional rationality." The programmatic level 
analyzes the actual program impact and "success" in terms of both the 
degree to which stated goals have been met and the clarity and utility 
of those goals themselves. It thus raises centrally the problem of 
"substantive rationality" as Mannheim identifies it, and considers the 
program's success or failure in terms of its full organizational setting 
in which the consideration of possible alternative program directions is 
explicit. 

The direct relationship between the two sets of distinctions may 
be viewed as shown below: 

Levels of evaluation Focus of evaluation is on: 
Techniques Means Goal-setting 

Operational. . . . • . . . . . . • . X 
Ftmctional. . . . • . • . . . . . • • X X 
Programmatic............ X X x 

Thus, we hold the position that full evaluation is best seen as a method 
of planning which involves the specification and review of goals, and 
the assessment of the degree to which organizational means contribute to 
the achievement of goals--all set in the context of an appropriate pro
fessional research methodology. 

In the private and public sectors evaluation research is widely used 
to stimulate more productive and effective programming. In the voluntary 
sector, on the other hand, the potential of evaluation. research has not 
been nearly as well or as fully utilized. As Scheier and Cooper note, 
"Program evaluation is ... an extremely 'luxurious necessity.' We need 
it, but we often can't afford it, either time-wise or money-wise." Faced 
with what they identify as a "necessary impossibility," Scheier and 
Cooper note that "program people must frequently choose to do nothing- -
except state their faith. In an assemblage of directors of volunteer 
services, the question, Have you evaluated your volunteer program? rarely 
draws more than one out of ten hands" (Scheier and Cooper, 1975: 2). 

THE EVALUATION PROCESS: FRIEND OR FOE? 

Evaluation is not only feared to be expensive in time and money, 
but it may also be feared for its potential impact on volunteer program 
development and delivery. At the operating and ftmctional levels in 
organizations whose programs are dependent for their existence on vol
tmteer workers, there may be a fear that the evaluation process will 
pose enough threat to the volunteer that he/she will discontinue working. 
In this case the preoccupation is with the survival of the program to the 
possible neglect of its over-all effectiveness. The attitude which char
acterizes this perspective is that the dependent organization or program 
shouldbe grateful to have the volunteer and, therefore, should accept 
whatever the voltmteer contributes regardless of how effectively it fits 
the program objectives. 

Organizations with this perspective are actually doing their vol\Dl
teer workers a disservice by focusing on a plIDitive and very narrow 
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definition of evaluation. When the evaluation process looks at the or
ganizational structure, it is not for the purpose of singling out parti
cular individuals. Rather, the evaluator focuses on the internal net
works within the organization as they influence program effectiveness. 
By obtaining concrete information on program goals (both implicit and ex
plicit), standard criteria of operation, and assessments of program needs, 
the evaluation process provides a more rational structural framework with
in which the voltmteer can work. This in turn gives the voltmteer valu
able feedback as to the program's progress as well as an increased sense 
of individual purpose within the process. The voltmteer is likely to be 
more motivated to continue his/her participation when there is a clear 
perception of direction. Evaluation research by systematically identi
fying program objectives, criteria for measuring progress toward the 
objectives, and gathering tmbiased program impact data can provide this 
direction. 

Hatry, Winnie, and Fisk (1973) in their program evaluation handbook 
suggest the following questions designed to help identify relevant ob
jectives, evaluation criteria, and clientele groups: 

1. What is intended to be changed by the program, both inunediate 
and long run? How would the program manager know if the pro
gram was working? What evidence would be accepted as indi
cating success? 

2. What are possible side effects, both immediate and long run? 

3. Who is the target of the program? What types of people? Is 
the community as a whole affected either directly or indirect
ly? Who else might be affected by the program? 

4. What would be the consequences if the program were eliminated 
completely? What would happen to the citizens in the commun
ity? Who would complain and why? Who would be glad and why? 

While these questions focus on the programmatic level of the evaluation 
process, sets of questions should also be directed at the operating and 
functional levels if the data derived from the research is added to the 
knowledge of organizational behavior. 

GOAL SPECIFICATION: MAKING THEM EXPLICIT 

Another reason for the general lack of evaluation research in the 
voltmtary sector relates directly to the objectives of some voltmtary 
organizations. There seems to be a tendency in some (certainly not all) 
of these organizations to focus on whether they are "doing good" as 
opposed to whether they are doing what they set out to do.I Although 
in this day and age "doing good" has much to recommend it, open-ended 

1 
Van Til in his Keynote address to this conference notes that the term 
"voltmteering" implies not only the concept of the individual action, 
but often the intent to advance the welfare of others as well. 
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program goals are often not as conducive to insightful action as more 
specific, measurable goals. 

There is also a tendency for a program manager to believe that the 
value of his/her program cannot be measured. While there are limitations 
on what can actually be measured or quantified, there are at least par
tial and practical means available for measuring program impact. Dif
ficulty in measuring certain criteria need not imply that the evaluation 
of the criteria be reJected. Qualitative, subjective types of evaluation 
criteria (such as use of ratings, rankings, and interviews) can be extreme-
ly useful and appropriate if systematically carried out (Hatry et al," 1973: 32). 

For any program's impact (both positive and negative) to be measured 
there must exist explicit goa2s and objectives. The specification of goals 
is an extremely complex task. When goals are vague (as they often inten
tionally are) it is difficul t to demonstrate whether or not they have been 
met and there is less pressure of accotmtability. Explicit goals can also 
be controversial. Anbiguous and sometimes contradictory goals can fl.Blc
tion as a means of avoiding conflict within the organization. The diffi
culty of program decision-makers to come to a consensus on program goals 
makes broadly general goals a seemingly realistic way of placating diver
gent perspectives. Unforttmately, however, overly general objectives can 
result in problems in conceptualizing and implementing the program as well 
as problems in measuring its impact. The program goals held by individ
uals must be synthesized with organizational goals if effectiveness is to 
be maximized (Wilson, 1976:79). One generally accepted fl.Blction of the 
program evaluator is to aid in the specification of measurable, usable 
goals. Standards of judgment can then be set. The policy process becomes 
more systematic. 

EVALUATION RESULTS: THE END PRODUCT IS JUST A BEGINNING 

The results of evaluation research do not always point to clear 
directions for program improvement. Nevertheless, systematic evaluation 
can serve as a guide for making decisions concerning program retention, 
modification, expansion, or elimination. It can be a useful tool (al
though not the only tool) in rationalizing the decision-making process by 
pro.viding objective information. Resource allocation commitments can be 
made from a better infonned position; this includes commitment choices with
in a major program area as well as choices among major program areas. 

Even when the evaluator is only able to indicate that the program 
is not achieving the desired results, the exposure of the inadequacies 
can have positive benefits. For example, an evaluator can detect inter
nal organizational problems which may be tmdermining program effects. 
Contrasting ideological commitments, political biases, and misperceptions 
of short-term and/or long-tenn goals can be ascertained. By providing 
periodic feedback of information to program staff, these sources of fric
tion can be reduced or eliminated, resulting in higher levels of internal 

2
Marlene Wilson (1976, ch. 5) describes a system for testing objectives 
which she terms "SMAC": specific, measurable, achievable, and compatible. 
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commitment. For the voltmteer, this more purposeful commitment increases 
the probability of continued involvement and can even encourage higher 
quality participation. 

Of course, when a program is shown not to be having the desired 
impact the "fault" is not necessarily the staff's. Problems in the re
cipient population, within the total conuntmity, within factions in the 
commtmity, or between any of them in combination can also be responsible. 
Evaluation research explores all the aspects both internal and external, 
including the interrelationships. 

Evaluation research, while useful to policy-makers, lodges within 
evident limits. Under ideal circumstances where political or subjective 
considerations do not intervene and where evaluation research methodol
ogy has been refined to a high degree of precision, evaluation research 
could assume the role of onmipotent guide to policy development. How
ever, the policy process (and the accompanying evaluation) does not take 
place in such a vacutlll1. The evaluative evidence competes with other in
fluential factors in the policy arena: 

The programs with which the evaluator deals are not neutral, 
antiseptic, laboratory-type entities. They emerge from the 
rough and tumble of political support, opposition, and bar
gaining. Attached to them are the reputations of legisla
tive sponsors, the careers of administrators, the jobs of 
program staff, and the expectations of clients. The support 
of these groups coalesces around the program, but the cotmter 
pressures that were activated during its development remain 
active and the program remains vulnerable to interference 
from legislatures, bureaucracies, interest groups, profes
sional guilds, and the media ... Accomplishing the goals for 
which the program was set up is not tmimportant, but it is 
not the only, the largest, or usually the most immediate of 
the concerns on the administrator's docket (Weiss, 1973:38). 

In addition to the above obstacles to the utilization of evaluation 
research, potential weaknesses of the evaluation research process itself 
must also be tmderstood. In her article (1973) lamenting the lack of 
accotmtability of evaluations, Selma Mushkin, Director of the Public 
Services Laboratory and an economist at Georgetown University, describes 
several weak points in evaluation research: 

1. the impact of one program is difficult to isolate from that of 
others; external events may also intervene; 

2. data are frequently inadequate--either too complex or too 
simplistic for the purpose; 

3. knowledge of how long it takes to produce or measure a public 
product is thin; 

4. evaluation studies are selective in the criteria they use--
some criteria are selected for study, others are set aside--this 
can bias the evaluation in a particular direction. Peripheral 
effects may be neglected; 
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5. evaluators are people, too, and can have a vested interest in 
showing there was a real need for the evaluation; 

6. evaluators tend not to sufficiently safeguard their statements from 
misinterpretation. This poses a definite threat to programs when 
a seemingly negative evaluation can signal the program's demise. 

Mushkin's cautionary note emphasizes the importance of keeping the relation 
of evaluation to policy and program decision-making at a realistic level. 

It should be emphasized here that while there are valid arguments 
both pro and con on the relative value of evaluation research, we believe 
that as long as policy-makers are aware of its possible shortcomings, 
this type of research has much to offer in rationalizing the policy pro
cess in the voltm.tary sector as in other sectors. Judiciously applied, 
evaluation research provides valuable input into the decision-making 
process. 

WHO SHOULD EVALUATE? 

Having discussed the subjects of the evaluation (the individuals, 
paid and tm.paid, at all organizational levels; and all aspects of the 
prograrn) 3 the issue becomes who should do the evaluating. The basic de
cision involves whether to use "inside" or "outside" evaluators. There 
are advantages and dis.advantages to both (Caro, 1969). The inside evalu
ator is likely to have more detailed organizational knowledge. This 
familiarity with the system can not only save valuable time, but also 
can provide access to information which might tend to be withheld from 
an outside evaluator. Also, if there is a need for continued research 
beyond the formal evaluation period, the inside evaluator is in a posi
tion to conduct it. 

However, the inside evaluator is likely to be more susceptible to 
attempts to manipulate him/her by program managers. As the researcherr 
in the course of the evaluation, moves up the organizational hierarchy, 
he/she may feel intimidated by administrators in power positions. Since 
aspects of evaluation research can be seen as a series of interpersonal 
relationships (Argyris, 1958), if the researcher is to obtain the most 
objective data, he/she must not feel threatened by those persons in posi
tions of power in the organization. 

The outside evaluator generally has the advantage of avoiding the 
internal status problems facing an inside evaluator. However, the dis
advantage of this outsider status is the potential threat he/she may 
pose to those within the organization. The personal impact of the out
side evaluator on the "subjects" (management, employees, voltm.teers, etc.) 
must be non-threatening if maximum cooperation is to be obtained. More
over, the predispositions of the "subjects" to report valid information 
will be a ftm.ction of the extent to which they perceive the researcher 

3
Wilson (1976:89) describes a set of criteria for evaluating a voltm.teer 
program formulated by Robert McCreech which appears in a booklet titled 
"Let's Measure Up: A Set of Criteria for Evaluating a Vol tm.teer Program." 
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and the evaluation as meaningful and need-filling (Argyris, 1958:35). The 
outside evaluator has further to go in proving him/herself than the insider 
who is not a totally tmknown quantity. 

The outside evaluator is generally cons idered to be more objective 
in his/her approach. From the position of " outsider" the evaluator is 
better able to spot and point out perceived inadequacies, since he/she is 
not as likely to have the organizational or programmatic blind-spot which 
can arise from familiarity. 

Both the inside and the outside evaluators may focus their attention 
on operational, ftmctional, and programmatic levels. And both, if they 
are to conduct full evaluations, rather than simply engaging in monitor
ing or assessment, will need to attend to all three levels. We have 
noted above that the inside evaluator is subject to co-optation and con
trol, and we perceive that his/her effectiveness is most directly sub
ject to compromise at the programmatic level. Thus, we agree with Wilson 
that the choice of an outside consultant is "especially useful when the 
program is having difficulty," "when Board, staff, and vohmteers are in 
disagreement" (Wilson, 90). 

In either choice, internal or external, the role must be skillfully 
played by qualified evaluation researchers if identifiable impact on 
policy formulation and program development and implementation is to be 
made (cf. Van Til, 1975). 

CONCLUSION: ROLES FOR THE VOLUNTEER EVALUATOR 

Voltmteer programs require comprehensive evaluation, and yet few 
such programs can or do avail themselves of it . We have argued in this 
paper that the common fears of progranunatic evaluation are poorly 
grounded, but we cannot argue away the limited financial capacity of 
most voltmteer programs to motmt either internal or external programs 
of evaluative research upon themselves. To be sure, federally-fl.Dlded 
programs provide an occasional lucrative evaluation contract, but most 
volunteer programs do not receive lavish financial support. 

We suggest that the need for voltmteer program evaluation might be 
met, at least in part, by the expansion of the role of "voltmteer evalu
ator," and its acceptance by yol.Dlg academics, i n particular. While this 
role, like other volunteer roles, is not directly rewarding financially, 
it does provide the other incentives often seen as unique to volunteering: 
autonomy, meaning, and work-related competency development. Young academ
ics who voltmteer to assist a program in its evaluation will not only 
participate in an ongoing social process of significance, they will also 
extend their own social and professional networks in ways that may be of 
ultimate career benefit--in terms of future opporttmities for (paid) evalu
ation consultancies, access to data-bases for scholarly publications, and 
extended integration into the social and political process of our age. 

Academics wishing to develop this role might do well to register 
with the voltmteer consultants' listings maintained by Voll.Dlteers in 
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Technical Assistance and the Association of Voluntary Action Scholars,4 
and make known their own interest in direct contact with voluntary agen
cies in their own communities. Out of their own needs for competency 
and reputation-development, and the programs' needs for quality evalua
tion at low cost, may emerge a new volunteer role of significance. 

4Volunteers in Technical Assistance, 3706 Rhode Island Avenue, Mt. 
Rainier, Maryland 20822; Association of Voluntary Action Scholars, 
Box G-55, Boston College, Chestnut Hill, Massachusetts 02167. 
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THE PRIVATE BUSINESS SECTOR AS A VOLUNTEER RESOURCE BASE 
Jolm H. Wells and Gene C. Whaples, Agricultural and Extension Education 

Uhiversity of Maryland 

PURPOSE AND OBJECTIVES 

The purpose of this study was to determine whether or not local private 
businesses were currently providing resources to community organizations. 
A second purpose was to examine those which did provide resources to commu
nity organizations and determine the critical factors relating to resource secure
ment. 

The following objectives were identified for the study: 

1. To determine the types of resources a business prefers to provide 
to community organizations • 

2. To determine the amount of resources (measured in dollars) that is 
provided to community organizations. 

3. To determine if written proposals are required prior to providing 
support. 

4. To determine the best times of the year to make a support request. 

5. To determine factors a business considers prior to making a support 
commitment. 

6. To identify the individuals (job roles) in a business to be approached in 
requesting resources. 

7. To identify the types of persons a business prefers to be approached 
by in requesting support. 

8. To determine the amount of advance notice a business requires before 
granting support. 

9. To determine the types of program involvement, follow-up action and 
recognition a business prefers once support has been granted. 

For purposes of this study, the following definitions were used: 

Business Enteryrise: 

A business organization under single management which may include one or 
more outlets . 

Financial Re sou re es : 

Providing of monies in the form of cash, check, grants, etc. 

Human Resources: 

Providing employees to volunteer as leaders, resource people, consultants, 
committee members, etc. 
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Services and Facilities: 

Providing of physical support such as meeting rooms, display areas, 
building space, printing service, etc. 

Supplies and Equipment: 

Providing hardware and software items. 

METHODS USED IN THE STUDY 

Population: The population studied was businesses located in urban Fairfax 
County, Virginia. A random sample of 105 businesses were identified to be 
interviewed. Of the 105 businesses selected, seven refused to participate, 
seven were no longer in business or had moved from the area and four could not 
provide the necessary information. The final sample consisted of 87. 

Description of the population: 

Years in the area: Approximately one-half of the businesses (45 per cent) 
had been at the present location for five years or less; 30 per cent had been in 
the area for over ten years. 

Number of locations (outlets): A majority (58 per cent) of the businesses had 
only one location, 25 per cent operated between two and ten locations and 17 per 
cent had more than ten locations. 

Number of employees: The number of employees in each business ranged 
from two to over 250. Approximately two-thirds (65 per cent) of the businesses 
bad ten or less employees; only six per cent employed 250 or more persons. 

Persons interviewed: All individuals interviewed were full time employees 
of the business. Sixty-two per cent had been with the same business five or more 
years. Of the 87 businesses, 36 (41 per cent) were managed by owners. Fifteen 
per cent were managed by women. 

Research instrument: The instrument used to collect data was a specially 
developed interview schedule. Prior to administration, the instrument was 
field-tested. 

Data collection: Personal interviews were conducted at each of the selected 
locations. All individuals interviewed were in a management or supervisory 
role. . Interviewers were both professionals and volunteers. 

Data analysis: Data from the interview schedule were computer processed, 
using the Statistical Package for the Social Sciences (SPSS) Program. 

PRESENTATION OF FINDINGS 

Business as a Source of Support 

Organizations suworted. Analysis of data from 87 businesses indicated that 
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92 per cent were currently providing resources to community organizations .. 
The organizations mentioned by each business were assigned to one of the 
following categories: (1) school programs, (2) church groups, (3) youth 
organizations, (4) civic clubs, (5) service organizations, (6) united fund and, 
(7) other. 

(Table I Here) 

A large majority ( 85 per cent) of businesses did provide resources to youth 
organizations. Over one-half (54 per cent) provided resources to school pro
grams while 30 per cent supported united fund, 30 per cent service organiza
tions, 31 per cent church groups. 

Resources provided. Each business was requested to provide information 
concerning: (1) their preference in type of resources committed to a community 
organization, (2) the actual type of resources the business did commit, and (3) 
the value of the resources provided as measured in dollars.. Resources were 
classified into four areas: human, financial, services and facilities, and 
supplies and equipment. 

One-half (50 per cent) of the businesses ranked financial support as their 
first preference in providing support to an organization. Sixteen per cent 
indicated that their first preference was to contribute supplies and equipment. 
Six per cent selected hum.an resources as a first preference. 

(Table II Here) 

Further analysis found that those businesses which expressed a preference in 
the type of support they provide, prefer to give financial resources rather than 
hum.an, supplies and equipment or services and facilities types of resources.* 

Actual resources provided. Although 71 per cent of the businesses indicated 
that financial support was their first or second preference of providing resources 
to community organizations, 98 per cent of the businesses providing resources to 
comm.unity organizations were providing financial support. Sixty .per cent of the 
businesses were providing human resources while less than one-half provided ser
vices and facilities or supplies and equipment. 

Value of resources·. It was found that a n::nj ority (57 per cent) of the businesses 
contributed financial resources in amounts of 101-1000 dollars. Human resources 
were contributed in the amount of 26 to 100 dollars. Thirteen per cent of the 
businesses provided 1000 dollars or more of financial support to community 
organizations • 

Since a large majority of the businesses providing resources to con;imunity 
organizations did so through financial or human support, further analysis of 

*A chi square of 41. 834 with 3 degrees ~f freedom was found which was 
significant at the • 001 level. 
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these resources was necessary. Value of support provided by businesses was 
observed in relation to (1) form of business ownership (2) number of employees 
in business and (3) years business has been in the area. 

Form of business ownership. Seventy-eight per cent of the businesses gave 100 
dollars or less in human resources. It was found that more corporations pro
vide financial resources in amounts greater than 100 dollars than amounts less 
than 100 dollars. Of those businesses which were not corporations, the number 
that gave less than 100 dollars in financial support (16) was approximately the 
same as the number which gave more than 100 dollars (14). 

Number of employees. There was a statistically significant relationship 
between the number of employees in a business and the amount of financial 
resource provided. As shown in Table III those businesses with more than ten 
employees, provide financial support in amounts greater than 100 dollars more 
than in amounts less than 100 dollars. Number of employees in relation to 
amount of human resources provided was significant in that human resources 
were more available from businesses with more than ten employees than 
businesses with ten or less employees. 

(Table HI about Here) 

Years in Area. It was found that the more years a business was in the area, 
the more support it provided. (Sign. at • 014) 

CONSIDERATIONS IN RECEIVING BUSINESS SECTOR RESOURCES 

Who to approach. Respondents were asked to identify the level of management 
where policy decisions granting support to community organizations was deter
mined. A majority (65 per cent) of the businesses determined policy at the local 
level. Twenty-eight per cent identified corporate officers as the policy makers. 
Boards of directors was mentioned by six per cent of the respondents as the 
individuals who determined policy. 

Ninety per cent of the respondents identified themselves as the individuals in 
their business who had authority to approve support requests from community 
organizations. 

Fourty-two per cent of those decision makers were owners; another 42 per 
cent were managers. Twenty-four per cent of the managers qualified their 
position on granting of funds, .indicating they were permitted only limited author
ity in providing support to community organizations. They had to follow a budget 
which included funds for contributions, donations etc. However, some businesses 
grant more than 25 dollars per organization per request. Larger amo:.mts of 
money and other resrurces were available but approval for these were made at 
a higher level of management. 

Who should approach. A majority (53 per cent) of the businesses preferred 
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that a volunteer representing the soliciting organization approach them for 
support. Thirty-eight per cent indicated they desired to be approached by a 
peer. 

When to approach. An attempt was made to identify times of the year when 
best to approach a business to request support. The majority (69 per cent) 
of the businesses begin their fiscal year in January; 12 per cent begin in June 
and the remaining 19 ·per cent did indicate that they prefer to be approached at 
the end of the fiscal year. 

A majority (69 per cent) of the businesses did not have a preference in times 
of year to request resource support. However, 19 per cent did indicate that 
they prefer to be approached at the end of the current fiscal year for the next 
year's budget. 

Seventy-eight per cent of the businesses interviewed did not require advance 
notice or required only one week's notice prior to granting resources to commu
nity organizations. Thirty-four per cent preferred one week notice. Only 
seven per cent required a notice of one to three months prior to granting 
resources to community organizations. 

Table IV shows resources provided and the requirement of advance notice. 
There was a significance in relation to human resources, however. Businesses 
which provide human resources prefer advance notice no matter what amount 
of resource is provided. 

(Table IV about here) 

FACTORS DETERMINING SUPPORT 

Respondents were asked to indicate factors which they considered prior to 
granting support. Four considerations were identified by a majority of the 
respondents. The factor attracting the largest number of responses ( 88 per 
cent) was "purpose of request" as shown in Table V. 

(Table V about here) 

This was followed by "economic climate of business" ( 82 per cent) and 
"credibility of requesting organizations" (69 per cent). Only 16 per cent 
considered "benefit to employee family" as a factor. 

Many respondents added that the "approach used by the individual making a 
request "was an important consideration in the business's decision whether to 
support or not. One manager said, "Do not ask for money. Do ask for better 
equipment, more space ••• talk about the 'something', not about money." 
Similar feelings were expressed by several other businesses. The approach of 
selling an idea or program will be more successful than just requesting money 
from a business. 

Figure 1 indicates those factors the respondents thought were most important 
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in granting support to an organization. A variety of opinions are apparent. 
"Purpose of request" was selected most important by 29 per cent, while "econo
mic climate of business'' was most important to 27 per cent. Tax exemption 
status of receiving organization was not mentioned once as a most important 
factor. 

(Figure 1 about here) 

When asked to indicate the next most important factor, again "purpose" re
ceived the largest number of responses. However, 26 per cent indicated that 
"credibility of organization" was to be considered. 

Written proposals as an approach technique were not required by a majority 
(54 per cent) of the businesses. However, 46 per cent of the businesses said 
they did prefer a written proposal from a requesting organization. It would 
appear that those businesses which provide res:>nrces in amounts greater than 
100 dollars require a written proposal more than those who provide financial 
resources of less than 100 dollars. 

ONCE SUPPORT HAS BEEN GRANTED 

Respondents were asked to identify the types of recognition or exposure they . 
preferred from an organization once the business has committed support. A 
high percentage ( 81 per cent) indicated they desire some form of recognition for 
their supporting efforts. The most common form of recognition preferred 
(48 per cent) was "letters of appreciation" from the benefiting organization or 
individual. Nineteen per cent of the businesses expected no recognition or 
exposure. 

Seventy-three per cent of the businesses did not expect any type of follow-up 
action from an organization once support was granted. Two (five per cent) of 
the businesses which provided over 1000 dollars did require a financial report 
from the sponsored organization. 

Analysis qf the business's involvement with an organization once support bad 
been granted revealed that a large majority (79 per c·ent) did not want to be 
involved other than by advertisement or promotion of business. 

CONCLUSION 

Significantly, financial support was the first preference of businesses providing 
support. Also significant were the relationships between the amount of financial 
support provided and form of business organization, number of employees and 
years business had been in the araa. 

Businesses tend to provide financial support in amounts over 100 dollars 
more than amounts less than 100 dollars. Businesses with more than ten 
employees provide financial support in amounts greater than 100 dollars more 
than amounts less than 100 dollars. Businesses that have been in the area over 
ten years provide more financial support (and in amounts of 100 dollars or more) 
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than businesses which have been in the area less than ten years. 

There was also a significant relationship between the type of person 
representing an organization and who the business prefers to be approached by 
to request resources. 

From the descriptive part of the study, the following conclusions were 
drawn: 

1. Resources for community organizations are available from the local 
business sector. 

2. Local businesses (regardless of size) are willing to provide resources 
to community organizations. 

3. Most local business enterprises prefer to provide financial and hum.an 
resources to community organizations. 

4. Most business decisions involving the contribution of resources to 
organizations are made by the local management. 

5. Most businesses prefer that volunteers representing the soliciting 
organization make the approach requesting resources. 

6. Most businesses require no more than a week's notice prior to 
granting support. 

7. Certain factors are important in a business's decision to provide support 
to an organization. These include: (a) purpose of request, (b} economic 
climate of business (c) credibility of requesting organization and (d) 
mutual interest of the giving and receiving organization. 

8. Although written proposals are not required by most businesses they 
should be 'considered in developing a resource development program. 

9. Some form of recognition is expected by a business once it bas 
committed support to an organization. 

REC OMMENDA TIO NS 

Based on the major findings of the study, the following recommendations for 
further study are made: 

1. This study should be replicated by other researchers and conducted in 
both rural and urban counties to determine reliability. 

2. A follow-up study should be en nducted to investigate other possible 
factors relating to the obtaining of resources from local businesses. 

3. A study should be conducted to determine the relationship between selected 
criteria (i.e. type of business, volume of business, etc.) and the amount of 
support provided. 

4. Other studies are needed to investigate resources available from unions and 
like organizations. 



TABLE I 

BUSINESSES PROVIDING RESOURCES TO 
COMMUNITY ORGANIZATIONS 

Type of 
Organization Number 

Youth Organizations 68 

School Groups 43 

Civic Clubs 36 

Church Groups 25 

Service Organizations 24 

United Funds 24 

Other 28 

N = 80 

TABLE II 

Per cent 

85.0 

53.7 

45.0 

31.3 

30.0 

30.0 

35.0 

BUSINESS PREFERENCE IN PROVIDING 
RESOURCES TO COMMUNITY ORGANIZATIONS 

Forms of Business Preference 
Resource First Choice Second Choice 
Support No. Per cent No. Per cent 

Human 5 6 18 29 

Financial 40 50 17 28 

Services & 
Facilities 12 15 4 7 

Supplies & 
Equipment 13 16 15 25 

No 
Preference 10 13 7 11 

Total 80 100.0 61 100.0 
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. TABLE III 

RELATIONSHIP BETWEEN NUMBER OF El\IPLOYEES AND AMOUNT OF 
SUPPORT PROVIDED BY SELECTED FAIRFAX COUNTY BUSINESS 

Number of 
Employees 

1-10 
N=51 

over 10 
N=29 

Total 

a 
Human 

0-100 100 + 
dollars 
Num Per 
ber cent 

44 55.0 

18 22 .8 

26 77.5 

dollars 
Num Per 
ber cent 

7 8.8 

11 13.7 

18 . 26.5 

F . . lb inanc1a 
0-100 100 + 
dollars 
Num Per 
ber cent 

dollars 
Num Per 
ber cent 

22 27.6 29 36.3 

4 5.0 25 31.2 

26 32.5 54 67.5 

N=80 a= i1' = 5.1142 with 1 degree of freedom Probability= .0225 

b=i1' = 6.4523 with 1 degree of freedom Probability= .0105 

TABLE IV 

·RELATIONSHIP BE'IWEEN TYPE AND AMOUNT OF RESOURCE · PROVIDED 
BY SELECTED FAIBFAX COUNTY BUSINESS AND REQUIREMENT 

FOR ADVANCE NOTICE 

0-100 100 + 0-100 100 + 
Require dollars dollars dollars dollars 

Advance Num Per Num Per Num Per Num Per 

Notice ber cent ber cent her cent ber cent 

Yes 15 34 11 25 10 13 13 17 

No 11 25 7 16 34 44 20 26 

Total 26 59 18 42 44 57 33 43 

2 
3.365 with 1 degree of freedom Probability= • 06 a=X = 

b=X 
2 

= 1. 768 with 1 degree of freedom Probability= not significant 
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TABLE V 

FACTORS CONSIDERED BY FAIRFAX COUNTY BUSINESSES PRIOR TO 
COMMITTING RESOURCES TO COMMUNITY ORGANIZATIONS 

Factors to Business Considered 
be Considered Number Per cent 

Purpose of Request 73 88 

Economic Climate of 
Business 68 82 

Credibility of Requesting 
Organization 58 69 

Mutual Interest of Giving and 
Receiving Organizations 43 52 

Psychological Climate of 
Business 33 40 

Tax Exemption Status of 
Receiving Organization 15 18 

Benefit to Employee Family 13 16 

Other Factors 21 25 

N=83 
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Purpose of Request 

Economic Climate of 
Business 

Credibility of 
Requesting 
Organization 

Mutual Interest of 
Giving and Receiving 
Organizations 

Psychological Climate 
of Business 

Benefit to Employee 
Family 

Tax Exemption Status 
of Receiving 
Organization 

Other Factors 

18 

16 

10 

1 

o.o 

14 

10 

10 15 . 20 

29 
28 

27 

26 

• Most Important 

I Second Most 
--- Important 

25 30 
Per cent of Businesses (N=BO) 

FIGURE I 

FACTORS BUSINESSES CONSIDER P RIOR TO GRANTING 
RESOURCES TO COMML.NITY ORGANIZATIONS 
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ON THE INTERFACE BETWEEN THE VOLUNTARY AND GOVERNMENTAL SECTORS 
Richard C. Rich 

Department of Political Science 
Virginia Polytechnic Institute and State University 

Voluntary action always takes place in a political and governmental 
context, and may have both political causes and political effects. The 
individual decisions to cooperate with voluntary efforts as well as 
the effectiveness of those efforts can be conditioned or even determined 
by the structure of the political institutions confronting social actors. 
Similarly, the operation of political institutions can be influenced by 
their interaction with voluntary efforts occurring in the society. 

While much scholarly attention is focused on the social context of 
.voluntary action, the interface of the voluntary and governmental sectors 
is less extensively investigated. This paper explores the logical relation
ship between these two spheres of activity in an effort to suggest avenues 
of empirical inquiry in this area that could lead to a more productive 
relationship between voluntary and governmental efforts, and to a more 
adequate understanding of volunteerism itself. It develops the theme 
stated above by asking first how the organization of government institu
tions can facilitate or inhibit citizens' decisions to take part in 
voluntary collective effort, and then how voluntary efforts can influence 
the need for and costs of government action 

Throughout the paper, the focus will be on pubiic services provided 
through local governments. This focus is useful for at least two reasons. 
First, it simplifies the discussion by calling attention to relationships 
which are less complex and more direct than many of those that exist between 
voluntarism and government action at the state or national level. Second, 
it centers discussion on a class of voluntary action which is immediately 
relevant to the lives of most Americans. Almost all citizens find themselves 
dependent on local governments for basic services that fundamentally shape 
the quality of life available to them. · This paper is not about "the 
politics of volunteerism." It does not explore the system-maintaining or 
system-changing effects of voluntary action. It does not investigate the 
impact of volunteer effort on the distribution of values in the society. 
Tilese are important issues, but are avoided, for the moment, in order to 
concentrate on the relationship between formal governmental structures 
and volunteerism. No effort is made to explain government structure or 
policy, or to describe the biases inherent in either those structures and 
policies, or in patterns of volunteerism. These are appropriate questions 
for other inquiries, but can not be addressed here. 

THE LOGIC OF VOLUNTARISM 

It is important to begin with a clear conceptualization of the 
process involved in volunteering so that the basis of the logical 
relationships to be described can be made explicit. Volunteerism may 
be usefully conceived of a·s a calculated response to opportunities in 
the actor's environment. For purposes of analysis we may assume that the 
calculation involved is "rational" to the extent that people are expected 

-24'9-
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to weigh the anticipated costs and benefits of alternative actions, and 
to choose the alternative which offers the , greatest net benefit (Sti on V 
and Stam, 1976). In a situation in which information is costly to 
obta n, people may miscalculate or may act on inadequate information 
about relative costs and benefits, but it is assumed that they do make 
cost/benefits assessments (however crude) and that they attempt to 
allocate their limited resources so as to maximize the rewards they 
realize. 

Tilere are complexities in applying this concept to much voluntary 
action. In economics rationality is used to describe the behavior of 
self-interested individuals seeking to better their own material well 
being. Many voluntary efforts materially l:enefit people other than the 
volunteers. If rationality is narrowly defined it may seem inappropriate 
to this type of behavior. Tilere is, however, no reason why people can 
not make rational calculations with respect to even altruistic behavior. 
In the first place, volunteers in "helping organizations" generally 
receive certain benefits from their participation (Smith and Reddy, 1973). ~ 
These benefits may range from business contacts made as a result of 
charitable activities, through enjoyment of the comradship involved in 
the effort itself, to a sense of gratification at having fulfilled some 
perceived duty to do "couununity service." This being the case, people 
can assess the relative costs and benefits (broadly defined) associated 
with participation in alternative volunteer efforts and select those 
which promise to maximize whatever benefits they are pursuing. Secondly, 
potential volunteers may weigh the costs of alternative actions to them
selves against the benefits others are likely to receive as a result. If 
the rewards they receive from voluntary action come from benefiting 
others, then the effectiveness of alternative programs and actions will 
influence those rewards. 

From this perspective, volunteers may be viewed as choosing between 
activity and passivity, or among alternative courses of action on the 
basis of a perceived ratio of costs to effectiveness as they seek to 
"invest" their efforts in those programs that will produce the greatest 
results for themselves or others. For example, a citizen who is concerned 
with the problem of juvenile deliquency in the community may be confronted 
with a choice among three options: a) do nothing, b} join a voluntary 
program seeking to "redirect" area youth, or c) take part in a city
sponsored program of youth counciling and activities. If we can assume 
that this person has no overriding emotional commitment to act on the 
problem, his or her choice between inactivity and some effort to change 
the situation would be based on an evaluation of whether any of the 
available courses of action would make enough of a contribution to solving 
the problem to make it worth the costs it imposed. If there seemed to 
be little chance of changing the situation, and each course of action 
demanded a significant sacrifice from the citizen, there would be no 
incentive to voluntary action. If at least one course of action seems to 
allow the citizen to make a contribution which is worth the effort, he 
or she will have an incentive to volunteer. The choice between alternative 
forms of volunteerism would then be based on the same type of reasoning. 
For example, the citizen may choose to take part in the governmentally
sponsored program rather than the private program because he or she 
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believed the particular methods employed by the private program to be 
less effective than those being relied on in the public program. 

lhis is not an argument that volunteers are selfish and volunteer 
only when they see an opportunity for personal gain. Nor does it deny 
that for some persons voluntarism may be motivated by emotional factors 
like a desire for companionship or a .felt need to "serve" others in 
order to do penance for perceived wrongdoing. The reasoning employed 
here is simply an argument that voluntarism is usefully analyzed as 
an instrumental action. People are assumed to volunteer in order to 
bring about change in their environment. Like other goal-directed 
actions, volunteering may be viewed as the product of a cost/benefit 
analysis by the actor. 

If psychological factors are held constant, the choice both between 
action and inaction, and among alternative forms of voluntarism, in short, 
depends on the citizen's expectations about the effectiveness of his or 
her contribution in bringing about some desired state of affairs. It 
then becomes important to determine what impact the design of public 
policies and the structure of governmental institutions can have on the 
perceived efficacy of individuals' voluntary efforts to help others or 
solve conununity problems 

VOLUNTARISM AND PUBLIC SERVICES 

The relationship between government and voluntarism can be most 
clearly worked out with respect to public services. The key concept in 
understanding the dynamics involved is that of "collective goods." 
Collective goods are goods and services which are jointly used by groups 
of persons under conditions where individuals can not reasonably be 
excluded from enjoyment of the good on the basis of their failure to 
contribute toward its production (Buchanan, 1968). Public services like 
street lighting and maintenance, education, police and fire protection 
and others represent collective goods for residents of specific neighbor
hoods. More diffuse structures of events like low crime rates and high 
environmental quality may also be considered collective goods. The 
citizens of any given community share a connnon interest in such goods. 

Once a collective good is provided in an area, its benefits are 
available to all who live in or frequent the area. This quality of 
collective goods makes voluntary action to secure them for large groups 
highly uncertain/ Mancur Olson (1965) stated the core of this problem 
when he demonstrated that individual members of large interest groups 
will have no incentive to make voluntary contributions toward the 
provision of collective goods for the group irt the absence of selective 
benefits tied to their contribution. Individual contributions are 
Wllikely to make any difference in the availability of collective goods 
for large groups, and individual failures to contribute toward provision 
of those goods are likely to go unnoticed. Since they can not be 
excluded from enjoying the benefits of collective goods that might be 
produced by other members' efforts, and can not insure provision of the 



goods through their/ own contribution, individuals will have an incentive 
to minimize their cb~ts by withholding potential donations (Frohlich, 
Oppenheimer and Young, 1971). 

'nlose who enjoy the benefits of collective goods without contributing 
toward their provision may be referred to as "freeriders." It is the 
availability of the freerider strategy which makes the provision of 
collective goods to large groups problematic even when all members of 
the group desire the goods in question. 1be difficulty is not so much 
that individuals actually adopt the f reerider position and remain 
passive with regard to collective interests, as it is that the possibility 
of their failing to contribute makes it difficult for group members to 
anticipate each other's behavior with regard to the provision of collective 
goods. If individuals can not depend on adequate contributions from 
others, they can not be sure that collective effort will produce the 
desired goods, and have little incentive to risk a contribution of their 
own. Where this dynamic operates with respect to collective goods that 
could be provided to a community through voluntary action, the result 
will be a wide scale failure of voluntarism. In this situation individual 
rationality (cost minimization and benefit maximization) can lead to 
collective irrationality in that group interests will go tmserved (Hardin, 
1968). 

Since the basis of this theory of voltmtary action is an individual 
calculus in which group members weigh the expected costs and benefits of 
vol\.Ulteering for joint tmdertakings,l the central question regarding 
volunteer efforts at improving public services may be seen as one of 
how this individual calculus is tipped in favor of participation. Personal 
values may explain much of the decision to voltmteer, but it is the 
influence of government structure on individual cost/benefit calculi that 
is most useful in widerstanding the interface of the governmental and 
voluntary sectors from the individuals' perspective. 1be "structure" of 
a particular organization of governing institutions is established by 
the author~ty relationships it involves. 11te contribution which structure 
in this sense makes to voluntary activity is in providing a framework in 
which citizens can overcome the freerider problem and develop a feeling 
that voluntary action will be efficacious· 

Neighborhood resi'dents may have a great deal to gain from coordinating 
their individual efforts to improve conditions in their commwiity (Morris 
and Hess, 1975). They might be able to secure better services, reduce 
crime rates and risks from fire, improve the physical environment, and 
generally enhance the quality of life available in their neighborhoods 
largely by their own actions. Such coordination of effort is not 
automatic because the effectiveness of each citizen's efforts at securing 
better conditions in the conununity depend on other citizens volunteering 
enough resources to have an impact. Where there are no institutional 
mechanisms to insure that enough contributions will be forthcoming, 

1 1be concept of an expected utility calculus is outlined in Luce 
and Raiffa, 1957, Appendix 1. 
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citizens may remain inactive because they fear that their contributions 
would be wasted for want of similar effort from others. Even where 
associations like block clubs exist to initiate and coordinate efforts, 
citizens may choose to remain passive because they feel that the combined 
resources of residents would be inadequate to affect any change in 
connnunity conditions, either because of the enormit~( of the problems or 
because of the limited resources of area residents. ~ 

GOVERNMENT STRUCTURE AND INCENTIVES TO VOLUNTARISM 

Two important elements in the individual's calculations about whether 
or not to volunteer then are 1) an evaluation of the likelyhood that 
others will contribute enough to make the join enterprise successful, 
and 2) an assessment of the adequacy of the resources available to the 
community for solving problems. Governmental action can directly affect 
the values attached to these estimations. 

With respect to the adequacy of resources, federal, state or local 
governments can make funds available to certified local organizations to 
enable them to accomplish specified goals. A wide variety of such programs 
have been experimented with in recent years (Yin and Yates, 1974). The 
administrative details of these p·rograms vary enormously, but they have in 
coninon the feature of providing resources to conununity groups. These 
resources could remove a major barrier to voluntary c~llective action by 
assuring citizens that their joint efforts will not fail because of 
insufficient cash, professional skill, or other resources. Such programs, 
however, are available to only a relatively few neighborhoods. Governments 
interested in promoting voluntary efforts at neighborhood betterment would 
be wise to institute programs for the routine financial support of volun
tarily o ganized community development efforts that promise desirable 
results. 

The second major factor in the individual's calculus about the logic 
of volunteering which governmental variables can influence is the estima
tion of the i'ikelyhood that others will take part in collective efforts. 
Since each citizen's decision is partially based on an assessment of the 
adequacy of the resources available to the connnunity for accomplishing 
specific goals, government policies subsidizing community self-help 
efforts can assist in tipping these estimates in favor of participation. 
Effectiveness of citizen action on public service levels, however, depends 
on the responsiveness of government agencies as well as on the adequacy 
of neighborhood resources (Jones, et. al., 1977). If communication with 
government personnel is difficult and if they have little latitude in 
modifying service delivery to respond to citizens' demands, residents may 
feel that the costs (in time, money and effort) of changing neighborhood 
conditions by changing government policy would be so great as to outweigh 
any possible benefits. Each citizen would reason that others would be 
unwilling to bear such costs, and that this would lead to a failure of 

2 'nle relationship between neighborhood resource levels and voluntary 
action on connnunity problems is more fully explored in Rich (forthcoming). 
O'Brien (1975) provides an excellent example of the dynamic described 
here in his discussion of the Community Action program. 
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collective action. 'nley would then elect not to volunteer their own 
effort for fear of its being wasted. 

'nle cost to citizens of communicating demands to government and 
the authority with which officials can respond to those demands are 
crucially determined by the structural arrangements through which 
services are delivered. Centralized service delivery systems tend to 
make demand articulation costly for citizens, and to inhibit government 
responsiveness by restricting the discretion of administrative personnel 
(Rich, 1977). In recognition of this, a wide variety of decentralized 
service delivery structures have been developed in an effort to enhance 
service quality by increasing citizens' role in decision-making processes 
(Hallman, 1974). 

'nle important feature of such arrangements for present purposes is 
that by reducing the costs of connnunicating with government, and increasing 
the likelyhood that government can be enlisted as an ally in conun\lllity 
improvement efforts, decentralized political structures can create a more 
positive expectation about the productivity of collective action among 
citizens. If volunteering is seen. as potentially successful, each 
citizen will have more reason to expect that others will volunteer their 
efforts to improve neighborhood conditions. This anticipation of resource 
pooling can sway the individual's calculus in favor of voluntarism. 

The potential effectiveness of decentralized, participation-oriented 
service delivery structures is suggested by the success of the Neighbor
hood Council Plan of Independence, Missouri. This program divides the 
city into officially recognized neighborhoods. The residents of each 
area elect a Neighborhood Co\lllcil which sends representatives to a 
Citizen's Advisory Council that works directly with the City Co\lllcil. 
Each Neighborhood Council also selects one person from their area to 
serve on the citizens committees associated with each of the sixteen 
operating departments of the city service delivery apparatus (police, 
fire, parks and recreation, etc.). In addition to providing a formal 
channel for conununication between citizens and officials with respect to 
on-going service delivery, the Neighborhood Councils are involved in the 
process of planning for the future needs of their communities. 

Because of the commitment of the Independence government to supporting 
conuntlllity efforts, the Neighborhood Counciis Plan has stimulated a relatively 
high degree of citizen involvement and has produced an impressive list of 
small improvements in the quality of city life at little or no cost to the 
city treasury by motivating voluntary action among comm\lllity residents.3 
Similar results might be expected from less ambitious programs. One approach 
might be to provide for formal recognition of voluntarily organized neigh
borhood groups by city government, and the establishment of regular 
conununications between representatives of these groups and service agencies. 

3 Information on the Independence Plan is available from Mr. Terry 
Snapp, Field Coordinator, Independence Neighborhood Councils, P.O. Box 
407, Independence, Missouri 64051. 
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The Fe.deral government may play a role in stimulating vohmtarism 
through the way in which it structures its various programs of assistance 
to localities. The Neighborhood Housing Services program of the Urban 
Reinvestment Task Force (a joint undertaking of the Federal Home Loan 
Bank and the Department of Housing and Urban Development) provides an 
example. The program creates a nonprofit corporation in target neighbor
hoods. These corporations are controlled by area residents and bring 
together the three main actors in neighborhood development; citizens, 
financial institutions and local government. Each party plays a role in 
developing and implementing plans for community redevelopment. By not 
channeling its aid exclusively through local government, the federal 
government has created an opportunity for citizens to communicate their 
needs for services and take an active part in designing those services. 
Early experience with the program suggests that it stimulates increased 
efforts by local residents to salvage deteriorating neighborhoods 
(Ahlbrandt, 1976). 

These examples only suggest some of the range of institutional 
arrangements that are available to government in seeking to create an 
environment in which the expected benefits of voluntary action outweigh 
the costs. While discussion has been restricted to public services, the 
same principles may be applied in analysis of government's role in 
encouraging or inhibiting voluntary efforts directed at other ends / 

TIIE EFFECTS OF VOLUNTARISM ON GOVERNMENT AND PUBLIC POLICY 

To this point the paper has focused on the impact of the government 
sector on voluntarism. In order to understand why government officials 
might want to affect the level and form of volunteerism in the society, 
it is useful to reverse the perspective and ask how volunteering can 
affect government activity. Ultimately, voluntarism can influence the 
very necessity of certain types of governmental activity. For instance, 
a large, voluntary cooperative of medical professionals implementing a 
program to provide any and all needed medical care to the indigent of a 
community could eliminate the necessity of public medical services in 
that locality. At a less utopian level, the form and level of voluntary 
action in a community commonly affects the extent and nature of government 
services that are needed, and the cost of providing those services. The 
following discussion will center on these more immediately practical 
aspects of the impact of voluntarism on the governmental sector. 

Citizens actions with respect to municipal services in their neigh
borhoods bear a clear relationship to the need for and cost of governmental 
activity. Just as the concept of collective goods was central to under
standing the impact of government on voluntarism, the idea of "coproduction" 
is important in explaining the impact of voluntarism on local government 
service delivery. Most public services have the characteristic of being 
provided through a process in which the combined efforts of consumers and 
service personnel determine the quality and quantity of services actually 
available. Consumers of public services often act as coproducers of the 
services they enjoy. The importance of coproduction is commonly recognized 
in the area of social or "soft" services (Fuchs, 1968). Practitioners 

\ 
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often point out, for instance, that the effectiveness of drug abuse, 
family planning, nutrition and similar programs depends as much on the 
efforts of clients to secure and utilize information as it does on the 
ability of program staff members. Similarly, one frequently hears 
that the amount of education a child actually derives from public school 
attendance is determined at least as much by his or her own effort to 
learn and parents' support of educational norms as by the efforts of 
classroom teachers and school administrators. In each of these cases, 
consumers act as coproducers of services. 

'lllis same dynamic operates with respect to most of the "hard" 
services as well. The cleanliness of city streets is determined as much 
by the waste disposal habits of residents as by the efforts of sanitation 
workers. Citizens may act as coproducers of sanitation services by 
refraining from littering, organizing voluntary clean-up campaigns and 
putting trash out in as compact a fashion as possible. Similarly, 
citizens may act as coproducers of police services by being alert to and 
reporting suspicious events in their neighborhoods, cooperating with 
investigations of crimes, and organizing efforts to stop vandalism.4 ) 

Coproductive processes affect the delivery of municipal services even 
in the absence of citizens' awareness of these effects, and may detract 
from rather than enhance service quality. For example, the failure of 
citizens to take fire prevention precautions or to report fires at their 
outbreak can significantly increase the costs of providing ·adequate fire 
protection to an area. To the extent that residents can be persuaded 
to actively engage in coproduction by removing fire hazards, cooperating 
with ·fire inspectors, preventing vandalism to fire alarm boxes, and main
taining casual surveillance, the total resources mobilized for fire protec
tion are increased and the quality of the service is improved at no addi
tional cost to the city treasury (Rich and Gregg, 1975). 

We may then speak of passive or negative coproduction which has 
detramental effects, and active or positive coproduction which has 
desirable effects. If seemingly small savings from active coproduction 
can be realized across different city services, they could constitute a 
substantial boon to the city budget. 1bus government personnel should 
have a strong incentive to work with voluntary groups to organize active 
coproduction so as to maximize the actual amount of services delivered 
per tax dollar. 1be potential return on investment from resources put into 
organizing coproductive activity is probably higher than the return to be 
expected from resources put into additional service delivery equipment 
facilities, or personnel (Stinson and Stam, 1976; Wolozin, 1975). From 
the citizen's standpoint, small increases in the quality of the various 
municipal services delivered in his or her area can combine to significantly 
improve the quality of life in the neighborhood. 

4 
The dimensions of the contribution that coproductive efforts can 

make to the quality of law enforcement services and conununity life is 
suggested by the experiences reported in Black (1972) and Cross (1974). 
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If active coproduction can have such beneficial effects on both 
citizens and government agencies, why is it not a more conunonly observed 
phenomena? Why don't citizens, as a matter of routine course, take 
responsibility for that range of service delivery f Wlctions which require 
no special skills or tools, and assist city personnel in the production of 
other aspects of those services? While it is undoubtedly possible to 
formulate complex sociological and psychological explanations for limited 
coproductive efforts, the phenomena can usefully be understood as an 
example of the same logic of collective action discussed above in connection 
with the volunteer's calculus. This perspective on the problem helps 
clarify the relationship of voluntarism to the need for governmentally
provided services. 

'Die benefits of coproduction, like those of public services themselves, 
generally represent collective goods for the citizens of the affected 
neighborhoods. If residents work together to clean a jWlk-filled, rat
infested vacant lot everyone in the area enjoys a healthier environment as 
a result, whether or not they contributed to the cleaning. If the streets 
become safer because a juvenile gang is broken up through the joint 
efforts of concerned citizens and police, all residents have access to 
the higher level of personal safety, regardless of their part in the project. 

'Ibis collective feature of the benefits from coproduction means that 
voluntarily organized coproductive efforts will have to overcome the same 
freerider problem that plagues volunteer undertakings generally. Citizens 
must feel certain that others will contribute enough to make the project a 
success so that the benefits of volunteering outweigh the costs. Governments 
·can significantly influence this perception by recognizing the potential 
significance of coproduction, and organizing service delivery procedures 
so as .to take advantage of it. Such actions would provide a framework 
for coordinating citizens' actions, and would encourage citizens to expect 
their coproductive efforts to be successful by committing service delivery 
personnel to support them. Coproduction is best fostered through some 
form of neighborhood-based service delivery system (Rich, 1977). Financially 
pressed local governments should have a strong incentive to experiment 
with structural reforms in efforts to encourage volunteerism. 

VOLUNTEER SERVICE DELIVERY 

In addition to affecting municipal services through coproductive 
processes, citizens can act directly as producers of services. Vol\llltary 
fire departments and ambulance services are well known, especially in 
smaller communities, and many other local service functions utilize volun
teer effort. Volunteered labor can markedly affect the costs of municipal 
services (Lederer and Badenhop, 1976). 

Stinson and Stam (1976) have argued that a primary incentive for 
citizens to volunteer to produce public services is the tax savings that 
can be achieved thereby. They conceptualize these savings as a "shadow 
wage" earned by volunteers through reducing the tax c9st. of services they 
receive by volunteering their own effort. Undoubtedly there are also social 
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and psychological incentives for participation in voluntary service 
delivery organizations (Perlstadt, 1975). If the Stinson and Stam 
thesis is correct, however, it suggests a method for attracting vol\lll
teers to public services in which government finds voluntary labor could 
be practically used. lbis method involved formalizing the shadow wage 
by offering citizens personal tax credits for services volunteered to 
local government. Citizen vol\lllteers could be directly compensated by 
reductions in their taxes equal to the value of the labor that their 
services replace. They could perform a variety of both routine and 
skilled labor associated with non-contract city f\lllctions on a piece
work or hourly basis./ 

Since personnel cos.ts account for fifty to eighty percent of city 
budgets, the savings involved in avoidance of fringe benefits and in 
payment of fair but non-\lllion rates for services through tax credits 
could have an important impact on city budgets. Many administrative and 
legal arrangements would have to be worked out to resolve potential 
problems with such a program, but there is no reason to view these tasks 
as insurmountable barriers to implementation. 

Moreover, reliance on a system of compensated vol\lllteerism in public 
service delivery would facilitate resolutfon of a problem in federal policy 
which presently represents a bias against the use of vol\lllteers in local 
government. This bias arises from the inclusion of "tax effort" in cal
culating the amount of aid available to a local government llllder federal 
revenue sharing (Public Law 92-512) without an adjustment for the use of 
volllllteer labor to provide services. Failing to consid~r the value of 
non-paid labor in providing local services discourages local jurisdictions 
from using vol\lllteers by reducing the ratio of federal aid to actual 
service delivery effort. The most important obstacle to inclusion of 
volunteer labor in the federal revenue sharing formula is probably the 
difficulty of establishing a value for such labor. By formalizing the 
shadow wage through a system of tax credits, the records necessary to 
prove the value of vol\lllteered effort would be created, and standards 
for assigning a tax-effort value to volunteer-delivered services would 
be established. The implicit penalty against use of volllllteers could 
then be removed from federal revenue sharing provisions. 

CONCLUSION 

The provision of collective goods through government poses some 
extremely difficult problems in apportioning the supply of these goods to 
citizens' demands for them because of the absence of a unit pricing system 
like that which operates in the market sector. Electoral and representa
tive arrangements have been devised to facilitate apportioning supply to 
demand, but the process is highly imprecise. Volunteer activities may 
be viewed as an important adjunct to other mechanisms of demand articu
lation in the public sector. 

The citizen who volunteers time and effort to improve service 
delivery has essentially expressed a specific demand for some level or 
type of service. To the extent that local service delivery can move 
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in the direction of volunteerism in both direct and indirect provision, 
governmental activity will more closely reflect the distribution of 
demand for collective goods in the community, will be less coercive, 
and will be less costly to citizens. Reliance of government on 
voluntary effort, in fact, facilitates realization of the democratic 
ideal of popular self-government. 
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PROBLEMS IN EVALUATING STUDENT VOLUNTEER EXPERIENCES 
Griffith R. Dye 

One of the central issues in the area of student volunteerism and 
experiential education is the design of methods by which we evaluate the 
objectives of our program. CAEL (Cooperative Assessment of Experiential 
Learning) has been involved in the effort to measure student outcomes of 
experiential learning, and much of their focus has been on assessment of 
prior learning. Others have focused on the relationship of student values 
and volunteering, and more studies of the effects of volunteerism on the 
volunteers themselves are appearing. Profughi and Warren (1976) have 
pointed out what they considered to be the inadequacies of the "impres
sionistic" model of evaluation which omits more systematic evidence of 
change in both affective and cognitive areas. On the other hand, such 
authors as Robert Coles, have decried the fact that advocates of social 
science methodology often fail to come to terms with important human pro
blems that need to be addressed, while downgrading other techniques for 
arriving at the truth. His point is simply that there is a lot to be 
gained by an evaluative approach which stresses listening, watching, 
reflecting, and expressing one's analysis in a narrative form, rather 
than by mailing out questionnaires or putting cards through a computer/ 

My main point is that while there is much to be gained by more 
rigorous evaluation procedures using objective measures of growth and 
change, we should not overlook the rich source of information derived 
from letting people express themselves in ways which are often not sus
ceptible to a quantitative analysis. I hope to illustrate some ways 
of measuring moral development consistent with this philosophy by ref
erence to a program developed and implemented at the Office for Experi
ential Education at the University of Kentucky. 

The ethics program represents an effort to facilitate the moral as 
well as the cognitive and vocational development of undergraduate stu
dents by combining a seminar focusing on moral questions, with an intern
ship (or volunteer placement) in a local public agency. The internship 
gives students a chance to learn about themselves, their career interests 
and skills, and about how public agencies operate. More importantly 
for our purposes, they learn about the ethical nature of decisions af
fecting society not just by reading about policies, or by observing policy 
makers, but by actually making decisions themselves. The seminar, on the 
other hand, attempts to heighten the student's sensitivity to ethical 
issues and conflicts, and to increase their ability to think critically 
about the consequences of decisions that they make as interns and as 
individuals. We are assuming that if they can think more clearly and 
reason more logically, they will begin to see more choices in their lives 
and be better able to isolate moral issues. How do we measure changes 
in ethical sensitivity? Is it even possible? If so, what are the pro
blems involved? How do we discover whether students think more critically 
or understand their role as citizens, or can outside of class act on 
their beliefs more ethically than before participation, or more than an 
average group of non-volunteer students? If there are changes can we 
attribute them to this combination of internship and seminar? 

. -261-
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METHODS OF EVALUATION 

Once we had determined our objectives the process of selecting evalua
tion measures became somewhat easier. Barton (1959), for instance, men
tions ways to measure values, of which several have application here. 
One way is simply to question the person about his or her behavior. One 
might check this information by studying real-life behavior patterns, such 
as community involvement, voting and the like, but this can be rather 
time consuming and may not be necessary for our purposes. Mischel, in 
Personality and Assessment (1968) asserts that for college students and 
other normal populations, this is a valid way of obtaining information. 
We might also attempt to measure realisitic behavior in a contrived situa
tion, such as social psychologists design, but this again may not be con
gruent with our purposes. We might collect verbal statements of how a 
person would behave if confronted with a certain situation or ask our sub
jects to choose how a person should decide about a given matter. Further
more, we might ask them about their likes and dislikes related to values, 
or about social policies or abstract goals or principles. We could have 
them in a projective fashion make up a story incorporating certain themes 
or elements and from that inf er the structure of their value system. 
These are some of the available possibilities when we seek to determine 
effects of our programs. 

In designing evaluation procedures of our ethics program, we have 
employed several of these techniques to measure the moral development 
of our students. We have used an adaptation of Kohlberg test of moral 
judgment at the beginning of the semester; this has allowed us to tap in 
standardized, replicable fashion students' reasoning about certain moral 
dilemmas. As you probably know, Kohlberg and his Swiss precusor Piaget 
postulate that children and adolescents move through certain levels of 
moral development. A child of 5 or 6, for example, may judge an act's 
morality by its results rather than by the motives of the actor. Thus in 
a child's mind a person who accidentally breaks a tablefull of expensive 
china attempting to help his parents is judged naughtier than the child 
who breaks a single glass in a furtive attempt to snitch a pre-meal cookie. 
At the next level the person begins to rely on socially established rules 
and authority -- what has been termed a duty,bound or law and order 
orientation. At the highest lev~l a person looks to internally developed 
standards or principles of justice to regulate behavior. 

If one accepts the underlying assumption of the Piaget-Kohlberg model 
that morality proceeds through a developmental sequence, one should realize 
that there is little empirical support for the idea of a monolithic '.Con
science or superego that consistently governs our moral behavior from 
situation to situation. Studies with children forty years ago first con
cluded that while there wa~ consistency between children's self reported 
opinions and thoughts about moral issues on classroom paµer and pencil 
measures, when alternate forms of these tests were given in different 
surroundings, such as at home, in school, or club meetings, correlations 
of their scores among situations were substantially reduced. This led 
to the idea that children vary their moral response to suit the situation. 
Investigators studying three indices of morality (moral judgment, resistance 
to temptation and post transgression guilt and remorse) have also con·cluded 
that there is no support for the existence of a unitary trait such as 
honesty that uniformly applies a generalized moral standard in different 
situations. This suggests that there is value in a volunteer experience 
as a laboratory in which a student has to formulate responses to real 
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situations. It also underscores the possibility of a dichotomy between 
paper and pencil measures of moral reasoning and actual behavior in 
circumstances involving ethical considerations, and points out the need 
to measure morality in different situations, and in different ways. 

A difficulty with Kohlberg's method of assessing moral development 
is that it calls for persons to r~spond in an open form fashion to ethi
cal dilemmas; raters then judge the level of responses, but this can be 
an arduous process. We chose a variation of the Kohlberg method developed 
by James Rest of the University of Minnesota. Essentially Rest's adapta
tion involves having students to respond to each of six moral dilemmas, 
ranking the reasons for their decisions for each of six dilemmas. This 
method allows the researcher to compare students on the basis of the 
different rankings of identical sets of reasons. The score a student re
ceives is one reflecting the percentage of a principled (highest level) 
orientation. Students chosen for the ethics seminar were pretested with 
this measure, called the' Defining Issues Test. I might say a word here 
about the importance of talking with students about their responses on 
these measures. Tests of moral judgment intrude upon a sensitive area 
of a person's self-image and identity, and need to be interpreted with 
care. As with any experiment I believe the researcher has an obligation 
to explain the purposes of the evaluation or research and to share test 
information with the person in a way that respects his or her feelings. 

Pre and posttesting with Rest's measure has the advantage of allow
ing us to draw cautious conclusions about development throughout the 
course of the semester. It also allows for comparison with other groups 
of students. One advantage standardized tests have over more subjective 
measures is this reference to n6rm groups. (Since we are still in the 
process of evaluation I cannot report to you how students have scored.) 

I mentioned earlier that it is not always practical to measure the 
behavior of volunteers in contrived situations, but where we can measure 
them, real situations offer the most accurate reflection of a person's 
morality. To give an example, it was our good fortune to have adequate 
funding for our project from the Lilly Endowment to take our students to 
Washington, D.C., to study public policy at a national level, and to 
observe the structure and operation of the government in person. All the 
students took this charge seriously and set up appointments which afforded 
them a national perspective on their local internships as well as on the 
themes of the seminar. One student, however, seemed more intent on using 
the trip to solicit congressmen for contributions to his student political 
club, rather than learning about public policy. 

Other opportunities for this land of observation have·~esented them
selves throughout the semester. An initial perception on the part of the 
students seemed to be that ethics was in a category by itself, separate 
and distinct from other areas of human conduct. Since their internships 
were the prime areas for ethical scrutiny, their relationships with each 
other and with us for example, were beyond consideration at that level. 
Thus when we deliberately surprised them with an unannounced test on the 
readings early in the semester, no one objected that our procedure was 
unethical. It was assumed that it was our right to change the terms of 
our initial agreement about the course without notice. In a similar way, 
their behavior early in the semester underscored the idea that not only 
was the inquiry about certain ethical issues restricted to a finite and 
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precisely defined area, but also the topics covered in seminar bore no 
assumed relationship either to each other or to their particular placements. 
Partly this was a function of an initial difficulty grasping overriding 
issues of principle, and partly a reluctance to think critically and skepti
cally about their agencies. Lately, however, they have been more ready 
to apply an ethical perspective to their dealings with themselves and with 
us. A standard comment has become~ "That sounds fine, but is it ethical?" 
The permeating into their consciousness of an ethical awareness is one of 
the results that we have been able to observe and record without aid of -
or interference from - a test. 

We are relying on two measures to determine this sensitivity in more 
than observational ways. One has been through one of their assignments, 
a journal or chronicle of conflicts and issues which they feel have posed 
ethical significance. In representing what the student feels is important, 
the chronicle reflects a changing sensitivity to ethical issues. In a 
similar way we asked them at the beginning of the term simply to list 
on a sheet of paper ethical dilemmas that they thought they would be facing 
in the future. We will contrast this record with the list that they compile 
at the end of the semester to determine the kinds of changes that have 
taken place, and the nature of the · conflicts that assume importance for 
them. We have also asked them to rank statements which embody different 
work values such as economic concerns, prestige, creativity, autonomy, 
altruism and the like, and plan to compare their pre-seminar work values 
with those when they finish. 

Finally, we are planning an evaluation session with our students to 
ask them what they feel they have gained from participation in the program, 
and how they feel their behavior and attitudes are different as a result. 
We believe that this kind of information is necessary to solicit and is 
as valid as that from the D.I.T., the chronicle, listings of ethical di
lemmas, and our observations of their behavior in class and in Washington. 

CONTROL GROUP 

In addition to the methodological problems of selecting measures which 
reflect the amount and kind of learning .that occurs as the result of a 
program, one must decide about the relevance of a control group to the re
search design. We have sought to include a control group for two reasons. 
First, its inclusion adds more specific documentation as to what changes 
the program is and is not responsible for in the students. Townsend {1974), 
in a study of volunteers' values at Delaware, emphasized that a control 
group helped distinguish the causes of negative results between the volun
teer program and a universal feeling a political and personal pessimism 
among freshmen students. Second, such results - or lack of them - can 
lead to modifications which may increase the effectiveness of a program. 

To implement a tightly designed study with a control group matched 
in terms of motivation and other variables in our program would have meant 
randomly selecting students from a pool of applicants and including them 
in the seminar and the others in the control. We had difficulty justify
ing this kind of exclusion, and opted for a procedure that involves the 
use of students in other classes. One group to be tested are those stu
dents who are in volunteer placements through our office, but are not part 
of any course focusing on the ethical aspects of public policy decision 
making. A second group serving as a control is simply following a regular 
course of study without special emphasis on either ethics or an internship. 
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This latter group was added with the idea in mind that we could test the 
University's claim - in its student bulletin - that the development of a 
"moral purpose" is one of the goals of a liberal education. It may be 
possible in the future to include a group of philosophy students taking 
a course on ethics to contrast the moral development of students who are 
involved with ethics at several different levels. 

EFFECTIVENESS OVER TIME 

A final issue to be considered in this type of research is the per
manency of the results. Counseling studies have noted how time has often 
eroded the effects of certain programs. It is important that we begin 
to define the type of changes that we hope our volunteer programs will 
promote over time, and to begin checking on how well these effects endure. 
Staying in touch with our students over a long period of time, and talking 
with them about their lives, their job choices, their families, their 
satisfactions, and dissatisfactions, can be enormously rewarding in it
self. Like Robert Coles, we will find that we become involved with 
people and their lives rather than sets of data. I have gotten printouts 
from a computer, and it doesn't compare with talking to a person about 
what he or she thinks is important. Social science methodology has some
thing to offer, and where it is appropriate, it can be used with good 
results. But to glorify it as the epitome of science is to miss the 
point of research: to attempt to find out why things happen the way they 
do, and to explain these changes in the most careful and precise manner 
possible. 
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UNIVERSITY YEl\R. FDR ACl'ION - A CASE S'IUDY OF A FEDEHALLY
.c;rnN: ;o1~1·:n Vt ll ,l JN'mF:R PRCX"'JU\JVl 

fvbry 1\)C.lrlo, O[ficc of Policy illld PL:mninq, /\Cl'ION l\<jcncy 

Gl '.l'Jli:R/\L 

The Univcrs ily Ycu.r for l\Cl'lON is u. prcxJrUJ11 [or Lull-Li11c 
student volunteer service, authorized by the Dorrcstic Volunteer 
Services /\ct of 1973. Receiving grants from UYA, colleges and 
universities select, train and place volunteers with conrnunity 
service agencies or organizations. '11lc volunteers participate 
for one year in an c~riential learning program designed by the 
university, and are awarded one year of academic credit. There 
are currently S9 col.lcC]es and universities and aoout 2200 students 
_µ3.rticipating in UYA. An increase to 65 institutions of higher 
learning is planned for 1977. 

The priTTBry mission of UYA is to provide hllITBI1 resources on 
a volunteer basis to organizations, agencies and groups working 
toward the elimination of poverty and poverty-related hl.lllBn, social 
and environrrental problems. UYA has four goals related to this 
mission: 

(1) To provide effective manp::>wer to work on poverty problem.s. 
"Effective TTB.npower 11 includes useful skills, volunteer comnitrrent, 
and the use of outside resources. 

(2) To encouraqe educational institutions to assist local 
poverty cormrunities. Volunteers act as catalysts in the process of 
resource sharing between universities and their irrrrediate poverty 
ccmnunity. 

( 3) To cxxnbine comm.mi tv services and academic study in an 
integrated one-year program. Such a program would utilizP. nc·:rcr 
learning rrethods and result in sounder career choices. 

(4) To decentralize volunteer programs at the local level usinq 
educational institutions. UYA encourages universities through local 
program design and TTB.nagerrent to utilize their capabilities and 
resources while at tre sane tine identifies agencies where student 
volunteers might learn. 

Volunteers are assigned in eight general areas: education, ad
ministration of justice, health, social services, economic develop
rrent, housing, environrrental protection and consurrer protection. 

fvbst of the rroney supporting UYA corTCs from ACTION. To date, it 
has cost an average of $2000 for each student's living allowance and 
$1000 for the university's adninistrative costs. The ACI'ION share is 
being gradually reduced by cost-sharing in which grantees seek out other 

-267-



-268-

sources o[ funds u.:.; a cnndition or · cont.inll('d /\Cl'[ON surrort:. 

'lHE: /\U'HDIU7J\T [QN 

University Year for ACI'ION received its authorization under the 
rx)ltc:-;lic ~;crvjo..'::-; Volt1nl« __ -,c1::- /\ct o[ ]973. Section 111 o[ this /\ct 
~~t - ~h':-; l h' t·h1-l'C' pu1:-1:c)~;f':~ of t·h<, prcx1r~1111: 

(1) 1b st.rcn0thcn and s upplcrrent efforts to eliminate 
p::>verty and poverty-related hrnran, social and cnvirorurcntal 
problems by cnablinq students ut such coorerating institu-
tions to pcrfonn ircaningful and constructive volunteer 
service in connection with the satisfact~on of such students' 
course work during their periods of service while attending such 
institutions, in agencies, institutions, and situations where 
the application of hurran talent and dedication may assist in the 
solution of fXJVerty and f:X)Verty-related problems and secure 
and exploit opportunities for self-advancem2llt by ~rsons 
afflicted with such problems; 

(2) To encourage other students and faculty rrernbers to engage, 
on a part-tirre, self-supf:X)rting basis, in such volunteer 
service and work along with volunteers serving under this 
part; and to pra:rote participation by such institutions in 
rreeting the needs of the rx:>0r in the surrounding conmunity 
through expansion- of service-learning programs and otherwise; 

(3) To provide for a program of p:irt-tirre or short-tenn 
service ~ learning by secondary and :[X)St-secondary school 
students to strengthen and supplerrent efforts to eliminate 
:[X)Verty and :[X)Verty-related human, social and environrrental 
problems. 

The Director of ACTION is authorized to carry out the above 
purposes by llBking grants and/or contracts for UYA programs and 
recruiting full-tirre volunteers to work in their own or local corrmun
ities on appropriate projects and programs (section 112) . 

Volunteers are required to IPake a 

full-tirre p?rsonal ccmni~t to combating :[X)Verty and :[X)Verty
related hunan, social and envirorurcntal problems. To the nlr3X
im~n extent practicable, this shall include a comnitnent to live 
arrong and at the economic level of the people served, and to 
renain available for service without regard to regular working 
hours, at ·an tines during their periods of service, except for 
authorized periods of leave (section 104(a)). · 

In addition to receiving a small sti_pend (section 105(a)), UYA 
p:irticipa.nts are authorized to recieve academic credit in accordance 
with the regulations of the university or college (section 113(a)). 
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11he Act further rtquires that students and corrmunity bene
(.icioricr> l:x~ ollowcd Lo help pli:m programs (:·;cctions 106, 113 (b)) 
and tmi.vcrsi tics arc to 11 

••• nuke availoble to the poor in the 
surruundinq co11111~111ity all Livailablc focilitics includinc_1 hlDlnn 
resources, of such institutions in order to assist in rreeting the 
needs of such poor .r:crsons" (section 113(b)). 

Sect.ion LU (c) provide~ ; f"or Lhe i.1t;.i.h1Li.ondU.i'.<.1U.ou ol" UY/\ 
proqrams. As provisions for receiving qrant...s, universities must 
make every effort to: 

(1) Assune an increasing proportion of the cost of con
tinuing a program carrying out tm purpose of this part while 
the institution receives support under this part; . 

(2) Waive or otherwise reduce tuition for participants in 
such program, where such waiver is not prohibited by law;. 

(3) Utilize students and faculty at such institution to 
~arry out, on a self-supporting b:lsis, appropriate planning 
for such programs; 

(4) Mainta.in similar service-learning programs after such 
institution no longer receives support under this part. 

'IHE UYA S'IRUCTURE AT 'IHE UNIVERSITY 

The participating universities are selected on the basis of the 
value and feasibility of their goals, history of commmity involve
rrent, exp€rience, resources, unique features of their proposals, and 
budgets. A wide variety of schools sponsor UYA projects: The srrallest 
has 100 students, the ·largest rrore than 50,000. The spectrum in
cludes cxxnnunity colleges, state universities, private cnlleges, 
minority schools, graduate schools, land-grant universities and 
teachers' colleges. 

Schools subnit an ACTION grant pro:posal to establish a UYA 
project. Once approved, the school is resp::msible for: 

(1) ~veloping projects with local social service agencies 
that follow ACTION guidelines for solving :poverty problems; 

(2) Providing a service-learning plan that ~ts UYA require
m:mts; 

(3) Recruiting, selecting and training volunteers; 

(4) Developing alternate resources to support tl"E program when 
UYA funds are withdrawn. 

Each university decides on its own ITethod of recruitment. M:>st 



-270-

volw1tecrs runl2 from the regular student tuly, al Uouqh ~-are 
universities hi1vc Ur'~ the lN.l\ proqram ;15 <l new eclucat ionill 
opp:>rtunity to attract students · wl-o want to finish their eclu
cation throuqh a volunteer program of experiential lc~rn.inq 
oombinecl with service to the corrmunity. 

The process whereby projects, a::mmunities and jobs are 
.identi f iL~l usually inw lvcf.; mcctin<JS lx-twvcn university <l(lm.in
istrators and faculty, representatives of low-income pc.""'Ople nn<l 
with agencies \\orking on their bclulf. l\ study is m.."ldc of the 
p:>verty problems in their area and, to detennine specific needs 
and projects to ncet tmse needs, five questions arc cxmsidered: 

(1) What is the nature of this particular problem? 

(2) How do t...e stat{stically measure the extent of the problem? 

(3) What solution do we prop:>se, and what role will the 
volunteer play? 

(4) What do ~ expect to accanplish in one year, stated 
statistically? 

(5) lbw will this project be oontinued without full-time 
volunteers -- or can we meet the need in one or bn years? 

After the jobs have been identified, the sch::>ols try to match 
the talents and/or interests and academic major of the volW1teer 
with the requirerrents of the job. In many cases, the decisions 
are made by comnittees composed of conmunity people and students 
as ~11 as university faculty and administrators. 

F~ch UYA voltmteer has t\A.D su:pervisors -- one on th= project 
and one at the university. They evaluate the student's progress, 
help him/her with problems, and advise on h::>w he/she can use the 
university's resources. After training, the day-to-day super
vision is W1dertaken by the conmunity or agency supervisor. 
Grading is done by the tv.o su:pervisors. 

Volunteers are granted academic credit for one full year of 
participation in UYA. Credit-granting arrangerrents vary from 
university to university due to institutional biases or volunteer 
needs. Sorre use contracts for independent study based on com
mtmity service, negotiated by the volunteer and faculty members. 
Others include related reading, J:Upers, saninars and rep::>rts 
assigned to them by their faculty advisors. Volunteers do not 
attend regular classes. 

FEDERAL SUPPORT AND INSTITurIONALIZATION 
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The first w'Cck in l'bvemlx2r, 1971, 18 sdools (Phase I 
rcccivccl lNJ\ plzmninq gronts fnr ~;tructurinq proqr~m~~ :d1cxlulc<l 
to }:x)qin in ~TLlnuary and February, 1972. During this period, the 
UYA program cxmcept continued to be refined. In '"lanuary-Feb
ruary 1972, 14 Phase II schcx)ls began programs (see Table 1). 

Since these c.arly proqran1s were begun, grants h-ivc incrc.,sec], 
altlnugh total annual funding . has varied. TLible 2 ~Jrcso ... .nts the 
actual dollar arrounts which the UYA program has received since 
FY 1971. 

Annual grants are broken down as follows: 2% go to special 
projects (discretionary fund) ; 23% is divided equally arrong the 
regions; 75% is awarded on the basis of the number of people in 
the t:averty p::>pulation (rather than the numl:er of students). The 
rretood of allocating the 75% sends the rroney to toose regions that 
have the lowest student p::>pulation relative to p::>verty pJpulation 
(e.g., califomia) and other areas, such as New England, which 
have a large student p::>pulation relative to poverty population 
receive less. 

There are three levels up::>n which an evaluation of the degree 
and effectiveness of institutionalization of UYA programs must ~ 
made: the university, ~ sp::>nsor, the volunteer. In 1975 re
searchers at the American University conducted a study of institu
tionalization of UYA at 27 representative scoools which had com
pleted the 3-year cycle. The following is a sumrrary of their 
results (Arrerican University, 1975): 

11he researchers saw 10 requirements (indicators) uµ:m which 
judgements of successful institutionalization of UYA programs could 
be made: 

(1) Funding of an office to coordinate volunteers. 12 said 
they had formed such an office; 15 had not. 

(2) Funding of an office of experiential education. 3 said 
they ha.d; 9 said they had not. 

( 3) Funding to support volunteers by the university. 12 
scrools rep::>rted partial funding by the university; 15 had no 
ftmcling. 

(4) Changes in official staterrents al.nut the role of service
learning. All schools said th'"lt official statenents had ~en made 
in supµ:>rt of UYA by either the President or }\cademic Vice-Presi
dent of the sch(X)l. 

(5) A decrease in faculty tirre to compensate for time super
vising students. 14 said yes, tirre had been decreased in varying 
arrounts; 6 rep::>rted additional pay to faculty involved; 3 schx>ls 
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said AC'l'ION had taken over stipervision; 4 said there was no._dc
crcar;e. 

(6) A decr ease in tuition of :lrticipating students. 23 
rep::>rteCl no decrease for varying reas:ms could not afford to, 
illeqality of such a decrease, e.g.); 4 reported some decr0..ase. 

(7) Academic credit l:x:~ing given for other types of off
campus voluntary service-learning. 15 repxted a significant 
increase in curricUlum emphasis on service-learning; 16, a 
m:xlerate increase; 4, little increase; 2, no increase. 

(8) University-wide, academic canmittee to coordinate 
service-learninc; activities across campus. 7 said such a ronmittee 
exists; 1 said it is Eeing evaluated; 19 said it did not exist. 

(9) The university actively giving out infornation on the 
strengths, weaknesses and benefits of various s~ice-leaming 
prcx;rams, including UYA. All 27 said they \\ere. 

(10) Existence of inter-universit 
vice-learning co.mponents .anong sch:::>o s 
said yes; 15 , no·~ 

In sunroary, the majority of the 27 schools surveyed have in
stitutionalized UYA programs to some degree; there is a m:rlerate 
to significant increase in curricula emphasis on service-learning. 
Areas which need further attention, m\\ever, are funding, tuition, 
faculty tline corranitrrents and/or compensation. 

The sea::>nd area is comnunity agency institutionalization. 
Am::rican University researchers interviewed 66 spong)rs at the end 
of a UYA cycle and received the following resconses to three 
questions: 

( 1) Was there greater invol verrent of the agency with the 
university? In general, yes, with 31% re.[X>rting the existence of 
a relationship b:!fore the UYA program; 74% had contact after. 

(2) Did volunteer achievanents survive witoout the continued 
involvement of UYA volunteers? The majority of the projects had 
remained in tot<ll or in µirt. rto~ver, since rrany volunteer activ
ities \\~cc hunnn services for cl i.cnts, they tended to rli~"lPpf:\"lr 
witrout volunteers. 

(3) Were volunteer functions taken over by others? Sp:msors 
reported that this -was iinp)ssible with::mt rrore rroney to hire nore 
staff. Community volunteers cx:mld not do UYA projects due to the 
time and skills required, so agencies had to use student volunteers 
rather than conmunity volunteers. 

Finally, with respect to institutionalization of UYA among 
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the voltmtcc1·s, a s;miple of GJ form.~r volunteers W2rc asked: 

(1) Did you continue volunteer service after the UYA 
e.>..-pcrience? 33%, yes; 5%, plan to; 55%, no. 

(2) Were the academics integrated with the service aspects 
of your role as a lNA voltmteer? soi said they were able to easily 
integrate academics with service; 26% rated the integration either 
fair, roor or non-existent. 

Institutionalization was the agenda topic at a conference 
held at the University of Kentucky in 1976. There were tY.O major 
isSl,les discussed. The first -was to increase per volunteer ACTION 
funding fran $3000 per volunteer to $4000 per volunteer with the 
usual gradual phase dov-m. The second issue was revision of the 
project period. The legislation autoorizing UYA allows for 5-
year program cycles; oowever, only three year projects were being 
implemented. Universities recoived ACTION supfX)rt for the first 
three years on a decreasing basis, so that by the 4th ye'ar the 
scrool v..as on its own. It was felt by conference particip'.3.nts 
that the project period soould be increased to the 5 years allo\\ed 
for in the D:mestic Volunteer Services Act. 

However, lx:>th these recomrendations came to naught due to 
the Nixon and Ford Administrations' desires to eliminate the UYA 
and VISTA programs entirely by 1979. As a result, UYA programs . 
are currently being funded for three years at $3500 per volunteer. 

CDMPARISON WITH COLLEGE WORI< SWDY PRCGRAM (GJSP) 

Below is a comparison of the . CWSP with UYA. It srould be 
roted tmt QftJSP includes on-campus and, especially, off-campus jobs. 

Differences: 

UYA 

1 Full-ti.Ire, one year. 

2 Students do not attend 
regular clas·ses. 

3 Off-campu.s. 

4 R£-ceive acadanic credit & 
911all stipend. 

5 Live at level of 1ocal 
ccmnunity and with them. 

6 Service-learning is primary. 

CWSP 

1 Part-time, no limit. 

2 Students attend regular classes. 

3 On- or off-campus. 

4 Hccieve h.'lsic pay, usually the 
h::mrl y minimum wage. 

5 Live at lnme or sch:>ol. 

6 r-'eeting financial need is prinary. 
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V 7 Poverty-relatErl, service
oriented jobs <?nly. Areas in
clude: edl£at1on, justice, 
health, social services, en
virorunC'.ntill protect ion, eco
nomic dcvelopncnt , lnu sinq an.1 
cxmsumer protection. 

8 Basic philosophy: alleviate 
t... ix>verty by using resources; help 

universities in experiential 
learning. 

9 resources fran oomnunity: 
minimum of 10% of total in oper
ational phases. 

10 Training provided primarily 
by university (or AcrION). 
Sp:msors give field direction and 
supervision. 

Similarities: 

7 '-lobs do not have to be t;nverty
related, m:"'ly ~ clerical. Areas 
include: recreation, health, em
ployrrent services, education, 
9cncral office duti0s. 

' 8 11..""lsic µhilof'-ophy: provicic sound 
\\Ork experience while learning. 

9 Resources fran ronmunity: vary, 
ranging from 0 to 80% of going wage 
de~nding on amount given by CWSP. 

10 Training providoo by host. 

(1) Students are placed in agencies that cannot afford to hire 
all the staff they require. 

(2) A focal point of UYA and CWSP is to help neighl:orh::>od leaders 
to develop new skills. 

(3) Poth prograins help define career ch:>ices, acquire useful skills, 
develop positive ~rk attitudes, integrate program and career ob
jectives through clinical job experiences (Columbia University, 1973). 

Sare CWSPs grant credit as v.ell as pay wages. The goal of 
\\Ork study programs at Ebston University is to develop student job 
experiences which try to relate his/her academic program and/or 
career interests with the CWSP job assigrmmt. Beria College attempts 
to relate the student's erlucation with a job, to rrake every effort 
to ccx:>rdinate the job with the academic "M)rk program. 

I 

I.MPAcr ON THE INSTITUTION OF HIGHER LEARNI:t-.."t; 

One of the goals of lNA is to increase the invol venent of 
university resoU.rces in the local (fX>verty) comnunity. A con
sideration of the impact of UYA on the universjty will ask to what 
extent this has happened. As the discussion above of institution
alization has indicated, r.Nl\ volunteers have r~en generally suc
cessful in acting as catalysts for resource sharing. 
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It did .appc<-'tr tmt the stuclcnts succeeded in getting non: 
university r e sources into the comnunity. 42% of the volun
teers got part-time volunteer service frcn other students. 
36% recruited faculty assistance for their project and 
32% succeeded in getting other resources such as facilities, 
cquiµncnt, lxJoks and 1 ibrar y assistance, zmct technica l 
a s sis t.:incc (l\drn90ld, 1973, p. 9). · 

Another irnp::ict on the uni,1ersity is increased linkages be
tv.i-een t:he university and the caTllllllnity cigencies. Often, many 
universities already have tics to the local comnunity before UYA 
b..It these contacts are increased over the 3-year program. 

Furtferrrore, the UYA experience often serves to attract students 
to the university, improves its relations and reputation with the 
comnunity, and develops closer ties between students, faculty and 
the oonmunity. 

Finally, a good indication of row.universities expect UYA to 
effect them is given by their reasons for instituting the program. 
Table 3 gives reasons cited by 50 project directors (American Uni
versity, 197 5) • 

If UYA we.re instituted for reasons 1 and 2, there \\Ould l::e 
no major effect on the university; the program ~:ould simply "fit in" 
to other existing ones. If reason 3 ~re successful, UYA \...Ould 
impact on the design and implernentation of other service-learning 
programs at the university. Reasons 5 and 6 see UYA as enhancing 
the scrool's image and programs for students, especially in the eyes 
of the conmunity. Reasons 4, 7-10 are means-end reas::>ns and, if 
achieved, \\Ould impa.ct in limited immedi~te ways-/ 

IMPACT ON THE VQLUNI'EER 

Not just any student is selecterl for UYA prCXJrams. Such 
factors are considere:l as past volunteer experience, rrotivation 
and ability to combine experiential learning and service to the 
poverty corrmunity. :J.1he volunteer must aloo agree to live and \\Ork 
full~tinie for one year in a local '(X>Or canmunity. 

To assess the in1p-:tct of the lNA cx-r~rience on the UYA volunteer 
it is necessary to anS\-.er four questions: Why did the student tc
cone a UYA volunteer? Was he/she able to integrate service-learning 
with academics? What was the pffoct of the program on skills, 
values, career cmices, and attitudes toward scmol? How did his/ 
her exr:erience compare with his/her usual curriculum? 

With respect to he first question, a survey of the reasons 
for joining of volunteers in Phase I and II revealErl the data in 
Table 4 (Krimgold, 1973). fvbre· recent surveys agree with these 
results. When asked, "How irnµxtant ·was ea.ch factor below in in
fluencing your decision (to become a volunteer)?", the results 
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present.eel in 1';1bl~ 5 "'~re obt0incd {J\rncrican University, 1C)75). 

Three nujor reas::ms were cited by the 266 present volunteers 
as influencing their decision to beane a UYl\ volunteer: (a) to 
0cd.n 9)1~ prl1ctica l o..xpcricnce in a oms0.n fj c ld or coll0q0 nnjor; 
(b} to develop some desired skill and abilit.i cs; Llnd (c) to provide 

;1 ncod.c'<l . service for the .::tllcvL1tion of ~)m_: µ.w0rty-rcl."1to l 
problem. 

l\nnng th2 present UYA volunteers the rrore im[.X)rtant 
rmsons for applying for such an experience are very 
practical in nature. That is, stu:lents are seeking an 
opportunity to gain skills and abilities and to test 
themselves in areas related to their career goals. They 
are seeking a different kind of learning experience 
(Arrerican University, 1975, p. III-36, 37). 

How well was the volunteer able to integrate the service-learning 
aspect of UYA with his/her academic courses? Volunteer Ann Talrot, 
University of Oregon, helps teenagers find jobs. She joina:i UYA 
to use academic skills that VJere not being used in classes for any 
practical uses. Once on the job, h:::>\\cever, "you regin to use academic 
skills you thought v.iere ridiculous... I'm really glad I did it, in 
tenus of that practical application of academic skills. "l Conments 
UYA volunteer Julie Pryor, University of Oregon, who organizes 
volunteer programs for a mental health as~iation: 

I think it's (UYA) an extrerrely \\Orthwhile program. 
It's one of the few at the university that gives · stu
dents a chance to get their feet VJet in the field tr.at 
they'.re interested in ••• they can see whether that's 
really what they want to do. For me, it's really teen 
a growing experience.2 

Thus, roth these volunteers see UYA as a means of testing and applying 
academics to service-learning. 

In response to a question on the · ef feet of the UYA experience 
on the student's attitude toward learning (l\rrerican University, 1975), 
51% (N=61} reported a posi tive and another 38% a sorrewhat positive 
influence on their learning att:.:itucles. Only one stu<lent cited a 
negative effect. fvbst wrote lnw they ~re tetter able to apply 
class material to the "real w::>rld" and h:::>w they had develop:rl a 
greater appreciation for practical, ·on-the-job experiential learning. 

Wh:it i s the cffoct of UYl\ on skills, v.:ilucs, c:-1recr cmiccs unrl 

lMike Stahlberg, "'Tu.D University of Oregon Coeds WJrk and learn," 
Register-Guard, Eugene, Oregon, lJanua:ry 24, 1977. 

2 Ibid., p. 
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c:ittitudc'~ tow~1nl sclnol'? Consi< h~.-inq tint 

... UYA volunteers include a large numl:-er of stn..i0nt.s 
nearing the end o[ their w1dcrqradn.:ite c'<luc~ltion, v.•lx""I 
luve rot focused sh.:1rply on ,, career rnth, i:md have~ 
Limited pre-pt~o[cssional ac.::Kk~mic t.r.:1inin~J in pr:-oct:icl"tl 
skHlt\t"C.lS (Kdmqolrl, 1971, p. 20.). 

it is ll grc.-it Llccomplishmcnt th;1t 80<i; of UYl\ volunteers s..-:iid the 
proqrLl.ln .:iffccted their choice of a career. All e..xcep~ one s.:lid 
UYJ\ VvDrk sti1mlate<.l their intcllcctural growth and dcvelopncnt 
(American Univeristy, 1975). 

In general, volunteers feel they make significant progress 
during their year of service in understanding the causes and con
ditions of :pJverty, understanding the \.Drkings of the agency to 
which they ~re assigned, and rrastering skills and techniques to 
do their · job (see Table 6) . . 

Cornnenting on UYA's contribution to her career develoµnent, 
M3.rsha Mitchell (r.-t:>rgan State College, Baltimore; East Baltirrore 
Medical Planning Clinic) said, 

I t..vas heginning to w:)nder if I really -wanted to go into 
public heal th. tbw I've stopped w::mdering. I know how 
it is and my graduate \\Ork will all re directed to what 
my experience tells rre will be useful when I becane a 
professional.3 

Says Nanette Smith (East Washington State C.Ollege), a tutor for 
slow elementary sch:Jol learners: · 

My experience this year is going to be a big help to rre 
during my junior and senior years, b=cause it will en
able me to select tmse courses that I know will re rrost 
valuable to me as ·a teacher.4 

Gladys Jamiron is one of several adult w:)Iren UYA volunteers. Sorre 
are fonrer rouse wives wh:::> see UYA as a transition to entering the 
v.orking \\Grld. For Jamiron, the Assistant Superintendent of 
Sch:Jol1~ where she \\Grked "SUggested that UYA \\Guld offer her a 
chance to take cnllege courses while upgrading her job skills.5 

3"UYA Unites Academe with l\ction: Innovative Program t.b
bilizes Resources," Synergist, Vol. 1, tb. 2, Spring 1972, p. 18. 

4rbid. , p. 73. 

S"M:lrist's UYA Volunteers WJrk with Poughkeepsie Youth," 
Synergist, Vol. 4, tb. 3, Winter 1976, p. 35. 
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\·Jhen asked to cite spccif ic skills volW1tccrs fcl t they had 
<lcvelopc<l or i mproved, 9 cate<Ju1 · i . r_·~:1 WC!rc~ nlC:ntiono..l (/\rnc'rict1n 
University, 1975): 

- working with other people (counseling, social service); 
- lcc1al skills and abilil-y to use judicial system; 
- t 0uchinq; 
- planni 11y unJ or(_Ja1nz1.n0; 
- report and proposal writing; 
- research skills. 

Voltmtecrs were asked, "In what ways, if any, did your volun
teer experience further your career developrent?" 37% said UYJ\ 
gave then direction in and understanding of their intended career. 
Another 22% said it was helpful in securing their furst full-tirre 
job after college. The rest of the replies could be classified as: 
influencing plans for graduate schools, providing rrore incentive 
to finish sch:>o.l., and helping to get an increase in salary (Amer
ican University, 1975). 

With respect to influences on values and personal devel
opment, Marist College UYA volunteers 

... felt that they had gained self-understanding and self
awareness, and that they in turn had helped .their clients 
youth of Poughkeepsie city -- to beooTe rrore self-aware 
and rrore independent.6 

How did the UYA experience oompare with the usual classroan 
experience? In a Post-Service Questionnaire to Phase I volun
teers, 125 of 129 (97.%) of the resp:mdents said they learned more 
f ran their UYA year than they could have learned in one year of 
college acadanic work (Krimgold, 1973) • Fermin Garcia, a junior 
at Eastern Washington State College who works with parolees of 
Neighborhoo:1 Youth Corps, agrees: 

'Ihis prCXJram (UYA) should have been started years ago. I 
rea_lly feel I 've been of sane help to the!3e kids. At the 
sane tirre I'm convinced I've learned much more than I 
would have in any classroom.7 

Finally, l\rncrican Univers ity researchers asked volunteers to rate 
their <.lc<Jn:c of aqrcnncnt with four sti1lrnK~nts re<prdin<J tlkj r 
volunteer experience (Am2rican University, 1975). The results are 
reported in Table 7. 

In oonclus ion, there is a definite impact of the UYJ\ experience 

611 Marist' s UYA Volunteers •.• ", ~ cit., p. 35. 

7 11 UY.A Unites l\cademe with Action," op. cit., p. 20. 
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Il['l\C.I' l"'N (POVE!{l'Y) COVMJNI'J'Y l\ND AGENCIES 

On the whole volunteers appear to feel their .service made an 
·effective p.)sitivc contribution to the local conrnunity. For ex
ample, by volunteering at the East Baltimore Medical Planning 
clinic, M::>r<Jan State Colle<Je UYJ\ Volunteer Frank Iong helps the 
local conrnunity by visiting the . housing (lcvc lop11cnts and looking 
for problans tl1at t11e shy or t11e uninfonred do not bring in to 
the clinic.8 

'Ihe UYA services of Joan Ross and Marsha Mitchell impact on 
the Provident Carrnunity .tv1ental Health Center by doing many jobs 
that free up time for the professional staff. Cora Ingram, Director 
of the outpatient Service at the Center, said the UYA volunteers 
bring "enthusiasm, interest, and a fresh p::>int of viE.W."9 

Larry Harlee counsels junior arrl senior high youths, focusing 
on two basketball teams at the Comnunity Action Agency 9 in Bal
tirrore: 

••• I k.nJW that my biggest successes are the ones that 
canrx:>t be documented. I knav that sane of the hard core 
dudes playing on ·l'l¥ teams have been somewhat affected by 
the norms I represent. Consequently, while they are not 
yet ready to run for public office, I'm convincErl they fib 
into society much better nc:M" than they did 3 rronths ago. 

Many estimates have been made of the dollar arrount of community 
resources generate:i by UYA volunteers. For Phase I volunteers, 
cnmnunity resources generated were estimated as follc:M"s (Krim-
_gold, 1973): Recruitment of other part-time cornnunity volunteers 
(a goal of UYA) arrounted to a total number of 2636 (average of 
6.2 recruited per volunteer; material resources generatErl arrounted 
to 38% obtained frcrn the ccmmmity for a total dollar value of $129,853. 

It has also been est.irrated that UYA provides volunteer manpo.ver 
·worth yearly sala.ries frcrn $3000 to $12,000, with an average of 
$6500 -. (Krimgold, 1973). A 1974 study (ACTION, 1974) established 
the dollar value of all volunteer services by assigning dollar values 
to the direct econanic benefits producErl by the volunteers. It 
was found that total income produced or nnbilized by volunteers 
wa~; $64.2,271. 'lhe tot.al value of resources generated by the vol
unteers for their s1xmsoring c:tc_Jcncy wa~; $997 ,014. 

CTL\I.-JGES OVER 'l'IME AND 'IHE EUI'URE OF 'llIE PHOGRAM - HEGIONAL RESOURCE 
CENTER AND TEO-·INICAL ASSISTANCE 

Annual. grants for UYA huve been steadily decreasing since 
1974. Many are concerned that this will result in a larger decrease 

8Ibid., p. 18. 

9Ibid., p. 18. 

lOibid., p. 18. 
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in U1c Ll1110w1t individuc.11 school~> receive due to U1c incrcilsin<.J 
nrunbcr of ~.:;d1o>ls who wish to "I 'i •ly for <Jrclnb-; (the mmhcr 
awarded has steadily increased s ince 1971) • 'lhus, dollar/qrant 
will go do.vn, forcing LUliVl'rsities to rely i.ncrcasin<Jly on other 
supplanentnry sources of funds. 

What happens to UY!\ project.s when Federal func:Hng ends? 'I11e 
l\meric'-m Univcn_;ity rcscu.rchcrs attempted to ull!3Wcr thh; lJy inter
viewing the project directors at UY!\ schools. These directors 
generally felt t11e UY.l\ project would change in either the project 
itself (e.g., more flexibility, changes in mmber . of volunteers), 
or the academic canr::onent (e.g., it would increase), or the 
volunteer's involvement (tenns of service: part- or full-time; 
stipends; reasons for joining). 

Table 8 rates fund sources when government grants cease at the 
end of the UYA cycle, and the number of project directors that 
indicated use of such sources. The researchers concluded: 

The thrust of this study indicates that the major sources 
for future funds will be much the same as the pre:=.ent, 
only redistributed. They will still include the edu
cational institution, the sponsoring agency, financial aid, 
and, instead of ACTION, federal grants (.~erican University, 1975). 

·rn 1971 an experirrental Resource Learning Center was estab
lished to capitalize on the experience and success of the tirst 
group of five year schools and the first group of three year schools 
which ha:i just ended their UYA program cycle, plus two other schools 
which had successfully institutionalized UYA programs. Thus, 13 
out of 18 schools had UYA programs with an anphasis on i:overty still 
in oi;.eration without ACTION suprx>rt rroney. It was felt that these 
schools provided a valuable resource of infonnation on ho.v to set 
up and operate a UYA program. 

The University of Kentucky was awarded a $100,000 grant to set 
~p a seivice- learning resource center for RccJion N. This Center 
was originally set up tD consist of 10 conferences conducted over 
the ooursc of one ycill" on teclmical training for any school in 
Region IV states. Advice, materials (library resources), training 
and on-site technical assistance were to be provided free of charge 
to ;my school Lry j n~1 tn irn~ti tu Le"' ~ ll\'7\ proqr.:1rn. 

In qcnenil, if U1is resource I..0'orninq Center is successful und 
does help estclblish new UY.l\s and/or improve already operating ones, 
tJ1c invcsbl1L'nt .·of ~100,000 will hav0°ix'0J1 a qocxi one. 7\n cvalt1Jtion 
of U1c Center cxpcr.irncnt is scheduled for later U1is ya:l.r. 

FY 78 Cbjcctives and Milestones of UYA call for an improvement 
in the quality of management for the UYA program by providing such 
technical assistance as in-service training, managanent skill training 
to project directors and regional staff, and support to universities 
in developing other sources of funding. 



Phi1Sc I 

University of Nebraska 
Pepperdine College 

T!U~LE l 

lh1iv0rsj ty of Wiscons.i n 
University of Colorado 
University of Massachusetts 
Eastern Washington State College 
Western Washington State College 
Howard University (consortium) 

Pl1a~;e l T 

Kent State University 
Texas Southern University 
lJnivcn:; i Ly or- i·~C'ntucky 

Uni vcrsi ty of Alabama 
University of Venront 
University of Pennsylvania 
Queens College 
University of Missouri 
Malcom X College 
Idaho State University 
Cochise College 
Pitzer College 
Johnston College (University of RErllands) 
North Dakota State University 

TABLE 2 

FY l\nount d1ange Vol. Years/Grants 

1971 $1,193,515 100/9 
1972 4,244,000 +3,050,485 567/25 
1973 8,779,000 +4,535,000 1238/44 
1974* 7,102,000 -1,677,000 1900/55 
1975 6,453,000 649,000 1661/59 
1976 6,036,000 417,000 2116/69 
1977* 4,958,000 -1,078,000 ?/65 

*PlannErl all<;cations, but not necessarily the actual 

'!'ABLE 3 

Reason 

1. UYA was an extension of field-centered programs 
already in existence 

2. UYJ\ fit basic philosophy anl ~roals of school 

3. lNl\ was to be u ncx:lcl for scbool 's interest in cxpcr-

arrormt granted. 

# 

13 

11 

ien tial learning 9 

4. Funding for university and project 5 

5. An attractive program and gcxx1 opportunity for students 4 

6. Urging or request fran ccnmuni ty 3 
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7 . Individual faculty rronbers supr;orta:1 UYA arrl ScM it 
a!.; l.xniclc for personal concerns 

8. Ne.v president interested in establishing a regional 
university arrl UYA taken on as distinct identity .for 
institution 

9. Publicity gocrl .for school 

10. To bring university into special purp::>se designation 
to get rroney fran state legislature 

TABLE 4 

Primary Reason % Phase I % 

Further a career 16.2 
Broaden exi_:>erience 53.1 
Participate in new experirrent 2.0 
Useful skill to off er 2.4 
Relieve rronotony ' 2 .4 
Involve university in community 4.2 
Financially attractive .7 
Duty as citizen .7 
Recararended by advisor .4 
Friend's interest in program 12.2 
Other .7 
No answer 4.9 

TABLE 5 
Very 

Reason Important 

To gain some practical experience in my 
chosen college rrajor or probable career 

To develop sorre desired skills and 
abiliti~..s 

To help f inilllcc my way throuqh school 

To obtain an cXpcrience. whid1 might be 
helpful in admission to grad school 

To provide a net'C1ed service for the 
alleviation of some poverty-relatoo 
problern 

To provide a break fran the usual 
academic situation 
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.76% 

66% 

22Y. 

29% 

45% 

32% 

Phase II 

27.9 
52.9 
2.7 
1.0 
2.0 
3.7 

.7 

5.8 
3.4 

Important 

20% 

28% 

39?, 

36% 

41% 

36% 

2 

1 

1 

1 

% Total 

20.8 
53.0 
2.3 
1.9 
2.3 
4.0 

.7 

.4 

.3 
7.4 
2.7 
4.3 

Un-
Import.ant 

4% 

6% 

399; 

35% 

14% 

32% 



'l'l\BLE fi 

l'hd~_;c r. - Voltm LC'<.~r ~ ;<. '.l L-1\s~;c~;smcnl 

~I o[ ({C!:il "X_)l H k.'.l l U; 

Excellent Good 
Understanding causes & con-
di tions of poverty: 

u.. be fore UYJ\ 
b. after UYZ\ 

Understanting agency: 
a. before UYJ\ 
b. after UYA 

.Mastering skills and tedmiques 
a. before UYA 
b. after UYA 

TABLE 7 
Strongly 

l~l 11'J 
58 63 

6 9 
86 37 

4 36 
59 64 

Reasons Agree Agree Neutral 

I feel I am learning rrore 
practical or applied kncw
ledgE than I \.\10uld in a 
canparable period in the 
classroom 75% 

I feel I am learning more 
theoretical or conceptual 
knowledge than I would in a 
oomparable period in the · 
classroom 27% 

I have a better idea of my 
career goals 54% 

I am learning rrore about 
myself than i anticipated 46% 

18% 4% 

33% 20% 

31% 12% 

33% 15% 
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Fair Poor 

~)3 14 
4 0 

44 68 
4 1 

49 39 
6 0 

Strongly 
Disagree Disagree 

2% 1% 

15% 5% 

2% 1% 

4% 2% 



Sour.cc 

University or o::>llege 
Agencies 
Financial aid, includin<J 0-JSP 
College Work Study Program 

'rl\BU:: U 

Combine program with Cooperative Education Program 
Federal grants 
State legislature 
Private foundations 
Frivate donor 
City and county sources 
Alumni contribtions to stipend 
Mini-grants 
Industry 
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# Respondents 

21 
22 

3 
lO 

2 
9 
5 
8 
1 
5 
1 
1 

' l 
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AN EVALUATION STUDY OF INSTRUCTIONAL GROUP 
EFFECTIVENESS AND THE KEY VOLUNTEER LEADER CONCEPT 

E. J. Lueder 
University of Wisconsin Extension 

We are all frequently involved as participants and/or instructors 
of groups composed of adult professionals or volunteer leaders. We 
sometimes wonder about the effectiveness of the instructional group and 
when using instructional tools we wonder about their effectiveness. In 
so doing we try to analyze the situation ·in an attempt to understand the 
factors that influenced the process and the outcome. 

An instructor usually has preconceived expectations as to what he 
wants the group to accomplish. He has some hopes and expectations of 
what the sessi.on will be .like. Participants, too, come to the session 
with their hopes and expectations. The expectations of the instructor 
and the participants are based partly on previous experiences in similar 
groups. The instructor and participants in a meeting or workshop enter 
the instructional situation as individuals with unique personalities. 
Their personalities influence personal needs and expectations in the group 
situation. Given that the instructor and the participants come to a group 
meeting or workshop with certain expectations that may or may not be 
similar, how is their behavior affected if ~hat they perceive to be 
happening in the session is quite different from what they expected? What 
does this do to the effectiveness of the group in terms of accomplishing 
its goal or task? 

When studying instructional groups two important components of group 
life need to be considered, these are cognitive and affective. They are 
also called task and soeial-emotional. In the theoretical framework of 
this study they are called work and emotionality. These two components 
are important on the part of both the individual and the group in an 
interacting instructional group. 

The purposes of this study were to: (1) test an aspect of the 
Work-Emotionality Theory to determine the possible predictive association 
of group relevant aspects of personality and learning achievement and 
satisfaction in adult instructional groups, (2) test the effectiveness 
of four audio-visual instructional units designed to train volunteer 
leaders of youth, (3) test the idea of training key volunteer 4-H leaders 
in youth development content who in turn would work with other volunteer 
4-H leaders in training situations. 

The Work-Emotionality Theory provided the underlying framework for 
this study. The Theory was originally developed by Bion as a result of 
extensive work with therapy groups at Tavistock Clinic [Bion, 1961]. 
Thelen and associates at the Human Dynamics Laboratory added certain 
modifications and refinements to Bion's original theory as they operation
alized the theoretical framework in their work with laboratory training 
groups . [Thelen, 1959]. the underlying assumption of this theory is that 

-287-



-288-

individuals have certain predispositions to deal with stress in social 
interaction. Thelen postulated that the individual factors in person
ality will be categories descriptive of stresses to which individuals 
are sensitive and of means individuals use to deal with stress [Thelen, 
1958]. These categories represent group-relevant aspects of personality. 
They also describe the modes of operation or culture of the interacting 
group. 

WORK EMOTIONALITY CATEGORIES: 

Thelen and associates as they refined Bion's theory identified five 
types of emotionality and divided the concept of work into four levels 
[Thelen, 1958]. The types of emotionality are fight, flight, pairing, 
dependency,and counter-dependency. Boyd and associates at the Adult 
Education Laboratory, at the University of Wisconsin, oeerationalized 
counter-dependency .and conceptualized counter pairing LBoyd, 1963]. 

The six types of emotionality briefly defined are: 

Fight - expressions of hostility and aggression. 

Flight - expressions of avoidance of the problem or 
withdrawal from participation. 

Pairing - expressions of warmth, intimacy,and supportiveness. 

Dependency - expressions of reliance on some person or thing 
external to the membership. 

Counter-dependency - expressions of concern over threat to personal 
autonomy resulting from reliance upon one 
of a group of individuals for direction, upon 
subject matter, or upon a rigid methodology. 

Counter-pairing - expressions which indicate that there is a desire 
for formality, detachment, or simply a rejection of 
any pairing or friendliness with others [Boyd and 
associates, 1963]. 

The concept of work was divided into four levels by Thelen and his 
research team as follows: 

Work Level 1 - is personally need-oriented and unrelated to group work. 

Work Level 2 - is maintaining or routine in character. It may involve 
attempting to define a task, searching for methodology, 
clarifying already established plans, and the like. 

Work Level 3 - is group-focused work that introduces some new ingred
ient: active problem· solving. 
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Work Level 4 - is highly creative, insightful, and integrative. It 
often enterprets what has been going on in the group 
and brings together in a meaningful way a series of 
experiences [Thelen and associates, 1958]. 

Recognizing that the instructor and his behaviors, the individual 
participant and his behaviors, and the total group and its behaviors, 
are three important components that influence what happens in an instruc
tional group. They were the dimensions looked at in this study in the 
context of work and emotionality concepts [Lueder, 1971]. 

The group relevant aspects of personality in terms of the six emo
tionalities in combination with four work levels formed the basis of 
determining participant's preferences for individual and group behaviors. 
The same variables were used to determine perception of the group situations 
as perceived by participants. The similarity or dissimilarity factor 
between preference and perception in terms of work and emotionality 
variables, known as congruence, was the independent variable. The extent 
of congruence or incongruence were the independent variables, and learning 
achievement, and satisfaction in the instructional group were the dependent 
variables. Statistical techniques were used to determine strength of 
association. 

DESIGN 

This study involved a four-by-four experimental design. There were 
four groups of ten people each that met in the same groups for four different 
instructional sessions. The participants were randomly assigned to the 
four instructional groups. The two variables that were different from 
session to session were content unit and instructor. Each group was 
presented with and involved in discussion of the same content unit at the 
same time and in the same order for the four sessions of the workshop. 
The instructors were assigned in a restrictively random manner so that . 
each instructor taught each content unit to one of the four groups and 
each of the instructors met with each group once during the course of the 
workshop. By using this approach, the order of the instructor was different 
for each group and the order of content units was the same for each group. 

A diagram of the design specifying group, content, unit, and instructor 
follows: 

Diagram of Design Here 
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PARTICIPANTS 

Forty volunteer 4-H leaders were either selected by Extension 
youth agents or volunteered to participate in the two-day workshop. 
The learners ranged in age from 27 to 57. The lowest level of education 
attained, as indicated by the number of years of formal schooling, was 
high school and the highest was high school plus five years. 

CONTENT UNITS 

The content units which provided the basic instruction were audio
visual, in the form of slide tape sets. The format was cartoon charac
ters on slides with narration and background music on tape. Each slide 
tape set was approximately 14 minutes in length. The following units 
of ' the Passport to Leadership series were used: 

1. Purpose of Youth Programs - presents three important 
reasons for existence and continuance of youth programs. 

2. Using Connnunity Resources - includes an elaboration of the 
program planning process as a method of identifying needed 
resources. Securing and sustaining resources are also discussed. 

3. Growth and Development of Youth - shows the pattern and 
sequence of five dimensions of development for six life stages-
infancy through adolescence. 

4. ·values - identifies the nature and function of a value system, 
the ways values are acquired and four techniques for fostering 
value development. 

DATA GATHERING 

Participants completed three questionnaires prior to the workshop. 
The purpose of the questionnaires was to determine the participant's 
preference for work and emotionality behaviors in an instructional group 
on the part of himself, the instructor, and the group. At the end of 
each instructional session the individual's perception of what the group 
situation had been was determined. These scores were used to determine 
the extent of similarity or difference between preference and perception. 

Learning achievement was determined by giving 15 item pre and post 
objective tests administered at the beginning and end of each session. 
A satisfaction instrument was also administered at the end of each session. 

One year after the workshop a follow-up survey of participants and 
Extension agents was conducted to determine their feelings regarding the 
workshop experience and the success and difficulties encountered in 
teaching other leaders. 
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FINDINGS 

The findings of this study did not provide evidence to support a 
predictive association between group relevant aspects of personality and 
the learner's achievement and satisfaction at the .OS level of statisti-
cal significance. There was a range of associations from very weak to 
moderately strong in both positive and negative directions. The trends 
observed appear to indicate a differential effect of the content unit, 
the instructor, and the group. This indicates the importance of consid
ering all three when evaluating the effectiveness of instructional groups 
for learning achievement and satisfaction. It was found that Instructor D 
had a consistently different affect on the relationship between preference
perception, and learning achievement, and satisfaction. It was observed 
that Group III was consistently different in strength and direction of 
relationships through all four sessions regardless of content and instructor. 
This would appear to indicate that the group had a stronger affect than the 
instructors or the content. The analysis by session indicated that 
session IV had a consistent affect regardless of instructor or group. This 
is an indication of the influence of the content unit. In this case the 
content unit was Values. 

The important considerations in evaluating the effectiveness of adult 
instructional groups appear to involve both the cognitive and affective 
components in this case called work and emotionality. It appears that the 
instructor, the content, and the group can have a differential affect on 
the outcome. Consideration of all of these factors appears to be important 
when looking at instructional group effectiveness. 

Knowledge gain was determined by a pre and post 15 item objective test 
given at the beginning and end of each instructional session. The following 
are the test score results for the forty participants by Passport to 
Leadership units: 

Puq~ose of Youth Prosrams Average Pre-Test Score 8.15 
Aver~ge Post-Test Score 10.63 
Average Gain Score 2.48 

us ins Connnunitz Resources Average Pre-Test Score 10.75 
Average Post-Test Score 11.65 
Average Gain Score ·90 

Growth and DeveloEment Average Pre-Test Score 8.80 
of ·Youth Average Post-Test Score 10. 20 

Average Gain Score 1.40 

Values Average Pre-Test Score 7.05 
Average Post-Test Score 10.70 
Average Gain Score 3.65 
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Observing these results indicates that the knowledge gain by par
ticipants from two of the four content units was very limited. It should 
be pointed out that the participants were not a random sample of 4-H 
leaders but a selected sample. They were neither new to the 4-H 
program, nor were they representative of the total 4-H leaders. With 
a typical group of leaders or new leaders the knowledge gain results 
may have been different. 

FOLLOWUP SURVEY ON KEY LEADER CONCEPT 

As indicated earlier one of the purposes of this study was to test 
the idea of training key volunteer 4-H leaders in youth development con
tent who would return to their county and work with other volunteer 4-H 
leaders in training situations. Key leaders would use the audio-visual 
content units used at the workshop in which they were participants. 

To assess the results of this objective 4-H agents in counties where 
participant s lived and the participants were surveyed one year after the 
workshop • . Responses from agents indicated considerable variation in what 
they had done to facilitate the functioning of key leaders. 

The survey revealed that the idea of training key leaders in youth 
development content by using the audio-visual units had a substantial 
impact on county leader training programs. Key leaders, during .the year 
following the training workshop, were involved in 54 meetings with an 
approximate attendance of 953. 

The majority of agents responded that they felt that the units were 
excellent teaching tools for use by key leaders. They indicated that 
the greatest educational value was the discussion by leaders after view
ing the unit. The discussion gave leaders an opportunity to relate the 
concepts in the content units to their own 4-H club situation. It helped 
them to realize that their leadership involved effective ways of working 
with youth in addition to knowing a specific skill. 

Some of the difficulties reported by agents as they worked with key 
leaders were: 

1. Key leaders lacking confidence that they could effectively 
teach other adults. 

2. Availability of time on the part of key leaders to organize 
and conduct meetings. 

3. Lack of sufficient understanding on the part of key leaders 
in timing of discussion and teaching techniques. 

Teaching techniques and practice in planning meetings were not 
major emphases during the workshop for key leaders. 

RESULTS OF PARTICIPANT ·SURVEY 

The follow-up survey of the key leaders one year after the workshop 
was designed to determine their feelings regarding the experience, the 
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success and difficulties they encountered in teaching other adult 
leaders. The survey also gave them an opportunity to indicate specific 
behavioral changes in ways they work with youth as a result of the 
workshop experience. 

Thirty-five of the forty workshop participants returned the mail 
survey. Their responses included important changes they felt they had 
made in their behavior as they worked with youth. 

A sample of the participant responses follows: 

1. "It has made me aware that each child is an individual and 
thus has his own individual problems at different stages 
of development." 

2. "I have become more tolerant with kids, I let them talk more 
and I listen more." 

3. "I have tried to let the children do more themselves and I 
stay in the background." 

4. "I share responsibilities with youth more than I did before." 
S. "I guide young people now rather than dictate to them." 

These responses and others like them provide evidence that the 
Passport to Leadership units taught in the workshop setting not only 
increased knowledge but also caused behavioral change on the part of 
the key 4-H leaders as they worked with youth. 

Three specific factors were mentioned most frequently when asked 
about difficulties they encountered in carrying out their role as key 
leaders teaching other adults. The limitation of time was mentioned 
most often. Mentioned next most often as difficulties were getting 
leaders together for meetings and helping leaders they were working with 
relate the content to their actual local 4-H club situations. 

SUMMARY DISCUSSION 

The uniform lack of statistically significant results in the pre
dictive association between congruence measures of work and emotionality 
categories and learning achievement and satisfaction could have resulted 
from limitations of the study. There was a limitation on the potential 
for knowledge gain on the part of many participants. The knowledge 
level of the participants with regard to the content of the units was 
relatively high. Another limitation was that the participants turned 
out to be a relatively homogeneous group. There was not a wide range 
of differences in their preference and perception of the instructional 
group situation in work and emotionality terms. What may have happened 
was that situations they perceived were very similar to those they pre
ferred. 

The use of an experimental design in a workshop setting is an 
appropriate one to test audio-visual tools for knowledge gain. In this 
case it also provided the opportunity to look at other variables, related 
to instruction, in addition to knowledge gain. It helped to point out 
that at different times the instructor, the group, and the content were 
strong influences. 
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The idea of training key 4-H leaders to teach other volunteer 4-H 
leaders content that relates to working with youth, as well as project 
related information,has potential. This is supported by this study as 
well as one conducted by Gast [Gast, 1976]. In a study comparing key 
4-H leaders as teachers with Extension professionals when measured by 
the satisfaction of 4-H leaders as learners he found that there was 
very little difference in the satisfaction expressed by learners. 

Advantages of involving key 4-H leaders in teaching other adults 
are that it can multiply the affect of the professional, and it can 
increase program effectiveness. Several factors that appear necessary 
for maximum effectiveness of the approach should be noted. As professionals 
we need to be realistic about the amount of time key 4-H leaders are 
willing and able to devote to training other adults. Facilitating the 
organization and planning of group situations can help key leaders make 
the most efficient use of their time. Providing teaching tools and 
discussion guides that are easy for key leaders to use will help them 
develop confidence and increase their effectiveness. For those competent 
in subject matter, training, and practice in process skills can be 
helpful in developing the key leader's self-confidence. 

Appropriate tools, training, support, and the selection of people 
with enthusiasm can do much to further implement the idea of key 4-H 
leaders helping other adult 4-H leaders be successful. 
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Diagram of Design is included on page 3. 

Time 

Friday 
1:30 - 4:30 p.m. 

Friday 
6:30 - 9:30 p.m. 

Saturday 
8:30 - 11:30 a.m. 

Saturday 
1:00 - 4:00 p.m. 

Group I 
N•lO . 

A 
w 

B 
x 

c 
y 

D 
z 

Instructors = A,B,C,D 
Content Units • W,X,Y,Z 

Group II 
N=lO 

B 
w 

D 
x 

A 
y 

c 
z 
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Group III 
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THE DEVELOP If ~G ROLE OF EVALUATION 
· IN THE 

HANDS UP VOLUNTEER CRIME REDUCTION PROGRAM 
Mary Jean Houde (General Federation of Women';s Clubs) 

and Peter M. Kelly (Kelly Scientific Corporation) 

INTRODUCTION 

The General Federation of Women's Clubs in its HANDS UP volunteer crime pre~ 
vention program has adapted an approach to evaluation suggested by Empey 
[Empey, 1977] which enables the volunteer to use evaluation to monitor 
progress on a practical basis. The approach also makes suitable allowance 
for the more sophisticated aspects of evaluation which make sociometric 
activities so difficult. 

In the HANDS UP approach, the volunteer project leader concentrates on those 
elements of monitoring and control which are essential to the proper manage
ment of any large· activity. The project leader is primarily concerned with 
the establishment and the realization of a clearly stated objective. See 
Figure 1. It is not always clear, however, that the objective when realized 
will result in crime reduction. Better education, for example, might make 
one potential criminal into a good citizen. It might make another into a 
better thief. Nothing cun be taken for granted in evaluation. Accordingly, 
the analysis of the assumptions relating the specific project objective to 
the more general goal of crime reduction is planned to be handled by profes
sional demographers from the university community. See Figure 2. 

Figures and 2 About Here 

It is appropriate that the General Federation of Women's Clubs structure an 
evaluative component that combines both of the important elements of action 
and scholarship. The Federation has cooperated closely with the university 
community through the National University Extention Association and its Commu
nity Development Division for over fifteen years in the training of volunteers in 
the Community Improvement Program. Among other long term joint university/ 
Federation activities is the GFWC/ESA planned reading program. 

The evaluation methodology that is described in this paper is a new and 
developing one.· Hence, much of the detail is tentative and is subject to 
modification as the concepts are tested in practice. Ten Pilot Evaluation 
Projects (PEP Projects) have been selected as test vehicles for the evalua~ 
tion mechanism which will be developed and closely monitored in the coming 
year. See the letter from Federation President Wagner announcing the 
projects - Exhibit 3. 
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- - - - - ~ - ~ ~ ~ - -- -
Figure 3,About Here 

BACKGROUND 

On July 23, 1975, the General Federation of Women~s Clubs was awarded a Law 
Enforcement Assistance Administration {LEAA) grant, the purpose of which is 
described as follows: ~The program is designed to increase the involvement 
of the citizen in crime preventiontttnough the establishment of a network of 
local action groups across the country. A national media presentation 
emphasizing the role of the citizen in crime prevention and criminal justice 
will be used to trigger conmunity discussions and to inform citizens of the 
range of crime prevention programs they can become involved in." [U. S. 
Department of Justice, 1975]. 

The HANDS UP program was initiated with an attitude and op1n1on survey of 
private social service agencies, federated club members, and the general 
public. In January 1976 a national meeting was held in \~ashington, D. C. 
and attended by approximately 90 state HArms UP Chairmen from every state 
except Hawaii but including .the District of Columbia. In addition, on the 
order of 100 criminal justice professionals and involved citizens from vari
ous parts of the nation participated exemplifying a purposeful mix of cit'izen 
interests. Partial support for the meeting was provided by private industry. 

The individual state chairmen were urged to schedule organizational meetings 
within their own states in order to initiate their own statewide HANDS UP 
campaigns to be built around a crime prevention week proclaimed either 
locally or statewide. Corpus Christi, Texas, for example, set aside the 
fu 11 man th of April 17 - May 17, ,. 197 5 as HANDS UP month. 

Media involvement to increase citizen awareness is an important part of the 
HANDS UP activity. A complete professional advertising and promotion package 
and guidance material on how to work with the media were developed. This 
is, however, of only peripheral interest in the present discussion aspect 
of the program and will not be described in detail. 

By the end of the first year of activity, most states were making plans for 
their HANDS UP programs. A number of states, notably Connecticut, New Mexico, 
Texas, and the District of Columbia, had held organizational meetings and 
were moving on to the establishment of local projects often in cooperation 
with the state criminal justice planning agency. 

The second year grant was awarded to cover the period September 7, 1976 
through September 6, 1977 and its activities, in the words of the grant: 
"wi 11 focus on procedura 1 aspects ·of organizing the GFVJC membership and 
communities in which programs are to be implemented into a unified and well 
recognized crime prevention force ... " [U. S. Department of Justice, 1976]. 
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Since the complete statement of the project describes it as a follow-on to 
the work of the preceeding year. The objectives remain as quoted 
earlier. 

Five major program areas were established and, in an evaluation pamphlet 
prepared for the volunteer groups [General Federation of Women's Clubs, 
Evaluation Guide, _ 1975] these program areas were d~scribed in detail: 

• Adult Crime Prevention and Reduction - primarily concerned with the 
problems created by the adult law breaker in society 

• Juvenile Crime Prevention and Reduction - primarily concerned with 
the problems created by the juvenile behavior problem and/or law 
breaker in society 

•Adult Corrections - concerned with the adult offender who is under 
th~ cognizance of the criminal justice system 

• Juveniles in the Justice System - concerned wtth the juvenile who 
is for some reason under the cognizance of the juvenile justice 
system - involves courts, detention, and service components 

• Court-Related Programs - concerned with the operations of the cr1m1-
nal courts which deal primarily with adults and the effects of legis
lation upon crime and the criminal justice system. 

In addition, a large number of suggestions were made available to the club
women through a Project Idea Guide [General Federation of Women's Clubs, 
Project Idea Guide, 1975] prepared as a companion pamphlet to the Evaluation 
Guide. The Project Idea Guide calls the attention of the volunteer to such 
well established projects as the "Neighborhood Watch" of the National 
Sheriff's Association, "Operation Identification," and the "War Against 
Rape" supported by a number of organizations including the St. Louis .based 
Women's Crusade Against Crime. 

THE PIONEER EVALUATION PROJECTS 

The Pioneer Evaluation Projects were selected from among applicant projects 
taking into consideration the desirability of geographic diversity and diver
sity of the types of problems and of the conmunities. A brief review of the 
initial experiences in the defining and planning for some of these projects 
will provide insight into the questions that must be given consideration. 

The action evaluations activity for the "Battered and Abused Women Project" 
of the Brambleton Junior Woman's Club of Roanoke, Virginia is shown in 
Exhibit 4. Note that the emphasis in the volunteer program is upon the 
establishment of the operational emergency shelter for abused women. Evi
dently, the services at the shelter should respond not only to the immediate 
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needs of the women and their children but should also include response and 
guidance to the women with regard to their emotional and legal needs. There 
is, then, an important dimension to the project beyond that concerned with 
bricks and mortar. 

Figure 4 _About Here 

A cursory review reveali.ed that comparatively little is known of the 
dimensions of the abused women problem and that the Justice Department
sponsored investigations into this area are in an early development stage. 
An analytic evaluation, without more · plan~ing data, could become a socio
logical research program in its own right rather than - as intended - an 
activity directly related to and supportive of the project. It appears pre
mature to initiate the activity. Instead, exploratory steps are in process 
to establish an associated activity designed to provide more insight into 
the characteristics and experiences of the specific target population - the 
battered and abused women who come to the attention of the justice system 
in Virginia's 23rd District. In addition, inquiries and a literature search 
have been initiated to locate related investigations. 

Figure 5 is an initial attempt at diagramming the analysis for the Roanoke 
Project. The emphasis in the crime control program is upon crime reduction 
however difficult it may be to either achieve the goal or to show a causal 
relationship between the project and the goal. The difficulty of the task 
outlined in Figure 5 will be readily appreciated by the experienced analyst. 
There may be some concern about .the wisdom of the project proceeding on an 
interim basis without a parallel analytic component. No one, however, will ~ 

c:uestion the desirability of a safe haven for abused women confronted with 
domestic violence. Similarly, few will question the wisdom of proceeding ,, : 
very carefully with a very difficult analysis. 

Figure 5 About Here 

The Penninsula Program, also in Virginia is quite different from that just 
described in that it involves seven separate projects in Virginia's 7th and 
8th court districts all involved with the juvenile justice .system, Refer 
to Figure 6. 

Figure 6 About Here 

Figures 7 and 8 show the action and analytic evaluations associated with 
Task Force 2 which is concerned with leisure time activities, The · 
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practicability is presently being discussed of having Task Force 5, which 
is concerned with the courts, function also as an interface between the 
program as a whole and the university~based analytic activity. 

Figures 7 and 8 About Here 

CONCLUSION 

The methodology described is still in its initial stages and is currently 
being developed and tested in ten very different projects in widely separated 
locations. The present material represents a simplified overview of a very 
large activity and, in addition, is subject to change as members of the organ
izational elements involved contribute to the developing concepts. 

A three way HANDS UP relationship is seen as developing in the individual 
states with the local coalition of volunteer and civic groups as one element, 
the analysts in the universities as a second element, and the appropriate 
personnel of the state criminal justice planning agencies as the third ele
ment. The actual details of the evaluation methodology as it finally evolves 
will be influenced over the process of time by the contributions of each of 
these elements. 
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OBJECTIVE ACTION PLAN 
OUTCOME 

MEASURES 

. Action Evaluation 
-------(Process Evaluation) 

,.... 

PROJECT MONITORING AND EVALUATION FOR THE VOLUNTEER PROJECT LEADER 

. ASSUMPTIONS 

TARGET 
POPULATION 

Figure 1. 

ANALYSIS 

Analytic Evaluation 
---- (Impact Evaluation)----J>~ 

No? - Review 
Project Structure 

PROJECT EVALUATION FOR THE PROFESSIONAL DEMOGRAPHER 

Figure 2 
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Congratulations to tho ninH todoratctf clubs wllo!JO projects have been chosen 
; ,!. <l':tr1011~;1ratio11s for rwalu;ition. The Iowa Fudmation of Women's Clubs Is 
d1:01:rvinq <Jf cu111mend<Jtio11 tor holpiriu to launch tllo ~:>l<.ltewide coalition whoso 
worl~ will 11:;1<.J tu tll<.1 ~ult?ctio11 of <1 h?nlh proj,!CI. T110 e~tablistiment of PEP 
vul1111t(!l11/11111v<.:1:>ity tu<.1111~; on ev<.lluatio11 i:.; in procu~;s. 

rti< :r<! 1!1 prucudunt for tlli~; coupnr<ll:u11. Tho Feclor<.1tion always has ur~1ed the 
lull u~.u of r•~!,u111cu~• ;1r1d l1;l:~ wurkud closoly in tlw pa~t wit11 universities on 
proj<.~<~ ts sucll 1:.1:..; l110 (; 1:· wc1 ESO re~1dino pro~Jram an<J in community dovelop-
111•!1d il c tivitio~; witl1 tlw f\J.itio11 ;d · Univ1nsity Extu11sion /\ssoci<tlion. Tradition
.Illy, 111u11y lf:<fo1i.1l1on:..; wurl< cl<i~•oly Willi univur:;itius on other ,typos of confer':' 
1?11C<!:.; a11<J training se ~;~ion~L Nuw I <11n d '-~liql1toc.J to seo the oxlcnsion of this 
r1:l11tio11:;l1ip i11tu ..i nuw liulcl for 11 ~ ; : uvt.du;.ition. 

It i~;n't C!llOUOll juut to do a projoct, curr11neridablo thouah that is. We all want 
to h;1vo ;:1 better under~.1<111dinci of lww wo can improve what we're doing in our 
G<>mr11ur"1itios to limit cri1110 and to ri11d more answr1rs to a difficult problem. In 
':il1ort, Wf:! we.mt to bo succo:;~;ful. 

ParticirJ1rnt~ in PEP will bu luarnino c.i:j tlley oo ulon9. Wllat ttiey learn can help 
1 all <;lulls e:rnd C<Jalition!:i, not only ttlo!:io worldn~1 in tho fiuld of cri111e prevention 

d1H1 r"euu<~ tion but those worl~inq in utlH)r arua~; who want to develop better 
metl'lods of o~timating the worth of thuir projects. 

Mrs. Harry Waunor, Jr., President 
General Federation of Women's Clubs 

PRESIDENTS MESSAGE FROM THE HANDS UP NEWSLETTER FOR MARCH, 1977 

OBJECTIVE: 
TO PROVIDE 

EMERGENCY SHELTER 
AND GUIDANCE 

TO BATTERED WOMEN 

Figure 3 

ACTION: 
•ACQUIRE AND 

OPERATE SHELTER 
•ACQUIRE FAMILI

ARITY WITH LAW 

OUTCOME MEASURE: 
OPERATIONAL 

EMERGENCY SHELTE 

THE STEPS IN ACTION EVALUATION FOR THE ROANOKE PEP PROJECT 

Figure 4 
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ASSUMPTIONS IN 
BRIEF: THAT THE 

SHELTER AND ASSO
CIATED RESOURCES 

WILL REDUCE PHYSIC 
AL ABUSE OFWOMEN .. 

TARGET POPULATION 
ABUSED WOMEN IN 
VIRGINIA'S 23rd 
DISTRICT COURT 

ANALYSIS: 
TO DETERMINE 

DIMENSIONS OF THE.--....... ~ 
PROBLEMS OF 

PHYSICAL ABUSE 
OF WOMEN 

Decreased Rate? 
Presumably Success 
( D.i rect Corre 1 a-

ti on Very Diffi
cult to Is tab 1 i sh) 

Increased Rate? 
Further Investi
gation Required 

Se.e. comme.nt.6 -in te.x;t 1te.9aJtcUn9 the. nu.a.ncu -in thAA e.vai.u.a.-U.on ac:UvUy. 

' 

AN INITIAL DEVELOPMENT OF THE STEPS IN ANALYTIC . 
p~ IMPACT EVALUATION FOR THE ROANOKE PEP PROJECT 

Exhibit 5 
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OBJECTIVE 

To provide a response to both the general and the specific needs 
of young people ·and so to direct them toward meaningful activities. 

TARGET POPULATION 

The target population is defined as all youths, m~le and female, 
between the ages of twelve and eighteen, living within the juris
diction of the Juvenile Courts of the 7th and 8th Virginia Court 
Districts which include the cities of Newport News and Hampton. 

ACTION PLAN IN BRIEF 

The action activities are developed under seven task forces which 
respond to questions as follows: 

•Task Force 1: Where do we put a kid who has ·not place to go? 

• Task Force 2: How can we combat the 11 Nothing-to-Do, Nowhere-to
Go" syndrome? 

• Task Force 3: How can we help young people get jobs? 

• Task · Force 4: School programs for children with special needs 
cost money. How can we insure full funding for our school 
budgets this spring? 

• Task Force 5: What can we do to help our juvenile courts to be 
more effective. 

• Task Force 6: ·How can we provide opportunities for parent 
education. 

• Task Force 7: How can families in need of help to get the right 
help at the right time. 

AN OVERVIEW OF THE · VIRGINIA PENNINSULA PROGRAM 
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OBJECTIVE: 
DETERMINE AND 

RESPOND TO 
LEISURE TIME:NEED 

OF YOUTH 

ACTION: 
TAKE SURVEY 

EVALUATE SURVEY 
RESPOND AS 

APPROPRIATE 

OUTCOME MEASURES: 
o EVIDENCE OF "NEED 
•NEW PROGRAM IN 

USE 

THE STEPS IN ACTION EVALUATION FOR PENNINSULA TASK FORCE 2 

ASSUMP.TJ.ONS 
IN BRIEF: 

LEISURE TIME 
PROGRAMS REDUCE:: 

YOUTH CRIME 

TARGET PffPULATION 
YOUTH IN VIRGINIA 

7th AND 8th 
COURT DISTRICTS 

Figure 7 

ANALYSIS: 
RELATIONSHIP. 

OF LEISURE TIME ...._ .... ~1 
ACTIVITIES TO 

YOUTH DEVELOPMENT 

NOTE: The. po-0-Ulve. c.oNc.ela:tlon beX1Ne.e.n lwWLe. .tA..me. yollth ac.tivW..u 
and duhta.ble. de.ve.lopme.rvt 06 yollth may be. de.ve.lope.d on .the. ba-01..6 06 
tc.u c.iJ..;,(A o btai,ne.d e.l-0 ewheJLe. :than in P e.nni~ ula ate.ea. 

THE STEPS IN ANALYTIC OR IMPACT EVALUATION 

FOR PENNINSULA TASK FORCE 2 

Figure 8 
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P R E P A R I N G V 0 L U N T E E R S A N D T H 0 S E 

WHO MANAGE VOLUNTEERS 
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A. EVALUATION OF PROCEDURES FOR 

RECRUITING AND TRAINING VOLUNTEERS 
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A STUDY OF NEEDS AND ABILITIES OF 4-H LEADERS IN BOULDER COUNTY 
Joan Camp, Extension Agent 

Colorado State University and Boulder County Cooperating 

THE PURPOSE 

The purpose of this research was to gather information concerning 
4-H related needs and abilities of Home Economics 4-H Leaders in Boulder 
County. 

A second part of the purpose of this research was that of proposing 
potentially appropriate training activities which would make use of the 
leaders' abilities and interests beneficial to both the leaders and the 
Boulder County 4-H Program. 

A careful study of both aspects of the purpose was necessary before 
any thought could be given to planning and preparing leader training that 
would be of value to the Home Economics 4-H Leaders of Boulder County. 

SITUATION 

A Home Economics 4-H Leader Training Program series was presented 
in the Spring of 1976 to Home ·Economics 4-H Leaders in Boulder County. 
It consisted of four sessions held on consecutive Wednesdays with both morn
ing and evening program times offered. A local Home Economics 4-H Leader 
and the researcher planned and prepared these four sessions. For those 
who attended, it was felt the series was quite successuly, however, the 
actual turnout of leaders to the meetings was very low. 

PROBLEM 

The problem of this study was stated as follows: "Through what 
methods is it possible to find out more about the 4-H related needs and 
capabilities of leaders, so as to be able to establish better ways to 
train Home Economics 4-H Leaders in Boulder County?". 

There was a very low attendance of Home Economics leaders at the 
Leader Training Series offered in April and May of 1976. This lack of 
attendance could have been the result of: Firstly, the timing may have 
been poor, which the writer felt might have been attributed to; (a) the 
series may have been held too late in the 4-H year to have been of much 
help to the leaders and/or (b) there may have been many other responsi
bilities and activities which made the Home Economics 4-H Leaders very 
busy with limited time they could spend in attending 4-H meetings. 

Secondly, another factor contributing to the low attendance may have 
been that the leaders did not feel they needed the information that was 
presented in the leader training. 

At the present time, it is possible that very few of the leaders 
in Boulder County have been actually trained at the county level to help 
them fulfill their specific responsibilities as leaders. 
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PROBLEM RATIONALE 

As stated by Knowles (1970): 

The starting point in program planning is always the adults' 
interests, even though the end objective may be to meet his 
(and an institution's and society's) needs. In fact, perhaps 
the highest expression of the art of the adult educator is 
skill in helping adults to discover and become interested in 
their needs. But in order for him to have a chance to prac
tice this art, he has first to reach them through their 
interests. (pp. 79-80) 

Large, (1952) stated, "Training programs should be based on adult 
needs and interests, rather than on adult leaders' 'obligation to 
youth'" (Abstract). 

In Priorities in Adult Education by Rauc~, (1972), Helen Feeney 
indicated that in the training of 4-H Club Leaders, new leaders want: 

1) explanation of their duties as 4-H Club leaders 
2) information about the help available for doing the job 
3) training to understand young people better and how to work 

with them 
4) ideas about how to develop a recreation program 
5) personal consultation with the professional leader 
6) moral support from the trained personnel. 

OBJECTIVES 

The following were the objectives of this study: 
1) To review literature dealing with needs, abilities, and training 

of volunteer 4-H Leaders. 
2) To review and utilize some results of the paper "A SURVEY OF HOME 

ECONOMICS 4-H LEADERS, RELATING TO NEEDS, MOTIVATIONS, AND FUTURE 
PROGRAMMING IN BOULDER COUNTY", which was based on questionnaires 
sent to Boulder County Home Economics leaders by this writer in 
the Spring of 1976. 

3) To meet with Home Economics Leaders in a community group. 
4) To observe and tabulate the effectiveness of the MINIMAX activity 

in a small group of Home Economics 4-H Leaders. 
5) To provide techniques to support the Leaders through training. 

DEFINITIONS OF TERMS 

MINIMAX is a method of matching of skills and needs of individuals 
or groups in relation to a definite problem using cards filled out by 
individuals to cross match these skills and needs by discussing these 
in a meeting. 

Tunnel Vision is looking only at one's own ideas and viewpoints; 
being closed to opinions and ideas of others. 

Volunteer Leader is an adult that contributes time and special 
competency to work with youth in the Cooperative Extension 4-H Program; 
an individual with influence who inspires confidence, is enthusiastic 
and understands and likes people and is able to adjust to change. 
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Leader Training is directing the growth of 4-H Leaders. Leaders 
learn by observing, reading, doing, listening, and conversing. The 
training can take place at planned meetings scheduled by the Extension 
Professional or can take place informally at the discretion of the 4-H 
Leader. It is a process of stimulating and supporting leader efforts to 
acquire knowledge and to develop attitudes and skills that will improve 
the quality of their performance in leader positions. 

Needs of individuals (leaders) referred to in this paper relate to 
both basic human needs and to the needs of a 4-H Leader. 

Motivation is an individual desire to produce or to act based on 
the needs of the individual and inducement or reward. 

NEEDS ASSESSMENT 

What is it that Boulder County Horne Economics Leaders need? Why 
are these leaders contributing their time to the 4-H Program? Where did 
they find the time? Are they getting adequate training? Why did they 
become leaders? As leaders, do they have any goals? 

Based on the assumption that what a person feels as a need is what 
will motivate him, Wilson (1976), it seemed apparent to the writer that 
an appraisal of the needs of the Horne Economics Leaders in Boulder County 
should be undertaken. 

As a result, in February, 1976, a survey, consisting of an intro
ductory letter and a questionnaire, was sent to one hundred twenty-seven 
Home Economics 4-H Leaders in Boulder County by this writer. Seventy-three 
questionnaires were returned. 

The purpose for sending out this questionnaire was twofold. One was 
to conduct a search for some general background information that would 
help in better understanding the leaders and their needs and the other 
was to reveal how the leader's answers on the questionnaire would be 
reported. 

The questions asked on this questionnaire were as follows: 
1) Why did you become a 4-H Leader? 
2) How do you find the time to be a 4-H Leader? 
3) Do you do other volunteer work? Where? 
4) What have been your happiest experiences as a 4-H Leader? 
5) How do you know you are doing a good job as a leader? 
6) What do you hope to get out of working as a 4-H Leader? 
7) How long have you been a 4-H Leader? 
8) What is the approximate size of your club this year? 

For purposes of this research paper, the writer realized that, prior 
to fulfilling 4-H related needs, the basic human needs of the leader must 
be considered. According to Knowles (1970), both basic or organismic needs 
and educational needs, have meaning for programs where adults are learning. 

To further illustrate, Sabrosky (1953) said: 
I can see no other way to approach the training of local 
4-H Leaders except in terms of their needs in doing what 
they are expected to do in 4-H Club work and in terms of 
their needs as human beings, as people. (p. 1) 



What do 
1. 

2. 
3. 
4. 

5. 

6. 
7. 
8. 

9. 
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volunteers want? To cite just a few items, Boyce (1972): 
Increasing job satisfaction and significant responsibilities 
with advancements possible 

Want to feel welcome but not pre-judged 
Consultation and/or supervision 
Positive interpersonal relationships with other volunteers 
and paid staff 
To make a difference and to see the results from their 
effort 
Response to constructive criticism 
To know who to go to to ask questions 
To volunteer for a job that is challenging, important and 
provides some new adventure 
And to work with others in a group or at least have a 
chance to exchange ideas and concerns with others. 

The following conclusions are supported by uniformly positive 
evidence from fifteen or more of the studies surveyed, Stogdill (1974). 
The average person who occupies a position of leadership exceeds the 
average member of his group to some degree in the following respects: 
1. Sociability, 2. Initiative, 3. Persistence, 4. Knowing how to get 
things done, 5. Self-confidence, 6. Alertness to an insight into 
situations, 7. Cooperativeness, 8. Popularity, 9. Adaptability, and 
10. Verbal facility (p. 62). 

Sabrosky (1953) pointed out that the leaders themselves have stated 
that the following are their greatest problems, i.e., the ones with which 
they have not been given adequate assistance in the ordinary leader train
ing program: 

1. 
2. 

3. 
4. 

Getting community and parental cooperation. 
Getting or holding the interests of members. 
(a) Especially of 15 to 20 year-olds. 
Getting members to plan their own program. 
Technical: 
(a) Training members in judging. 
(b) Training members in demonstrations. 
(c) Helping members complete project records. (p. 1) 

Three areas of concern which were common to adult volunteers are 
mentioned by Sanders (1969): 

1. A need for supportive information and advice at the 
beginning of their term of office. 

2. Help in understanding children and adolescents. 
3. For organizational leaders particularly, help in 

understanding how to work with other adults on a 
group basis. (p. 8) 

Naylor (1973) believes that in order to develop relationships and 
work patterns, the staff must realize one essential factor, and that is 
to recognize the feelings of the volunteer. One important discovery, 
listed by Ward (1963) is this: 

People will not become involved unless they can vision them
selves in a specific volunteer job which seems within their 
capabilities and stirs their idealixm. ~he successful re
cruiter .helps the recruit .toward this vision. People are 
searching for meaning in their lives 1 They ne.e.d to he. assured 
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of their individual value, of the fact that their time and 
effort are worthwhile to society as a whole, as well as to 
their local groups and to themselves. With today's shorter 
working hours and increased . leisure for a growing proportion 
of American workers, volunteer service may well become a 
strong a positive force for the mental health of the nation. 
There is apparently a strong theraputic value to be gained 
from voluntary service. (Abstract) 

LEADER TRAINING 

When conducting leader training, McGregor (1960) warned, "knowledge 
cannot be pumped into human beings the way grease is forced into a fitting 
on a machine. The indiviqual may learn; he is not taught" (p. 211). 

Thus the challenge of a trainer, according to Wilson (1976), is to 
assist others in their process of "becoming." She indicated that, "To 
do this, we must ourselves be constantly engaged in the exciting pursuit 
of new learnings and insights and must, at all costs, avoid 'tunnel 
vision' and be receptive to what we can learn" (p. 142). 

By using the principles of andragogy we can do others a favor and 
benefit our program by how we choose to teach volunteer leaders. Beavers 
(1964) listed the following eight principles for teaching adults: 

1. Adults must want to learn. 
2. Adults will learn only what they feel a need to learn. 
3. Adults learn by doing. 
4. Adult learning centers on problems, and the problems must 

be realistic. 
5. Experience affects adult learning. 
6. Adults learn better in an informal environment. 
7. A variety of methods should be used in teaching adults. 
8. Adults want guidance (p. 37) 

The Western Region 4-H Study Report (1967) mentioned that with the 
4-H Program being as extensive as it is, it would be logical for a local 
leader to share responsibility with other--associate, assistant, and junior 
leaders, as well as with other local adults and parents. Each of these 
can take different responsibilities and with these responsibilities clearly 
defined, each leader will not need to attend training in all areas of 
training. 

Also reported as important was a need for planning the leader
training program for several years ahead, or at least one year in advance. 

The first basic training need identified by Sabrosky (1953) is help
ing leaders see what they do need and helping them realize what their job 
is, how it should be done, and what is involved in doing it. 

One of the qualifications for leadership in character building 
organizations, according to Ward, (1963) was: "For the leader to have 
enough interest in the purpose of the organization to be willing to take 
training as needed". 

For the leader to have this "interest" he/she must be motivated to 
the extent that he/she needs this interest for the sake of self-satis
faction, etc. 
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Schindler-Rainman and Lippitt (1971) and Rogers (1976) listed some 
of the steps an organization can take to ensure that a new volunteer will 
have a long, happy and successful period of service. They include: 
1. Drawing up an individualized plan for the volunteer's on-the-job train
ing including personal contacts, on-the-job support and literature that he 
will find particularly relevant. 
2. Providing a budget item for the reimbursements of volunteers for con
ference registrations, materials and other such items, so that the volun
teer who does not have great means of his own will be able to give of his 
resources, ideas, time, and service. 
3. Offering a variety of activities, opportunities for change and growth 
in each, and a chance to move from one to another, are important factors 
in keeping a volunteer interested and motivated. 
4. Having a place for volunteers to meet together socially. 
5. Providing an ongoing reciprocal evaluation. 
6. Making connnitments for training and support are a must by both the 
volunteer and the agency or person with whom he/she works. 

Also mentioned by Rogers (1976) was the opinion that the better 
trained the volunteer, the more effective the service he/she can render-
and the more secure he/she will feel about the service he/she is giving. 
(p. 21-22). 

It has been said that the power of a person is greater when he 
operates effectively in a group which requires these three necessary 
characteristics of its members: 
1. There must be an awareness of unity on the pa-t of all its members. 
2. There must be interpersonal relationships. Members must have a chance 

to contribute, learn from and work with others. 
3. The members must have the ability to act together toward a common goal. 

A connnunity meeting, of the type mentioned in the writer's objective 
of this research peper, enables agents to have closer contact with leaders 
on a local level. If it is a smaller group meeting, leaders will be more 
likely to participate. The leaders will also have the feeling that agents 
are more interested in the local clubs and problems pertaining to them. 
Meetings of this type are reconnnended to be not more than two hours long. 

SUMMARY OF THE LITERATURE 

After reading the above, it would appear that leader training should 
be an important part of the Home Economics 4-H Program in Boulder County. 
First, however, it is imperative that the writer learn of the needs and 
interests of these volunteer Home Economics Leaders. 

The literature suggested that the Leader Training should be approached 
in terms of leader's needs in doing what leaders are expected to do in 4-H 
Club work and interms of their needs as human beings. 

Various areas of training for leaders were cited by the authors of 
the literature which was reviewed. In summary, these dealt with the 
following: 1) understanding the objectives of the 4-H Program; 2) being 
informed about working with children, adolescents and adults; 3) organizing 
a club; 4) conducting a meeting; 5) knowing what teaching methods to use 
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with boys and girls; 6) knowing how to inform and work with people in 
the community; 7) obtaining supportive information and assistance from 
Extension Professionals and 4-H Leaders; 8) understanding expectations of 
extension professionals and 4-H members; and 9) getting training to help 
members in judging, demonstrating, completing projects and filling out 
records. 

Also indicated by the authors was a need to teach leaders by using 
the principles of andragogy. We can contribute to the effectiveness of 
our 4-H Program by treating our 4-H Leaders as adults. 

The feelings of a volunteer must be recognized. Although the 
training is important there is such a thing as presenting training too 
fast without providing adequate support and advice to leaders. 

The literature emphasized that training should occur early in the 
first year of the program to be effective and be helpful to the program. 

There must be a specific volunteer job before involvement can take 
place. Leader involvement depends somewhat on interest and time available. 
There may be a volunteer who would desire to help in 4-H for a short 
period of time as well as volunteers who choose to help for 10-25 years. 
The six steps listed by Schindler-Rainman and Lippitt (1971) and Rogers 
(1976) could be applied in either case to ensure that the volunteer will 
have a successful period of service. 

If leader training is given to those who feel they need it, it 
would appear that the leaders will feel positively about leading their 
clubs and will feel personal satisfaction as a result. 

AN ASSESSMENT TECHNIQUE LEADING TOWARD TRAINING ACTIVITIES 

In May, following the Spring 1976 Home Economics Leader Training 
series and as a means to respond to the request of two Boulder leaders 
who had taken the May leader training series, plans were made to ask the 
Boulder, Louisville, Lafayette, Erie and Broomfield area Home Economics 
leaders to an informal gathering in East Boulder. 

A letter from the Extension Off ice was sent to each leader in the 
communities involved. Each leader was also called on the telephone and 
asked to participate. Fifteen of a possible sixty leaders attended. 

The first of these meetings was held as an informal, get-acquainted 
opportunity. Name tags and snacks were provided. 

Included as the major thrust of the meeting was the implementation 
and use of MINIMAX, Scheier (1974). It was selected as a vehicle to help 
determine and match up the various needs and abilities of the leaders 
attending. 

The leaders were each provided the opportunity to prepare a written 
list of their 4-H related Needs and Skills. After completing this 
activity, the participants were divided into two groups to match up those 
having the same skill and need based on their lists. 
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The MINIMAX activity was both a result of and a contributor to 
more and better conununication between the leaders. The mutual sharing 
help the leaders received in the exchange provided enthusiasm for present 
and future growth for each leader in her involvement in the Boulder 
County 4-H Program. 

As Sabrosky (1953) stated: 
What I have been trying to say is that we must look 
at these local leaders, not as just a part of the 
organization, a part of the machinery, not as replicas 
of ourselves with maybe a little less normal education 
or less time to do the work, but as a number of individ
uals, each of whom, voluntarily, will do what satisfies 
him, and who does not even himself recognize that he 
is doing only what satisfies him. Fortunately for vol
unteer work like 4-H Club work, Scout work, various 
charitable organizations, etc., many people in our 
culture get certain satisfactions for themselves in 
doing something for someone else. (p.4) 

As a result of the success of this small leader's meeting, it 
was the idea of those attending that they meet again on July 19, 1976. 
The leaders present requested a short program on project record books. 

CONCLUSIONS 

1. People become Home Economics Leaders for a wide variety of 
reasons. 

2. Because of the large number of varied needs that emerged from 
the questionnaire, there should be a variety of leader train
ing approaches implemented in Boulder County for the Home 
Economics 4-H Leaders. As noted in the results of the February, 
1976 survey, many of the leaders did other volunteer work. In 
view of this fact, if they are to spend their limited time and 
effort for the benefit of 4-H in Boulder County, there should 
be adequate training opportunities offered and available. 

3. Leaders who were respondents to the February, 1976 survey 
indicated that they f eld 4-H was a high priority item which 
justified the amount of time spent as a leader. Thus it appears 
essential the writer must provide sufficient and appropriate 
methods of leader training for the folunteer leaders. 

4. The literature suggested that leader training be approached in 
terms of the leader's interests and needs, i.e., both 4..,..H special 
needs and basic human needs. 

5. As indicated by the authors cited in the literature, there is a 
need to teach leaders by using the principles of andragogy. 

6. Training should occur early in the. first year o~ the program in 
order to be effective for the leaders and the total county 4-H 
program. 

7. There must be a specific volunteer job before involvement by the 
leader can take place. 

8. Various areas of training for leaders were cited by the authors 
of the literature reviewed. General areas mentioned consisted 
of the following: l} understanding the objectives of the 4-H. 
program; 2) being informed about working with children, adoles
cents and adults; 3} organizing a cluo; 41 conducting a meeting; 
5) knowing what teaching methods to us·e with Boys and girls; 6) 
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knowing how to inform and work with people in the community; 
7) obtaining supportive information and assistance from 
Extension Professionals and 4-H leaders; 8) understanding 
e.xpectations of Extension Professionals and 4-H members; and 
9) getting training to help members in judging, demonstrating, 
completing projects and filling out records. 

9. Meetings are a necessary and essential part of the local leader 
training program. A variety of teaching methods, or training 
methods should be used with adults. Adult leaders do have a 
variety of needs dependent upon their experience and tenure in 
the 4-H Program. 

10. The MINIMAX activity pointed out some significant 4-H needs and 
skills of the leaders. The MINIMAX was a vehicle to help 
determine and match up the specific needs and abilities listed 
by each of the leaders attending the meeting. Since each leader 
listed a minimum of one skill and one need, and verbalized and 
discussed these skills and needs, each had the opportunity to 
become aware of the possibility of an exchange of information. 
Those who did participate in this MINIMAX exchange left the 
meeting with a feeling of having been useful and of also 
having been helped. 

11. One study cited in the Review of Literature indicated that the 
leaders need specific information of 4-H Projects, judging and 
demonstrations. 

RECOMMENDATIONS 

As an outcome of the information presented in this paper, the 
writer has recommended the following leader training methods and acti
vities as being appropriate for use in Boulder County: 

1. Increased communication and involvement between the writer and 
the Boulder County Leader's Advisory Council. (Weaver (1975) 
There should be open communications between leaders and agents.) 

2. Increased use of key leader involvement with county activities, 
i.e., -- Speech Arts Contest, 4-H Council, 4-H-In-Action, Achieve
ment Night, etc. (Billings (1972), cited that there should be more 
opportunities in which to use leaders.) 

3. Further establishment of the 4-H Resource Center at the Extension 
Office. This would include expanding the existing foods and 
clothing project suitcases and teaching aids and arranging all of 
them in one suitable location where they could be previewed and/or 
checked out by leaders or junior leaders. (The need for information 
about helps available to 4-H leade~s, was indicated by one study 
in the Review of Literature as one item most commonly asked for 
in training by first year leaders.) 

4. Encouragement of more small group discussions with Home Economics 
Leaders. This would be encouraged by the Extension Professional 
when talking with leaders in the Longmont, Mead, and Lyons connnuni
ties. (As noted by Boyce (1972), leaders want positive interper
sonal relationships with other volunteers and with paid staff. They 
also like to have a chance to exchange ideas and concerns with 
others. 
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5. Increased connnunication with leaders with the inception of a 
Leader Letter or leader page added to the newsletter. Articles 
could be written by key 4-H Leaders. 

6. Creation and use of job descriptions for Organizational Leaders, 
Project Leaders and Junior Leaders. (The literature indicated that 
definitions of leader roles in terms of expectations from agents 
and members are necessary to a county program.) 

7. Implementation of a 4-H Home Economics Master Leader Program. The 
Master Leader Program idea would be introduced at the small 
community leader's meetings by the Extension Professional who would 
ask for volunteers. A minimum of two Master 4-H Leaders represent
ing each community would be desirable. (As cited by Boyce (1972), 
volunteers want to know the exact people to contact for needed 
specific information.) 

8. Preparation of a Calendar of 4-H Events of Boulder County and 
State 4-H activities one year in advance for use by 4-H Clubs in 
Boulder County. The Leader's Advisory Council and leaders could 
help with this. 

9. The preparation and distribution of an evaluation form within the 
next six months in which leaders could evaluate Extension and the 
Boulder County 4-H Program. (Periodic evaluation of a county's 
situation by Extension Professionals and 4-H Leaders is important.) 
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INTRODUCTION 

PREPARING PROFESSIONAL AND VOLUNTEER STAFF 
FOR PROGRAMMING WITH ADOLESCENTS 

Robert B. Lewis and Anne L. Heinsohn, 
The Pennsylvania State University 

The purpose of this paper is to discuss some factors found to be 
related to preparing professional and volunteer staff for progrannning 
with adolescents. This will be accomplished by reporting on a research 
project conducted within the 4-H program in Pennsylvania and Texas. 

4-H is the youth serving segment of the Cooperative Extension Service, 
and arm of the United States Department of Agriculture and Land Grant 
Universities throughout the country. The 4-H program like some other 
youth and adult serving agencies is based on informal educational prin
ciples. Youth participating in the 4-H program acquire knowledge and 
skills primarily through the learning-by-doing method. This program 
is conducted through informal groups by volunteers who are supported 
by professional staff. Nationally the 4-H program reaches literally 
millions of youth through the leadership of volunteers. 

4-H, like many out of school youth programs .and organizations, 
) includes youth ages 8 to 19. However, in 4-H and other organizations 

the major portion of the enrollment is below age 13 or 14. The fact that 
4-H enrollments have not reflected the adolescent population has been a 
major concern. 

4 This concern prompted the United States Department of Agriculture to 
fund a project conducted at The Pennsylvania State University and Texas 
A. & M. University. · The purpose of the project was to determine and test 
methods of attracting and retai~ing adolescent youth. This paper will 
present project findings related to volunteer and staff development. 

Organized groups and clubs fulfill some basic developmental needs 
for youth 8 to 12 years of age. These youth are just beginning to step 
beyond the home into the community. Friends and the companionship of 
age-mates are an important part of this wider world, and this age group 
seeks opportunities to be with their peers. Therefore, 8 to 12 year olds 
comprise an almost captive audience for 4-H and other youth organizations 
since group experiences are a natural accepted feature of this develop
mental stage. 

Adolescence as a developmental stage presents a somewhat different 
picture. Adolescent youth as an audience constitute a challenge for those 
organizations that seek to involve them in programs. During adolescence 
the developmental process towards adulthood is approaching completion. 
For some, the opportunities provided by organiz~d youth groups are no 
longer required. However, there are those adolescents who either are not 
yet ready to cope as individuals in the areas of social skills and 
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therefore prefer organized groups for these settings, or for whom organized 
groups such as 4-H have become one of their interests that they pursue 
with vigor. 

An earlier survey of current and former adolescent 4-H'ers indicated 
that the traditional adult 4-H leader role of teacher while quite appropriate 
with preadolescents is less so with adolescents. These young people re
quire an adult who understands their current period of development and can 
support and advise their groups. The role of adult volunteers with adoles
cent youth groups is one of counselor/advisor rather than teacher/leader. 

The term advisor seems to be suitable from two standpoints. The 
adults see their role more specifically and adolescents can accept adults 
more easily as an advisor rather than a leader. Adolescents view an advisor 
as one who meets with the group and facilitates its goals. Adolescents 
may regard a leader as one who directs a group; an authority figure. 

NEEDS OF VOLUNTEER 

Adult volunteers require assistance in growing into their roles as 
counselor/advisor. More importantly advisors must acquire a sensitivity 
and understanding of adolescence as a developmental stage. This is es-_ 
pecially true if they had previously worked with younger youth - children 
and preadolescents. Adolescent youth in informal groups need adults to 
assist them in reaching their goals, but this age group requires an adult 
who will and can interact with them in a manner different from the manner 
in which adults interact with younger youth. Groups of younger youth 
react well to adults in a teacher/leader role. The youth "follow" the 
adult and have little input into programming. As youth progress into and 
thro~gh adolescence they are becoming ready to plan and conduct programs-
to make decisions about these and other things. Volunteers who work with 
groups of adolescent youth need to be accepting of youth becoming able 
to make their own plans and decisions. In this way volunteers can bridge 
the gap between what youth can accomplish on their own and that with which 
the youth need adult assistance and support. 

NEEDS OF STAFF 

In new volunteer programming effort staff members require training 
in order to develop skills and obtain information. In addition, profes
sionals who recruit, train, supervise, and support adult volunteers in their 
role as advisors to adolescent youth · groups have some particular needs in 
order to carry out their roles. 

Adolescence, as was pointed out earlier, is a developmental stage, 
quite different from childhood or preadolescence. Professionals need to 
not only have a solid knowledge base in youth development, but be able, 
and comfortable, transmitting this information to adults who work with 
adolescent youth. In addition professional staff need to understand the 
characteristics and motivations of adults, teaching methods, and helping 
skills. This knowledge and skills will help facilitate the staff's role 
in programming with volunteers. 
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Therefore, a training program was developed to prepare professionals, 
who in turn could prepare volunteers, who in turn could relate more effectively 
to the needs and interests of adolescents. 

A curriculum was developed based on needs identified earlier. Extension 
Specialists from Pennsylvania, Texas, and Extension Service - 4-H, United 
States Department of Agriculture planned and conducted the program. Several 
teaching methods were used during a five day staff training including small 
group skill-developing activities. Content and methods were selected and 
arranged such that the training format could be used as a model. The 
participants then designed volunteer training based on the model. 

Since the role of the volunteer with adolescent youth groups had been 
defined as counselor/advisor, interpersonal communication skills became 
the focal point for the staff training. Close to half of the training 
time was devoted to instruction and practice in skills such as listening, 
attending, and problem solving. In addition, sessions were devoted to 
youth development, strategies for programming with adolescents, and 
volunteer leadership development. Each participant completed a tentative 
plan for implementing adolescent programming in their connnunities. These 
plans included recruiting and training volunteers and strategies for con
ducting the program. 

An outline of the staff training appears below: 

Project Staff Training Model 

Orientation 
Rationale of Project 
Understanding Youth 

Youth as a social category 
Development 
Socialization process 
Research findings related to teen programming 

Interpersonal Communication Sk$.lls (help·ing "·skills)' 
Leadership 

Criteria for identifying individuals who relate well with teens 
Supportive role of professional staff with volunteers 
Leader training and counseling 

Program Planning 
Behavioral model for working with youth 
Teen involvement in program planning 
Social action 

Program Approaches 
An overview of possible program approaches 

Application of Training Model 
Develop implementation plan for volunteer training model in 

individual counties 
Bibliography 
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FOLLOW-UP TRAINING 

Another feature of the staff education program was the follow-up 
training and counseling that continued after the formal training. These 
informal sessions were conducted by Extension Specialists as a result of 
an immediate request or as part of regularly scheduled staff project 
meetings. As a result, staff were able to keep informed of what each 
was doing, share ideas, and resolve questions that emerged as the project 
progressed. This follow-up was found to be a very essential part of the 
staff development program. 

In summary, the participants completed the training feeling quite 
positive about their experience. The program met the needs of the staff 
and with slight modification it could be duplicated for other staff. 

It appears that of all the different content areas received by the 
participants, the helping skills areas had the greatest impact. This can 
be explained to some extent by the fact that nearly half of the training 
time was given to this area. Even with the emphasis on helping skills, 
the staff felt that more follow-up training was needed in all content 
areas. The participants believed for the most part that the in-service 
program prepared them for conducting an adult training program at the 
county level. 

Evaluation of the training produced some concerns. Participants 
indicated the training presented "too much, too soon." It was suggested 
that the training be conducted in two shorter sessions rather than the 
one five-day session. The follow-up materials and sessions were helpful 
in reducing this concern. The group generally felt that there was a 
good mix of teaching methods utilized, but that more discussion time could 
be spent on problem solving, understanding youth, and progrannning with 
youth. 

VOLUNTEER TRAINING 

Participants in the staff training returned home to begin implementing 
their plans for adolescent programming. Their first task was to recruit 
volunteers and provide a training program for them. 

The content of any volunteer training program will be determined to 
a large extent 'by the time available, the needs and interests of the 
volunteer, and the comfort level of the staff with the various content 
areas. The aim of their training was to have the volunteers become more 
skillful in: 

- working in a flexible setting, 
- listening, 
- counseling, 
- problem solving, 
- gaining rapport with adolescents, 
- carrying on meaningful conversations, 
- involving youth in programming. 

The majority of the volunteers can be expected to complete the training 
when there is a high interest level on the part of volunteers, built in 
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staff expectations for the volunteers, and good instruction. 

Volunteers found four two-hour sessions to be optimum for the length 
of training. The content was found to be quite helpful to those working 
with youth. The training programs included interpersonal communication 
skills, program planning, and understanding adolescent youth. 

The following is one of the training outlines: 

Volunteer Training - Content Outline 

I. Introduction 
A. Background and Purposes 

II. Developing a Helping Relationship With Youth 
A. Conditions 
B. Introduction of Skills 

III. Interpersonal Communication Skills (helping skills) 
A. Attending Behavior 
B. Body Language 
C. Listening For Content 
D. Labeling Feelings 
E. Listening For Feelings 
F. Putting Content and Feelings Together 
G. Defining the "Thematic Area of Concern" 
H. The Holding Pattern 
I. Steps in Problem Solving 

IV. Understanding Youth 
A. Youth As A Social Category 
B. Development 

V. Program Development 
A. Program Model 
B. Planning and Organizing Activities 

An important part of the volunteer training program appears to be 
follow-up. In some instances, there were small group follow-up sessions 
and in others, there were individual follow-up sessions. But in all cases 
the volunteers felt that the follow-up sessions were useful in discussing 
situations and sharing ideas. The volunteers who did not receive follow
up opportunities felt that the follow-up sessions would be most helpful 
in overcoming disappointments and creating new interest in working with 
adolescents. 

In general, the volunteers felt that the training helped them with 
listening, non-verbal interpretation of behavior, one-to-one communication, 
and gave them a better understanding of what adolescents are really saying 
and feeling. The training helped the volunteers gain confidence in them
selves, which resulted in their being more relaxed when working with youth. 
In general, the volunteers agreed that they had not been listening to what 
youth had been saying. 

PROJECT EVALUATION 

Throughout the project various evaluation methods were used with 
staff and volunteers. In addition, the effectiveness of a program such 
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as the one described here can be assessed by the youth participants. 

More than 600 adolescent youth in the project counties participated 
in either a continuing group experience or short-terni social recreation 
activities planned by a continuing group of youth. All of the continuing 
groups had adult advisors who had participated in the volunteer training 
described earlier. The youth found their group experiences to be quite 
positive and desired more of the same. The adult volunteers felt their 
training had been important in preparing them to work with the youth groups. 
Training in the helping skills and problem solving appears to have greatly 
enhanced the adult's "comfort level" in working with adoleseent youth. 
In addition, those groups where the adult advisor was able to be patient 
and assist the youth in understanding and acquiring group process skills 
were more successful groups. Successful in that they functioned through
out the project period and produced satisfaction on the part of both youth 
and adult advisors. 

Many of the youth who participated in the project groups can be 
described as "non-joiners." They were not members of youth organizations 
and their participation in school and non-school activities was quite 
limited. Also these youth had had little or no experience in interacting 
with adults in anything other than situations when adults have an authori~ 
tarian role such as home and school. 

Therefore, while the youth were enthusiastic about being in a group 
where they could plan their own activities, they lacked the group process 
skills that would allow real consensus and planning to come about. In 
addition many of them were skeptical as to whether the adult advisors would 
in fact allow the youth to do their own planning. 

Adult advisors of adolescent youth groups then must be prepared to 
build a trust relationship with the youth and at the same time assist them 
in developing group process skills so the groups can function. 

SUMMARY 

Adolescent youth constitute a challenge for those organizations and 
agencies who seek to provide informal educational opportunities for them. 
Staff and volunteers who cooperate in these programming efforts require 
training, follow-up training, support, and long-term commitment from all 
levels of the organization. The content of a development program for 
staff and volunteers coupled with the trainees' enthusiasm is critical 
for success. We believe the staff and volunteer training described here 
can serve as a model for other organizations. 

Gottlieb, David; Robert B. Lewis; and Anne L. Heinsohn. Study of 4-H 
Youth and 4-H Programming. University Park, Pennsylvania. 1974. 

Lewis, Robert B.; Anne L. Heinsohn; and Warrens. Mauk. Study of 4-H 
Youth and 4-H Programming, Part II. University Park, Pennsylvania and 
College Station, Texas. 1976. 
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PREPARING THOSE WHO MANAGE VOLUNTEERS 

A MODEL FOR EFFECTIVE OFFICE ORGANIZATION AND MANAGEMENT 

Denise Gutman and Clifford Stern 
H.E.L.P. Volunteer and Connnunity Services 

Hofstra University 
Hempstead, New York 11550 

In this paper, we will present our model for effective and efficient 
office organization and management. We will show how the volunteer office 
can integrate the faculty, administration, and academic departments of the 
university into their volunteer programs. We will show how to provide the 
most service a volunteer can to the student body; we must serve the student's 
academic and social needs as well as provide them with referral services and 
direct services. We will also show the volunteer programs how to serve the 
connnunity's social agencies needs and how to establish trust and credibility 
within the connnunity. Here, the role of public relations and the volunteer 
office advertising plays a large role in establishing credibility with all 
three factions: administration, student body, and the community. For any 
volunteer office to be successful, creating the aura of trust is the first 
step in the journey of a thousand. 

Our model for effective office organization and management has three 
facets to deal with. Our model therefore, will be set up showing how to 
integrate the volunteer off ice with each facet separately and then how to 

, intergrate all three together in various combinations. 

Facet I - Developmental Phase of Our Model 
How the Office is Structured Internally: Relationships and Duties 

A volunteer program with a well structured, well defined staff is the 
first step in management of a volunteer program. 

The Administrative Director is the full time supervisor of all volunteers, 
offic'E! staff, volunteer -programs, budget and finances and volunteer placements. 
The Director is also responsible for developing new programs and off ice public 
relations. 

~ The Head Program Coordinator's ob is to act as a liaison between the 
agency, the Program oor nator and the program objectives. His duties in
volve follow-up of the volunteers' placement; procedures for fast voltmteer 
placement; organizing and problem solving for the Program Coordinators; 
trouble shooting with individual volunteers; and maintaining agency-volunteer 
rapport. 

] Th~Office Manager's job consists of managing and organizing all office 
operations and staff assignments; publicity, large mailings, printed posters, 
press releases, student newspapers, commercial ads, and dittoed handouts. 

The Office Staff responsiBilities are many: Visiting and reporting on 
different agencies; publicity initiation (ads); producing the monthly 
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newsletters; volunteer placements; answering all telephone and mail 
requests; conducting campus campaigns; speaking in various classes on 
campus about various volunteer opportunities. 

The Program Coordin~tor's job is to check with the agency to make 
sure the volunteer is cooperating with the agency framework. He acts as 
a public relations rep to create good will and cooperation between school 
and agency and problem solver for any discord with the volunteer and the 
agency. The Program Coordinator works in conjunction with the Head Program 
Coordinator and the Program Evaluator. Every month, the Program Coordin
ator submits a report to the Head Program Coordinator telling of the progress 
of the volunteers, the program, and any problems that may have arisen (see 
addendum. 1). 

(~ / The Program Evaluator's job is to collate all the volunteer's impres-
sions 'Of the agency and the a-gency's impression of the volunteer. Working 
with the Program Coordinator, the Program Evaluator receives the agency's 
evaluation of each volunteer. This information is put into the volunteer's 
file. Each volunteer is given an evaluation form (see addendum. 2) to rate 
the agency they worked at. This information is collated and put into .the 
placement index as a rating from one to five. 

Facet II - Fact Finding and Data Gathering 
How the Office Organization Meets the Connnunity Needs 

· Volunteer Job Development 

Volunteer job development is a motivational necessity of volunteer pro
grams. This concerns not only writing better volunteer job descriptions, 
but the process by which we can arrive at a meaningful volunteer job. 

We assign staff members ~pecific agencies that we would like to have 
checked out. There is much more to an agency than just a contact person 
and an address. By sending members of our staff out to various locations, 
we can have a better feel for volunteer placements. There are some agencies 
that look great on paper, but when we go to check it out, we realize that it 
falls short of our expectations. This little personalization in volunteer 
referrals makes our program quite unique. For example, we had a request 
from a Head Start Program in a very affluent area, which many students 
inquired about because of the location's convenience. From the information 
we had from the agency, it seemed like a good place for a volunteer to gain 
experience working with pre-school children. However, when our staff went 
to visit this agency, we found the building in a poor state of repair, the 
children unsupervised, and the agency staff skimpy and disorganized. If 
we had sent a volunteer to this program, they would have become very dis
satisfied and stop going. It is senseless to lose a volunteer before we 
even have him. 

Visiting agencies is also a good time to find new agencies and programs 
to initiate. Job development is essential to a successful program. 

Attending conferences is an important method of developing a volunteer 
office and recruiting new ideas. Some of our most useful information we 
have attained was through national, regional, or local conferences. 
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Volunteer Follow-Up 

Volunteer follow-up is an important facet. It is done to ensure that 
the agency is pleased with the volunteer service that it is receiving from our 
student volunteers~ A volunteer's connnitment to work at an agency is very 
important. If the volunteer breaks that connnitment, it is the job of the 
volunteer office to find out why and to let the agency know. If many volun
teers broke their commitment and didn't come to do their volunteer work, the 
agency would become displeased and not want any more volunteers. 

The Placement Index 

f" Being our soley unique and innovative idea, the placement index is the 
f book which contains all our connnunity requests. Listed under specific 

categories: emotionally disturbed, physically handicapped, hospitals, day 
\ care centers, high school tutoring, etc., we have vital information about 

each agency. This includes the capacity in which the volunteer would be 
used, how many volunteers are needed, as well as specific information and 
an overall rating. 

The Regional College Organization 

This is where the college volunteer programs in an area have a central 
clearinghouse to channel volunteer requests from the connnunity. (In our 
area, it is LIRACHE, Long Island Regional Advisory Council for Higher 
Education.) If a request cannot be filled by one school, another may be 
able to provide the services needed. A regional center for area volunteer 
programs also serves as a source to exchange and test new ideas. (See 
addendum 3). 

It is through these organizational devices that our off ice can better 
meet the '.,needs of the connnunity. 

Facet III - Our Program in Implementation and Initiation 
How the Office Organization Meets the Student and University Needs 

Recruitment 

The recruitment campaign is a large public relations drive which on the 
university level, is very important. Brain storming for the school year's 
volunteer recruitment campaign theme must be well thought out. This year's 
campaign theme was Career Experience Through Volunteerism. We submit 
articles, advertisements, and weekly reminders in every publication on 
campus telling people of the relevance volunteerism can play in their 
career goals. Eye-catching posters are placed throughout the campus and 
brochures are printed showing the relevance between particular majors, 
certain career opportunities, and different volunteer jobs. Staff members 
will speak in many classes about volunteer opportunities that the people 
in class might be interested in. We also try to get to freshman lecture 
halls in the beginning of the semester before their work load gets too 
heavy and give them a broad view of all the different types of volunteer 
work available to them. (New freshman are usually eager to get involved 
in all campus activities.) (See addendums 4 and 5). 
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Tutor Training Sessions 

This year we invited Michael Jones, a researcher on tutor advice, 
to give us a two day lecture on tutoring tips. This not only benefits 
our volunteers and staff, but also benefits the university, for we make 
the session available to all faculty, administration, and interested 
campus groups. 

Direct Service Programs 

Among volunteer jobs in the community, a volunteer office should 
supply on-campus volunteer work. Listed below are some of the volunteer 
services that the H.E.L.P. Program provides: 

Peer Tutori ng. A tutoring service for all Hofstra students having 
trouble in their courses; all tutoring is done by other Hofstra students 
who have taken that course and have a good understanding of the material. 

The Outreach Hotline and Walk-In Center. Located in our student 
center, is where they offer advice, help, counseling, a friendly smile, 
and coffee and doughnuts in the early hours of the morning during finals 
week. 

The Ambassador Program. Makes possible the chance for a high school 
student to see what college is like by being with a Hofstra student for 
a day. 

The Talent Bank. Is made up of Hofstra students who provide musical 
or artistic talents for workshops or entertainment. 

Volunteer Orientation Program 

Each agency we deal with has an orientation program to acquaint the 
volunteer with agency procedure. To supplement this, we hold a meeting 
every month in which we show a film, or have a guest lecturer talking about 
various problems the volunteer might come up against. Afterwards, the 
volunteers talk and get to know one another. 

College Credit for Volunteer Work 

This is a big plus for both students and the university. Our office, 
in conjunction with the Off-Campus Education Center has developed a program 
where it is possible to receive up to twelve semester hours for doing 
volunteer work. This is an important step because it gives the students 
a chance to complement their course work as well as adding an extra in
centive to be a volunteer. (See addendum 6). 
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Workshops in Conjunction with Other 
University Departments and Clubs 

When an organization is active, all the students and faculty immediately 
learns about what that organization does. Therefore, it is essential for a 
volunteer office to be sponsoring, or co-sponsoring with other clubs, 
various events and workshops. For example, this year our office co-sponsored 
a workshop on Rape With the Women's Center and the Sociology Department, co
sponsored a five day Alcohol Awareness Conference, as well as sponsoring a 
couple in a dnace marathon to raise money for cancer. 

It is through these channels our volunteer program serves the students 
and the University's needs. 

Summary 

We can see how important it really is for those who manage volunteer 
offices to be well advised and organized. The efficiently managed college 
staff realizes the student needs, the community needs, and develops a 
pivotal relationship whereby each satisfies the others needs. An effective 
and respected volunteer office is not only as asset to the university, the 
students and its agencies, but also plays an intergral part in the community, 
for it ties in the world of academia to the professional world. 

Of course, this paper is only a model for a college volunteer program. 
It is a program's responsibility to constantly strive for new ideas, better 
methods, experimentation and development. 
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idendum #1 A Model Monthly Report 

H.E.L.P Coordinator's 
Monthly Report Form 

Name: £1',se, Oa"'dsoo 
I 

Program: f e C ( JU±oc 1 °3 

Date: told,,& /1r.,_ 

General Program Progress Report- !]1f cs wee« bu~ on Ci II a£ the.) 
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Addendum #2 

HOFSTRA EDUCATIONAL LEAGUE FOR PROGRESS 
VOLUNTEER AND COMMUNITY SERVICES 

VOLUNTEER AGENCY EVALUATION FORM 

AGE:_ SEX s __ YEAR IN SCHOOLs --- MAJORc ___ _ 

PART I 

WHAT TYPE(S) OF AGENCY ARE YOU CURRENTLY WORKING IN? 
(please place a check next to as many as apply) 
Big Brother/Sister___ Orphanage ____ 
Counseling center ___ 
Physically Handicapped ___ 
Tutoring1 High school ___ 

Jr. High_ 
Elementary_ 

Drug Treatment ___ 
Alcohol Treatment ___ 
Emotionally Handicapped ____ 
Recreation_ 

Community Service ___ 
Day Care Center ___ 

Corrections_ 
Youth Agency_ 
Geriatric_ 
Mentally Retarded ___ 
Hospitals Medical ____ 

Psychiatric_ 
Othera (please. specify) ___ _ 

WHAT IS THE NAME OF THE AGENCX T~T YOU ARE CURRENTLY 
WORKING IN? 

HOW LONG HAVE YOU BEEN VOLUNTEERING AT YOUR PRESENT AGENCY? 
Less than 1 semester ___ 
1-2 semesters ___ 
2-3 semesters ___ 

J-4 semesters ____ 
over 4 semesters ___ 
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WHILE IN COLLEGE, HOW MANX YEARS HA VE YOU BEEN INVOLVED 
WITH VOLUNTEER WORK? 
less than 1 year ___ 

1-2 years_ 
2-3 years_ 

3-4 years_ 
over 4 years_ 

DID YOU DO VOLUNTEER WORK WHILE IN HIGH SCHOOL? 
YES____ NO ____ 

IF SO, FOR HQ# LONG? 

WHAT TYPE(S) OF AGENCY DID YOU WORK FOR? 

~-------(please use the list of agency typ~s on the front page 
of this form for reference) 

PLEASE CHECK OFF YOUR REASONS FOR DOING VOLUNTEER WORKi 
Personal status ____ 
Personal satisfaction ___ 
To gain work experience ___ 
Testing out your career choice ___ 
Course requirement ___ 
Member of immediate family is handicapped ___ 
Friend is handicapped ___ 
Friend suggested it ___ 
Want to explore possible career areas ___ 
Looks good on resume ____ 
Other:·· {please specify) _______ _ 

PART II 

On the following pages, you will find questions dealing 
. with specific areas of yo·ur volunteer placement. Below each 
question there will be two words to describe YOUR experience 
in your agency, as well as how you perceive the agency's 
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Please place a check in the space that is closest to your 
feelings. 

FOR EXAMPLE: HOW WOULP YOU DESCRIBE AN ICE CUBE? 
Hot ...! Cold 

Please answer all the questions, and answer them as 
honestlfas you possibly can. These questions will be used to 
decide which programs will be given H.E.L.P. volunteers 
to work with in the future, as well as to rate each agency 
that volunteers are currently engaged in. Copies of the 
results of this survey will be placed on file in the H.E.L.P. 
office for your inspection. 

WAS TRAINING PROVIDED AT THE AGENCY THAT YOU ARE WORKING 

A lot None at all 

IF TRAINING WAS PROVIDED. PID YOU FIND IT: 
Too complex to 
understand 

Time consuming 
~ffective 

. __. 

Prepared you sufficiently 
for woz:k in the 
agency ' 

:EF TRAINING WAS PROVIDED, WHO CONDUCTED IT? 

Too simple 
to be worth 

much 
Too brief 

Ineffective 
Not 
suffici 

-forwork 

IF NO TRAINING WAS PROVIDED, WOULQ YOU LIKE TO SEE SUCH 
A PROORAM INITIATED? 

Yes_ No __ _ 

IF H.E.L.P. INITIATED SUCH A PRCXiBAM ON CAMPUS, WOULD YOU 
ATTEND? 

Definitely vJould not 

-340-
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HOw DID TH£ AGri:NCY :.:>TAFF REACT TO YOU AS A VOLU1~T£ER? 

Warm 
Open 

Treated as 
member of 
the team 

Cold 
Aloof 

Treated as an 
outsider to the 
group 

~vEfiE YOU GIVEN ASSISTANCE BY THE AGENCY STAFF WHEN CONFRONTED 
~fl/ITH A PROBLEM? 

A lot of 
assistance 
Eagerly given 

WAS THIS ASSISTANCE: 
Very Helpful 
Confusing 

No assistance 

Resistent 

Not helpful 
Clear 

-~"~HJ~f\_T_A~G-~"'1""7_N_c __ Y __ R .... E.._--s .......... o ~ .... u .... c .... E .... :.;..._·' _.A...,.R ... E.._' _A_V ... A....,I...,LA.......,B ... LE ....... · _______ o __ u __ ? ( check as many 
as available 
Films and presentations_ 
0upervisor meetings ___ 
3taff meetings __ __ 

Case presentations___. 
3pecial lectures ___ 

Don't know ---Other: (please specify) ______________________________ _ 

I.F THESE RESOURCES AR~ AVAILABLE, . DO YOU : 

Attend most 
of them 

Cannot attend 
at all: 

WHY:~----------------------------------~-------------
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HOW MUCH SUPERVISION DOE§ TH.E AGENCY PROVIDE? 
'roo much Too little 

ARE THE HOURS EXPECTED FOR VOLUNTEERING AT YOUR AGENCY: 
Convienent 
Too many 

IS THE PHYSICAL PLANT OF THE AGENCYa 
Conducive to 
volunteer work 

Is near to 
your home 
Well kept 
Cheerful 

HAS YOUR H.E.L.P. COORPINATOR BEENa 
Helpful 
Available for 
questions 

Communicative of 
resources 
available 
,., rmsiderate 
Reliable 

Inconvienent 
Too few 

Inhibits the 
impulse to do 
volunteer work 

Is far from 
your home 

Not kept up 
Depressing · 

Not helpful 
Not available 
at all 

N on-c ommuni ca ·t 
of resources 
available 

Inconsiderate 
Unreliable 

ON THE WHOLE. THE CLIENTS THAT YOU HAVE BEEN WORKING WITHi 
Apprecd.ate your 
help 

Look forward 
to seeing you 

ii~ ,,.0 made 
progress 

Cold 
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Do not 
appreciateyour 

he~p 

Avoid seeing 
you 

Have made 
no progress 
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•' . 

ANY ADDITIONAL COMMENTS·? 

t ' 
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First page of regional organizaLion news·lettor 

COLLEGE VOLUNTEER 
PROGRAM N~WS~~l§/R~AC§HE~~~ 

Volume II, Number 1 

Community Ea~er 
To Involve Students 

Getting the most out of college 
presents a challenge to every student. 
In recognition of the vast potential 
resource students are, community 
agencies have created literally 
thousands of positions throughout 
Long Island. · 

Youth programs, psychiatric and 
general care hospitals, schools (all 
grades), geriatric facilities, consumer 
protection agencies, museums, hot.lines 
and day care centers are examples of 
agencies offering a wide range of 
positions for college students. 

Last year more than 940 students 
made ccmmunity services an im
portant part of their college education. 
This program was sponsored by 
Adelphi University, C.W. Post College, 
Hofstra University, Molloy College, 
·Nassau Community College, New York 
Institute of Technology, and SUNY 
C.Ollege at Old Westbury. 

A Volunteer " Community Service 
office operat.es on each campus mat
ching student needs and interests with 
appropriat.e pacements in the com
munity. This gives the students the 
opportunity not only to provide much 
needed services, but also to test for 
themselves possible career alter· 
natives. This enables students to get a 
"feel" for what a profession is all about 
BEFORE investing years of study prior 
to entering the field. 

Trained and supervised by agency 
professionals, student volunteers 
(graduate and undergraduate) serve as 
coW1Selors, teacher aides and tutors, 
research assist.ants, occupational and 
physical therapy aides, Big Brothers· 
and Sisters, interpreters for Spanish 
speaking residents, youth workers, and 
so on. 

As Ms. Nancy Belowich, present 
Director ~f the H.E.L.P. Program at 
Hofstra said, "Volunteering provides 
people with the chance to learn helping 
skills. We must begin to incorporate the 
university into the community at large 
rather than isolate ourselves for four 
years and then try to join the com
munity." 

~ 

LONG ISLA'ND REGIONAL ADVISORY 
COUNCIL ON HIGHER EDUCATION 

Fall, 1976 ·' 

; l. 

~' ~~2, ·. E · . · f ~ · 
: ., ·, . . . , \~!t4) '~~ 

Representatives from sever.-Nassau County colleges ~··~for ille 9' ': .. '\ .. , ·"·. ~ 
coming year. ~.~, .. · \.:·· .'! ,.'.. ·· ··. · · . '. '.- !.~ ; .. : ~: 

Cooperative Effort Expands to Suffolk; Considered r•atipn.al M'Odf.i: · ~~~ ·i: 
Initiation of a coq>erative College consortia composed of ·more tlam. 1~00 . !• 

Volunteer and Community Service colleges and universitiel'iD the U'mtedi1! . 
Program in SUffolk County, shntlar to states, the U>ng Island. Redo8'\ :M . 
the seven college effort in Nassau visory Council on Higbt!l:i Edtratiop . t ·. 
County, has been made possible by a (LIRACHE) is among Ile first to atr· '\ . 
$47,000 grant from a local private tempt such a cooperative arrangem~ .. · . . 
foundation. ·- for the benefit 6f the universiy dJftt.a''. 

1 

·~~ 
At least five Suffolk County ~lleges muntty and the community at' lvge. · .~ ·. 

will be launching new programs or M.s. Jeanne Carney, Dlredor of :di.~ , 1.: .' 

expanding those already underway: Naµonal Student Volunteer Prowam"' .'. · . 
Friends World College, Southampton (NSVP), which is one part of ACTIO~, '. ... 
College, S.U.A.C. Farmingdale, the federal volunteer agency, be1ieve9 ·; 
S.U.N.Y. Stony Brook, and St. Josepi's that "the development of URACHB's · 
College. College Volunteer and Community ·~ · 

Service Program is indicative of a 
The program, coruiidered a model for growlrig commitment towar~ service- .: ' 

the nation, utilizes a centralized ' learning opportunities for student& I.:· , 
clearinghouse which assists in in- Th~ consortium approach is most " ' . 
cr~as~ng effic~enc.y of operation while helpful in heightening acad,~c.~r 
reducmg dupbcation of effort. awarene~ of the direct relation bet-

Program development is facilitated ween active conununity involvermt 
via monthJy meetings of rep-esen- , and one's education." · . 
tatives from each campus program at · Ms. Camey goes on to say thfi, "in 
which time joint projects anJ an area with a great number of 
publications are developed and colleges or high schools, one is beUer 
possible solutions to conunon protiems able to handle overlap and coor<lntte 
are discussed. ac'tlvities. You do not have 1,0IO 

Although presently there are 107 (Continued on back page) 
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Addendum #5 

OUTLINE FOR SPEAKING IN CLASSES 

Basic Informations 
1. The H.E.L.~. Volunteer Program, the first and largest of its 

kind on the island, was founded 1968 by a group of students who 

wanted to do something in the community after the death of 
Martin Luther King Jr. 

2. H.E.L.P. provides two kinds of services 
(a) Direct Services, usually on campus - Peer tutoring, 

Outreach, Disabled ~tudents Organization 
(b) Referrals, usually off campus - agencies in the communi t ,. 

1 . Reasons for volunteering have changed. It used to be pure 
altriusm. Now it's mostly .need for experience. 

4 . No transportation? We have an automatic van which can be lent 
to any full-time Hofstra student with a driver's license. 

TI Why volunteer? 
1. Gives you a chance to put theoretical work to test in an applied 

setting. 
7 . ~rovides you with practical work experience for future job 

resumes or grad schools. 
J . Gives you an opportunity to test out various careers. 
4. Lets you decide before graduation what fields you are or are 

not interested in. 
5 . 
b . 

7. 
8 . 

9. 

10. 

11 . 

Keeps you in touch with the outside world. 
Viable and constructive social outlet - chance to meet other 
active, involved people. 
Sometimes it could lead to a job. 
Academ~c Credit with Off Campus Education office for any undergrao 
who wants an internship. 
Gives you a chance to keep in touch with people of all different 
ages and backgrounds. 
Gives you a chance to help otherr- personal satifaction 
It's a learning experience for you and for others. 

I TT What to stressi 

:. COMMITMENT - think of your volunteer experience as a regular jvb

~eople are relying and depending on you. Bl RESPONSIBLE. Don't 
overcommit yourself. 

2. Civil Service counts volunteer work as regular job experience 
). Letters ot•recommendations. 
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Addendum #6 

Center for Off-Campus Education 
206 Weed Hall 
516 560-3462 

H.E.L.P. 
Volunteer & Community Service~ 
216 Student Center 
516 560-3230 

GUIDELINES FOR CONVERTING HELP INTERNSHIPS 
INTO OFF-CAMPUS EDUCATION PROJECTS 

1. Determine the specific nature of, and your role in, your 
present internship. What is it you do there? What is the 
goal or aim of your work? 

2. What academic area or discipline best incorporates your in
ternship? Is this different from the academic area or areas 
which best define the goals and operations of the firm or 
organization of which your internship is a part? 

3. Are you clearly exposed to work situations involving a know
ledge or study in the above discipline or disciplines? If 
not, is it possible to alter your present internship to en
compass or touch upon this academic discipline or areas? 

4. Now you must focus in. Define your internship through a 
specific aspect or subdivision of its discipline. Your in
ternship may be interdisciplinary -- falling in two differ
ent academic areas. If so, narrow it down to subdivisions 
in both areas. 

5. Decide if you want to approach your internship from one or 
more disciplines, if it is clearly interdisciplinary. You 
may want to focus in on only one aspect rather than two or 
more. 

6. Make sure that you heve some background in the field of your 
approach. 

7. Discuss the above findings with the HELP office. Are your 
findings consistent with the Director's understanding of 
your internship and the OCE program? If not, you may have 
to re-define the nature and function of your internship. If 
you have defined for yourself an academic interest but your 
present internship does not touch upon this area, you may 
want to find another internship and./or site capable of ful
filling it. 

8. You must now speak with your academic advisor, explaining your 
tentative OCE project. If he or she believes your idea is 
feasible, academically viable, and consistent with your over
all undergraduate program, he or she should agree to your pur
suing OCE credit. Please note that you cannot formally pro
pose an OCE project without your advisor's approval and sign
ature. 
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9. Visit the OCE office. OCE staff will explain the procedure 
of the program and will provide you with the necessary docu
ments. He or she will also explain the details and emphasis 
of the OCE committee, including how to write your proposal to 
present your ideas in a clear, concise manner. Remember, the 
OCE committee examines proposals for academic viability so 
this component of your proposal must be covered thoroughly. 

Please note that OCE projects are a combination of academic learn
ing and practical experience. The OCE committee will not approve 
any proposal which does not effectively integrate the two -- the 
acquisition of practical skills does not constitute academic 
learning. · 

10. You must now go and find a full time Hofstra faculty member 
to become your Faculty Correspondent, the person who will work 
with you on the academic component of your project. He or 
she must be conversant in the academic area of your project. 

11. Find someone at the site of your internship willing to act as 
your On-Site Supervisor: He or she must be willing to write 
monthly reports of your progress and a final evaluation to your 
faculty correspondent, as well as provide on-going supervision 
and weekly conferences. For providing this service, the OCE 
office reimburses the 0-SS from your tuition. The 0-SS should 
understand from the onset that you are there to learn and work; 
you should not be utilized as a gopher or secretary assigned 
to menial tasks. 

Please note that all OCE students must keep a daily log of 
their experiences, submit monthly reports of their progress 
to their faculty correspondent, and must submit at the con
clusion of their project a learning summary. The faculty 
correspondent may require additional products as mentioned. 

12. Together you and your faculty correspondent should formalize 
your ideas into a typewritten proposal. Once written, he or 
she should read it carefully, making sure your ideas are con
veyed clearly, the language is correct, and both the practi
cal and academic components of the proposal are specified. 
Most important is defining precisely products for evaluation. 
Books and articles to be used should be listed. The topic or 
topics of the paper or papers should be stated. Please note 
that the topic or topics must be consistent with the academic 
aspect of your internship; it should not be tangental but 
should be an integration of your readings and experiences. 
The topic or topics of your products should reflect a specific 
education objective, or objectives, -- the subject(s) of your 
investigation, or what you hope to learn -- in this OCE 
project. 
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13. Before submitting your proposal for review by the OCE 
committee procure the signatures of your advisor and 
faculty correspondent. Then, submit your proposal and 
On-Site Supervisor's statement to the OCE office. 

14. The OCE committee will review your proposal, accepting 
it as a contract, disapprove it, or make suggestions or 
amendments. If the latter, these suggestions and/or 
amendments will be communicated to you. 

15. If the committee made recommendations and suggested changes, 
you must then write a Contract, or the document which in
corporates these suggestions of the committee with the ideas 
of your proposal. This document, which must also be signed 
by your advisor and faculty correspondent, is then re-sub
mi tted to the committee for final approval. 





VOLUNTEER STAFF DEVELOPMENT: A DEMONSTRATION STUDY OF 
THE DEVELOPMENT, ADOPTION AND DIFFUSION OF AN INNOVATION 

Introduction 

by 

Violet Marie Malone 
Leadership and Staff .Development, 4-H 

University of Illinois at Urbana-Champaign 

and 

C. Wayne Hoelscher 
Region V, Cooperative Extension Service 

University of Illinois at Urbana-Champaign 

The 4-H program in Illinois is strongly based on the use of a 
voluntary staff supported by a paid staff. Adults and teens serve in the 
volunteer leadership role at the county level. Because .the turnover of 
leaders each year is about 50% to 60% and the rate of volunteering has 
stabilized or in some places declined, there is a need to utilize these 
individuals in a variety of roles as well as a need to identify and recruit 
new volunteers. 

Given the present staffing plan for paid staff and the availability of 
other resources, there is a need to more clearly define the roles and functions 
of volunteers and paid staff who are involved in the expansion and maintenance 
of the youth program and to develop procedures for implementing the process 
at the local level. 

Backgroun~ 

Based on summaries of County Program Reviews and an intensive statewide 
4-H Program Review certain premises relative to 4-H and volunteerism emerged. 
They were: 

1) Any youth involved in an Extension Education Program is a 4-H 
participant. 

2) Volunteer adults and youth are essential to enhance the learning of 
each 4-H participant. 

3) Large numbers of adults and youth are available and capable of 
serving as volunteer leaders of youth in various geographical areas. 

4) Youth and adults will participate in Extension education programs 
to the extent that they find the programs to be important and 
personally satisfying to them. 

5) Various connnunity~based organizations are anxious to and will assist 
with 4-H program development if asked. 

6) The Extension staff does help people develop learning systems and 
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linkage systems that will make it possible for groups to learn 
from one another. 

7) Volunteers and paid staff can work effectively in 4-H programs 
if roles are clearly defined. 

8) One Extension staff person can administer to unlimited numbers 
of 4-H participants if the framework is developed which capitalizes 
on available resources within the assigned administrative unit 
and the people are involved in delineating the structure and the 
delivery system appropriate for individual participant learning. 

9) One Extension staff task is that of preparing volunteers for their 
teaching/learning roles. 

10) Leadership development is an important learning goal for all 4-H 
participants (adults and youth). 

In the publication "Education for Change," it was suggested that for 
4-H program growth to take place there must be a redefining and specializing 
of leadership roles for volunteer leaders. "As the 4-H program has grown 
in both size and complexity, so has the role of the volunteer leader. 
Volunteer leaders are vital to the success of all aspects of the 4-H program, 
but a single person does not have to provide all the leadership functions." 

Purpose 

The purpose of this demonstration project was to provide professiona~l 
staff with an opportunity to broaden their knowledge base and acquire addi
tional skills needed to adopt and diffuse a stratified leadership concept / 
in which roles for volunteers are redefined and specialized. Particular.-/ 
emphasis was placed on work of local staff with: 

1) Youth Councils - County Policy/Program Decision Group 

2) Club Leaders - Organization Leaders Who Have Face-Face Contact 
with Youth 

3) County Management Leaders - Maintenance and Service Staff in a 
Program Support Role 

4) Teen Leaders - Youth, 13-19 Years of Age, Who Have a Teaching Role 
with Other Youth 

Goals to be achieved as an end result of the demonstration project_ were: 

In two years, to: 

---increase the number of professional staff who utilize sound manage
ment principles . to maintain and expand volunteer staff 

---increase by 20% the number of counties using volunteers in stratified 
roles 
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---increase by 30% the number of volunteers participating in the 
4-H program 

Procedure 

The procedures used to bring change in the present situation to a more 
desirable one were based on the development of a) a rationale which included 
an analysis of the current literature; objectives of the Illinois Cooperative 
Extension Service and the Program of Work statement at the county level; and 
the experiences of the professional staff at county, state and national levels 
and b) a plan of action which included the utilization of a statewide develop
mental committee of advisers, paraprofessionals, teen and adult leaders, and 
administrators to investigate, summarize and make recommendations for action 
on selected issues related to the program purpose. Utilizing the connnittee's 
findings, state staff would develop and implement concurrently, a program 
of learning experiences for professional staff to test out the data. 

With a youth program existing in all 102 counties in Illinois, it was 
determined that the most appropriate way to introduce the concept of stratified 
leadership to the advisers was through the Inservice Education Program. The 
state Inservice Education Connnittee includes administrators, specialists, area 
staff as well as advisers from each program area. 

In December, 1974, a request was made to the committee to: 

1) Hold a statewide conference on volunteerism in March, 1976 

2) Hold regional workshops on "Developing and Managing a Volunteer 
Staff Program," 1976 

3) Have a course during Annual Conference in October, 1976 

The request was approved by the Committee and the Administrative Council 
for implementation with supporting funds form the Smith-Lever budget and the 
State 4-H office budget. 

Invitations to participate in the March workshop were sent to the County 
Staff Leaders in all 102 counties with a limit of 50 applicants being accepted 
on a first come-first serve basis. Sixty-five applied and all were permitted 
to attend. Prior to each workshop or conference, participants were asked to 
review their current long-range program of work as well as their short-range 
plan of work to determine how the activity could benefit them. 

They were also asked to discuss their plans with the other members of 
the County Staff and with the members of the Local 4-H Council. This was 
done to insure acceptance and support for the implementation of the innovation. 

As support for the Inservice Education was being acquired, the State 4-H 
Advisory Committee, which includes administrators, advisers, volunteers, and 
members, encouraged the State Staff to move on with the Leadership Development 
thrust. The establishment of a Volunteer Leadership Development Committee was 
approved and funded from the State 4-H budget and contributors from the 
Illinois 4-H Foundation. 
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Working with the Administrative Directors in each of the 10 regions, 
the State 4-H Staff person submitted a list of names to the Assistant 
Director, 4-H who sent a formal letter of invitation to the individuals 
asking them to serve on this committee. All invited persons accepted the 
invitation. The committee was to function in the following waysy 

COMMITTEE 

TASKS 

TIME FRAME 

EXPENSES 

LEADERSHIP DEVELOPMENT COMMITTEE 
1976-1977 

The Leadership Development Committee is an officially 
appointed Cooperative Extension Servide group of paid 
staff (professional and paraprofessional) and volun
teer staff (4-H leaders and cotmcil members). This 
committee is a temporary one lasting no longer than 
18 months; it was developed in response to the 4-H 
Program Review in which leadership development was 
identified as a statewide program thrust. 

The 16 members of this committee are charged with 
the following tasks: 
1) Develop written recommendations for action which 

relate to the concept of leadership development. 
2) Review materials available to use in the identi

fication, recruitment, selection, training, super
vision and recognition of volunteers and the 4-H 
paraprofessional. 

3) Assess the 4-H leadership project materials and 
activities as well as events for youth (especially 
teens) and adults. 

4) Work with State Staff and 4-H Advisory Committee 
to prepare a series of statements to use in 
writing a long range plan for leadership develop
ment for paid and volunteer staff. 

This is a one time task force operating in the 
following ways: 
1) Late May-early June 1976--one 2-Day meeting on 

campus. Meet with State 4-H Staff to identify 
some additional needs; work in groups to outline 
tasks to be worked on during summer and fall. 

2) Mid-September--one 2-day meeting on campus to 
pool resources, discuss recommendations for actions, 
write tentative report. 

3) January-February 1977--one 1-day meeting with 
State 4-H Staff and 4-H Advisory Committee to 
receive and react to written recommendations. 

4) Several telenet sessions will be scheduled after 
the first meeting for clarification and feedback. 

Expenses incurred by members in the work of the 
Leadership Committee will be reimbursed from funds 
of the State 4-H office. Vouchers for paid staff 
will be prepared in local office. Vouchers for 
volunteers will be distributed at each meeting. 
Expenses will include lodging, meals, mileage. 
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RESPONSIBILITIES 
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Dr. Violet M. Malene has been asked to provide 
leadership to this Conunittee. She will be respon
sible for convening and conducting meetings of the 
Committee. A recorder for each meeting will be 
appointed; temporary chairpersons will be utilized 
to facilitate the work of the group. State 4-H 
Staff will be invited to participate in all meetings 
of the Committee on campus. 

LEADERSHIP DEVELOPMENT COMMITTEE 
1976-1977 

Six Advisers: Kay England - Whiteside 
Marguerite Gaydoes - Clinton 
Gary Heusel - Cook II (Chicago) 
Bob Long, Jr. - Southern Camp 
Teresa McAllister - McDonough 
Jim Schmidt - Pulaski-Alexander 

Three Paraprofessionals: Nancy Peffley - LaSalle 
Naomi Russell - Cook, South 
Oshia Washington - Sangamon 

Six Volunteers: 3 Adults: Ted Volkert - Lake 
Natalie Riecks - Champaign 
Cecil Thilker - Effingham 

3 Teens: Carlton Gabel - Cooperative Extension Club 
Fran Livingston - Kane 
Tony Williams - Cook II (Chicago) 

All 10 Regions are represented. 

Wayne Hoelscher, Administrative Director, Region 5, has been asked to 
serve as an administrative liaison person. Dr. Melton Boyce, Extension 
Service Staff, will act as a consultant to the group. 

The committee completed the task when they summarized their results and 
made reconnnendations for action to the State 4-H Staff in March, 1977. Their 
recommendations were sent to the State 4-H Adivsory Committee pending action 
at their next meeting in September. State Staff has agreed to spend part of 
their Spring Retreat planning for implementation of the recommendations. 

Copies of all letters and materials were sent to the State 4-H Staff and 
Regional Directors. State Staff members participated in the design and imple
mentation of all conferences and workshops. They were also invited to sit in 
on the discussions of the State Leadership Committee. The Assistant Director, 
4-H either attended or was represented at all of the activities related to 
the leadership thrust. 

The participants in the Annual Conference course used materials developed 
by the Leadership Development Committee. Further, the course was designed so 
Advisers would have input into the committee's work. The concepts and ideas 
were introduced in this manner to help the committee determine a level of 
acceptance. 
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The Inservice Education connnittee has been requested to approve for 
the spring of 1978 workshops on: 1) professional staff working with 
volunteers; 2) professional staff working with para-professionals. ~ 

The request also asks for pre and post sessions over the statewide 
teleNet System. · 

Finally, an important link in the entire process included the involve
ment of Extension Service staff as consultants in the process for the point 
of examining current literature and practice to the design of the workshops. 
The Extension Service staff presented concepts of leadership at the Conferenc 1 

and workshops and visited via conference call with the developmental connnitte 

Principal Findings 

1) County staff do accept the concept of stratified leadership if an 
"easy way to move into the system can be found." Three months after 
the March workshop 16 of the 65 participants said they were making 
strong efforts to move in this direction by writing it into their 
plan of work and working with their local council to initiate the 
county assessment of leadership. Appendix! 

2) County staff have little or no management tools to help them make 
the change. Appendix A 

3) Few, if any, volunteers other than leaders are listed as being 
involved in 4-H. Appendix A 

4) State, Administrative Staff and Lay Leaders did support the effort 
to achieve the goals established by the connnittee when they were 
involved in the decision making process. 

5) The paraprofessional is an undefined link in the leadership and 
change process. More statewide support for this group is needed in 
terms of materials to support advisers in the orientation, utilizatio 
and supervision of this staff group. Appendix f 

6) No one management tool or leadership aid can be developed for use 
(as it is presented) in all county situations. A group of tools and 
aids can be developed and geared to a cluster of counties based on 
their staffing patterns and size. 

7) Confusion exists between leadership as a process/activity or event 
and leadership as subject matter (project/Program). Both the process 
and subject matter can be made available in series of supportive 
events coordinated on County, Regional and State levels. Appendix f 

8) Identification of the primary audience of staff is important. The 
primary audience of advisers are leaders; the primary audience of 
leaders are members. 

9) The increase in volunteers cannot be noted until the state enrollment 
swnmary is tallied in June, 1977. 

10) Support by Administration for research in leadership has increased. 
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Summary 

In this study the aspect of the problem which included staff acceptance 
of the innovation (stratified leader was realized on a much broader level than 
was the adoption of the practice and the diffusion of it into the overall 
program). However, some factors in the process are important if adoption 
and diffusion is to occur. 

1) There is considerable merit in having a developmental connnittee that 
is broad based and has time to study issues. 

2) The committee must have status, be supported financially, and have a 
system for reporting to decision makers at each step of the process. 

3) The selection of committee members must guarantee balance as to 
experience, position, responsibilities, and willingness to function. 

4) The committee must be allowed to develop its own list of tasks within 
given parameters of objectives and time. 

5) The chairman needs to assume a facilitator role in the sub-committee 
structure. 

6) Inservice education programs should be conduc~ed in a sequence that 
allows staff opportunity to be aware that the desired change is 
possible--conducting session that begin at the awareness level and 
proceed to those at the knowledge and skill levels if adoption is to 
take place. 

7) Inservice education programs should include the opportunity for staff 
to develop knowledge and skills while they are being supported by 
local Councils and others as well as regional and state staff. 

8) Evaluation of the adoption of the concepts presented cannot be meaning
ful until a period of time passes. 

9) Inservice education committees must build in opportunities for un
planned or emergency program to meet needs of learners. 

10) Inservice education program on leadership can better serve the 
learners if they are broad based in subject matter and process. 
Therefore, the utilization ·of research and resource persons in 
anthropology, urban planning, as well as education, sociology and 
psychology is important. 

In the two year period, the project leaders can begin to see an 
emerging group of "early adapters along with the innovators." To keep this 
momentum building, support materials and resources must become available to 
this group by September, 1977 with visits by program leaders to these individ
uals during October-December period. Recognition of these individuals should 
be planned into the on going job satisfaction program. 
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INTRODUCTION 

SOHE PROBLEMS ASSOCIATED WITH 
SERVICE/LEARNING OR EXPERIENTIAL EDUCATION 

SHULAHIT REINHARZ 
DEPARTMENT OF PSYCHOLOGY 

UNIVERSITY OF MICHIGAN 

It Is likely that participants In a conference dealing with the 
roles of colleges and universities In volunteerlsm are themselves com
mitted to and enthusiastic about those roles. We come together ex
pecting to find audiences which share our values and aspirations. To 
the extent that we do form a convnunlty, we should not only take pride 
In each other's accomplishments, but reveal and analyze our individual 
problems. I assume that all of us could easily point to superficial 
and profound problems In our work. I predict that from such sharing 
we will find, as c. Wright Hills (1959) said, that a "private trouble" 
Is really a "public Issue," In other words, the individual case points 
to a generic problem. If these troubles are Indeed shared and made 
public, then this forum can create the opportunity for useful action 
In the form of considering solutions and strateglzlng plans of action. 
This paper, therefore, outlines and analyzes several problems within 
my own program which are generic rather than specific In the hopes of 
creating a better .understanding of experiential education and service/ 
learning. 

The program with which I have been · most Intimately connected for 
half of Its ten-year existence Is Project Outreac~, one of the Intro
ductory courses In psychology at the University of Michigan. Students 
can earn two ungraded credits per semester for approximately six hours 
of Involvement per week working In small groups In one of 40 different 
conrnunlty settings In the areas of education, child care, community 
organizing, mental health, geriatrics, criminal justice, mental retar
dation, etc. The small groups are supervised and led by students who 
have previously participated as Outreach students In that setting. 
Groups are clustered within projects which are administered by student 
project coordinators. All of the 40 projects are collectively super
vised and administered by paid student staff. I serve as the psycho
logy faculty head of the program, but Internal program decisions are 
made on a collective basis In which I participate. Approximately 1,000 
students per semester or 2,500 students per year enroll In this program. 

SOME. IN IT I AL PROBLEMS 

A typical day or a typical semester generates enormous service to 
the agencies In which the students are placed. This service Is easily 
documented In terms of hours of work, amount of client cont~acts, kinds 
of tasks, etc. Less easily evaluated and measured Is the quality and 
quantity of learning acquired by participants, leaders and coordinators. 
Experlentlal indices could be devised to demonstrate that students gain 
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competence In providing service, understanding settings, and handling 
problems. Countless anecdotes could be collected to Illustrate the 
nature of personal growth that accrues to participants In these pro
jects. These accomplishments on the level of action, self-actualiza
tion and cognition are distinctive products of experiential education. 

That same typical day and typical semester also generate what 
sometimes seems like an unending stream of problems. Some of these 
problems are Inherent In any large organization - efficiency, communi
cation, resource allocation, decision making, etc. Others, however, 
go to the heart of experiential education and provide points for cru
cial decisions. In the following pages I address three of these 
Issues: the problem of definition, the function of the teacher, and 
the conflict between social service and social change. I selected 
these three topics - In brief, the course, the agency, the teacher -
to allow a broad range of observations on service/learning, and be
cause other topics have already received much attention In the lltera
turel or have been resolved within our own program. 

One such example Is the Issue of student motivation for partici
pation• Anyone connected with service/learning programs Immediately 
recognizes that students are variously motivated by a desire to learn, 
to get I nvo 1 ved In an un.usua 1 sett Ing, to earn "easy" credits, to 
test a career, etc. Although I might consider certain motivations 
"nobler" than others, I have never noticed any consistently appre
ciable difference In student performance which I could attribute to 
their pre-enrollment motivation. Hany motivations seem to lead to 
Rome, or In this case, Project Outreach. The specific motivation to 
Join Is not Important, but the nature of the commitment after joining 
us Is. I consider "motivation" a false problem. At most It is an 
Issue for those who are concerned with Increasing their recruitment. 

If motivation Is a false problem, anyone who Is connected with 
service/learning programs knows that the problem of creative project 
Ideas Is nonexistent. Wherever there Is an opportunity for new ex
perience, there Is a great likelihood that ·creative Ideas will emerge, 
and they do. In addition, there are some problems which seem to be 
a reflection of the historical moment, and therefore larger than one 
can hope to Influence. For Instance, I am troubled by the fact that 
the black student Involvement In our program barely reflects the per
centage of black students on campus, whereas the percentage of blacks 
among the clients we serve Is much greater. Although we are making 
some lnr~ds In Increasing minority participation, we are still pre
dominantly a white organization serving agencies,. many of which have 
black residents, Inmates, patients, or neighborhood kids. 

There are also problems about which little or nothing can be done, 
such as the termination of relationships at the end of semesters or 
the general detrimental effect of a high rate of personnel turnover on 
an organization. Students graduate just when they have achieved the 
1kl11 to make the greatest contribution to their 1ettlng or to th• 

•1 .. l11ue1 of Sxn1ral1t. 
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other students they supervise. The perpetual turnover generated by 
the division of time Into semesters and the limitation of a student's 
residence on campus to a few years leads to difficulty in creating 
continuity. Surprisingly, Project Outreach and the agencies with 
which It collaborates have been able In most cases to establish 
solid, continuous relations even with the high turnover rate. What 
Is lost In terms of having to retrain new groups every several months 
Is perhaps gained In the form of fresh energy. Some settings can 
tolerate disrupted relations and the high turnover rate easier than 
others. 

For a program head, turnover of personnel Implies a great deal 
of repltltlon in administration which can be tedious and unchalleng
ing. The problem of turnover can be alleviated by limiting the pro
gram's size, but we have found It difficult to restrain our growth. 
Demand for service, both on the part of student Interest In participa
tion and agency desire for student Involvement, grows at a faster rate 
than do resources. The Imposition of limits on growth is perceived 
by many as unfair and ungenerous, rather than rational and necessary. 
In our American culture shaped by limitless geographic horizons and 
boundless wealth, It will take a major reorientation to replace "bigger 
Is better" with "small Is beautiful." · In our program a perennial 
dllenwna Is achieving an appropriate balance between quantity and 
quality. 

After this cursory glance at some problematic features, we can 
examine more critically three components of service/learning programs -
the Issue of definition, the function of the teacher, and the relation 
to social change. 

PROGRAM DEFINITION 

The problem of definition refers to the ambiguous Identity of the 
courses or programs to which we are attached. Self-def inltlons emerge 
In several ways. They ·are established at the Initiation of a program 
or course, frequently In elaborate proposals presented to a sanction
ing body. Since this definition Is posited before the launching of 
the course, It Is likely that additional or altered dimensions will 
emerge when the program Is In progress. In this sense, a preliminary 
definition Is a prediction which Is not always fulfilled. Change Is 
an expectable, unpreventable process, because once students begin to 
participate, their actions and experiences will entitle them to con
tribute both deliberately and Inadvertently to the definition of the 
course or program. 

Definitions of organizations change when the program Is tested 
and· when new members participate. With each generation of membership 
the definition receives Input, Is stretched. A third factor Is ex
ternal feedback, from agencies, from other university components, etc. 
And since these sources of feedback are themselves undergoing change, 
the feedback Is not constant either. Finally, It Is misleading to 
think of these sources of definitional Input as homogeneous and con
sistent. Within any group factions are likely to develop around Issues 
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as they emerge. If you scratch the surface of these factions, you 
will find that each has a different perception of what the course or 
program Is. They have these different perceptions because of their 
personal needs or their vested Interests. 

Definitions are also very much influenced by the terminology 
used In relation to a program, especially the name of the program It
self. The label we apply should be both descriptive of Its contents 
and attractive to those to whom we are trying to sell our wares. In 
other words titles are both reflective and political. In my educa-
.tlonal setting, the university defines Its mission In terms of 
creating and transmitting new knowledge. Rewards are accorded to 
Individuals primarily on the basts of their adherence to those values. 
Within that normative environment, therefore, excellence in teaching 
Is secondary, and service to the university or the community Is nice 
but not necessary. 

It makes greater sense to define my program as experiential edu
cation rather than service/learning or voluntarism. Although we might 
take pride In providing service to the neighboring community through 
our work In agencies, our legitimacy In the university derives from 
our ability to educate students. With the choice of the label "exper
iential education" we make ourselves potentially comprehensible to 
other members of the university community. We then have the respon
slbl 1 lty, however, to fulfill our own self-definition, to be truly 
educational In an experiential way. Establishing and maintaining 
this credibility with the university powers can lead to a schizophrenic 
existence If one Is unable to be consistent when presenting oneself 
(Goffman, 1959) to the community or students. 

These pressures to be a different thing to different constituents 
Is aggravated when one has little power and Is dependent . on the various 
audiences for money, legitimacy, or placements. Perhaps the multiple 
pressures to create various disparate selves for various disparate 
audiences Is one of the causes for the burn•out phonemoneon among per
sonnel of alternative settings. In other situations rather than a key 
figure becoming lodged In a social configuration of multiple con-
fl lctlng demands and therefore experiencing Internal conflict, the 
conflict can be expressed on the group level. Factions develop, each 
of which represents a different "face" of the program, since It faces 
different publics and experiences different pressures. In my own pro
gram this factionalism Is aggravated by the fact that as director I 
perform most of the liaison work with the university so as to leave 
other program personnel free to work with community setting members 
and with fellow students. The number of times they negotiate with 
university faculty and administrators diminishes, and they begin to 
see our progr.am more In terms of Its place within the conmunlty. Be• 
cause of these experiences I begin to define our program Increasingly 
es experiential education, while other program personnel see It In· • 
creaslngly es a human service organization. We can function smoothly 
despite these disparate definitions until a collective decision has 
to be made a~d lt,becomes obvious that our ability to achieve con
census on Issues•• related to our ability to achieve concensus re
~ardlng our Identity. From .the wide variety of descriptive labels • 
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service/learning, experiential education, Internship, fieldwork, 
practicum, f leld study, Independent study, et~ - a program should 
select one and use It continuously and consistently, educating the 
university and conwnunlty about Its meaning and purpose. 

THE TEACHER IN EXPERIENTIAL EDUCATION 

A second cluster of problems hlngelon the function of the teacher 
within experiential education. In 1938 John Dewey stressed that ex
periential education focuses on the learner him/herself In contrast to 
the traditional triangle: teacher, subject matter, and student. One 
of the ways In which experiential education is defined today is pre
cisely In these exclusive terms, i.e. education that takes place out
side the teacher's traditional domain - the classroom - and without 
the teacher's traditional tools - the lecture and the textbook. In 
experiential education we find a substitute for the classroom In 
different settings which we refer to variously as "the real world~" 
"the community" placement, field site, etc. and we replace lectures 
and texts by participation, planning, and the assumption of responsl
bl 1 lty for action. 

Because experiential education Is grounded In the student's Inter
action In a natural environment not specifically designed for educa
tional purposes, there Is no limitation on where experiential educa
tion can occur. This non-exclusive quality creates anxiety in tradi
tional educators whose concept of education Is linked to the specific 
settings of the classroom, laboratory, library or studio. This al
ternative Is a challenge to traditional education. One behavioral 
feature of these traditional educational settings Is that they en
courage passivity and competition among students, and domination among 
teachers. Outside the . classroom the student's behavior Is active 
and more likely to be cooperative and the role of the teacher Is 
poorly defined If not superfluous. 

The teacher's role In experiential education Is altered to the 
same degree that the student's educational process Is changed. The 
teacher must .enter Into close, personal contact with the student, 
must attempt to understand the student's experience and then help 
her/him explicate It. The teacher should help create bridges between 
the student's experiences and the academic discipline. But no one 
can ever know another person's experience (Laing, 1967) and the use 
of one's own experience as a source of understanding (so-called sub
jective knowledge} Is generally disparaged as unscientific (Relnharz, 
1977). Creating an educational program based on experience, there
fore, Is problematic. If the teacher does attempt to work with the 
student on the level of experience, then s/he Is entering the realm 
of affective education (that form of education which deals with the 
emotional life), or moral education (concern with values). The place 
of these concerns 11 questioned In today's Institutions of higher · 
1 .. rnlng. 

lronlca11y, It Is possible for a teacher Interested In experien
tial educ1tlon to opt either for 1uch cloae, lnterp1r1on11 Involvement 
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wt th ·a student or I ts oppos I te - almost. no contact at a 11. In the 
latter case, the teacher merely arranges for the student to partici
pate In settings In which educational demands will be exerted. Such 
a teacher creates the opportunity for experiential education but con
siders It the studen't1s responsibility to transform the experience 
Into learning, I.e., to extract meaning from experience. Since the 
direct form of experiential teaching requires much contact between 
teacher and student, the ratio of students per teacher must be kept 
small. As soon as the teacher tries to accomodate more students, a 
hierarchy develops In which teachers supervise and train students to 
serve as teachers to other students, etc. This arrangement requires 
the development not only of skills In the area of experiential teach
ing~ but also In training and supervision. In other words the hier
archy leads to an elaboration of types of activities, all of which 
need funding, evaluation, a system ·of reporting, etc. As the teacher 
moves away from the direct experience of the student, s/he becomes an 
administrator of a program.2 This phenomenon of movement away from 
direct participation In the activity for which an . organization exists, 
to administering that activity Is characteristic of our bureaucratic 
society. Success In accomplishing goals leads to promotion which 
leads to an Increase In administrative responsibilities. But the 
satlsfactlorf one derives from administration are different from those 

·of teaching or the explication of experience. 

In addition, If students are competing for opportunities to 
· teach other students, a dilemma arises when making choices. Should 
the slot go to the student-teacher who needs experience because s/he 
Is weak, or to the student-teacher who has already proven her/himself? 

Since the role of the teacher In an experiential education pro
gram Is ambiguous, It Is likely that the p~rson fl I ling that role will 
question her/his Identity and peer group. What Is the reference group 
of the teacher within an experiential education program? The answer 
hinges on the context In which the program Is housed, and there are 
many different options within universities. People who are respon
sible for such a course or program will be mor.e satisfied In their 
work If they are morally supported by others with whom they Identify. 
These reference groups give support In exchange for Investment In the 
group. In my own case, ·we created a consortium of persons responsible· 
for experiential courses or programs on campus. This group called 
P.L.A.N. (Placement Learning Apprenticeship Network) meets regularly 
to strateglze, share resources, and get feedback on concerns. 

·But since one's Identity at a university stems from one's rela
tion to academic units, the Issue of the reference group remains. 
And here we run Into the problem that experiential education Is Ret 

2seldman and Rappaport (1974) describe a structurally similar 
program at the University of 1111nols In which clinical psychologists 
are able to combine the .admlnlstratfon of a large ·bureaucracy of 
service delivery with research and training. · 
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not connected with any particular discipline. It Is not inherently 
tied to psychology, social work, law, etc., rather It is a way of 
learning. From this point of view a university could be divided Into 
departments of classrooms, libraries, experiential education, etc. 
But universities are primarily organized according to substance (what 
we teach) rather than method (how we teach). Experiential education 
Is deviant In a society which values specialization. Hy fantasy to 
see every academic department on campus develop an experiential com
ponent will remain a fantasy, although there are some signs of change 
as faculty tire of conventional teaching formats. At the University 
of Michigan we have the New England Literature Program In which stu
dents examine that literature by canoeing up and down the streams of 
New England, attending town meetings, etc., and we have political 
science courses which build on student participation In elections, 
etc. But most academic departments disparage experiential education 
because the traditional model of the teacher transmitting knowledge 
Is replaced by alterna'tlve roles · for the teacher, untestable knowledge 
acquisition on the part of the student, and a breakdown of distinction 
between professionals and non-professionals. 

SOCIAL SERVICE AND SOCIAL CHANGE 

Once a student Is Involved In a field setting and the newness of 
his/her activities has worn off, s/he begins to question their impli
cations. A student working in a mental hospital or a prison might 
doubt whether a particular patient or Inmate should be forced to re
main In that setting. That student questions the flt between the 
agency and a particular client. In other cases students question 
whether the agency should exist at all or if it should be changed. 
In some cases students observe agency staff behavior which Is Improper 
or Inadequate. What perspective should the teacher take on the con·
clustons which the student draws? Should the student merely observe, 
discuss, and analyze these situations, or should they act on their 
conclusions? Does a student have the obligation to abide by the rules 
of a setting which has raised these problems, or can the student work 
to change It? And what role does the teacher have In this - en
couragement, warning, partnership? 

Does a setting which accepts students for educational purposes 
have the right to expect the student not to disrupt It? But what 
about the need for change that the student uncovers? These Issues 
should surface every semester, never to be truly resolved. The 
dilemma of these questions for experiential education ts heightened 
because the teacher ts responsible to the agency for the student's 
action even when there Is conflict between the student's and teacher's 
attitudes as to the appropriate action. In my own program we have 
struck a compromise on this conflict between the desire to provide 
social service and the perception of a need for social change. We 
ask . those students who would like to be Involved In social change to 
select change-oriented settings, and those who select traditional 
settings to not disrupt the status .quo. This resolution Is only 
mildly satisfactory. Like all conflicts, this one has led to faction• 
al Ism within the program • there are "the pol ltlcals" who advocate 



soclal change and "the conservatives" who wish to retain our entree 
Into the community. 

Other students see addltlona1 problems stemming from their par
ticipation In work settings, I.e., they fear that their student work 
contributes to unemployment. But even those students who believe 
we shou1d terminate our Involvement In conservative settings or those 
In which we might be contributing to unemployment are disturbed and 
therefore torn by the realization that we would be denying service to 
those who need It. The choice then must be made between short-range 
service or long-range change. The question of which settings we 
should work In Is further complicated by the criterion of Its poten
tial contribution to the student's education. Not only should It 
have a worthwhile objective, be serving the appropriate clients, 
not be generating unemployment, etc., but It must have a clearly de
fined function and need for students, provide personnel for super
vision, and have an opportunity for learning Issues of substance. 
Agencies or settings which are strong on certain criteria are weak on 
others, e.g., those agencies which could truly use student help are 
frequently suff lclently understaffed so that they cannot provide stu
dents with adequate supervision. 

In this discussion of three problematic features of experiential 
education - program definition, the role of the teacher, and the con
fl lct between social service and social change• we can see areas of 
strain. Although this strain has Its personal costs It also provides 
the arena for growth within the programs, as Individuals struggle with 
the Issues and attempt to forge workable, satisfying solutions. 
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ACADEMIC CREDIT AND VOLUNTEERISM: AN APPROACH IN THE LIBERAL ARTS 
Joan Krueger Wadlow, University of Nebraska-Lincoln 

One pronusing approach to awarding academic credit for volunte~rism 
involves interdisciplinary team evaluation of individualized degree 
programs. This is the procedure which has been developed by the Uni
versity Studies program in the College of Arts and Sciences at the 
University of Nebraska-Lincoln. University Studies began five years 
ago with a three-year grant from the Ford Foundation Venture Fund. The 
program was designed to provide highly motivated (but not necessarily 
honor) students with an alternate route to the baccalaureate fiegree. It 
rapidly drew students who saw their volunteer work to be an important 
part of their college learning and who wished to apply this experience 
toward their degree requirements. Consequently, the interdisciplinary 
team of faculty members administering University Studies evolved methods 
for evaluating volunteer work for credit which they consider to be 
compatible with a liberal arts philosopJ!y. 

This paper describes the procedures for awarding credit, the 
significance of motives and purposes for volunteer work, problems en
countered, and current directions. Nine student cases are analyzed for 
illustrative purposes. 

ADMINISTRATION AND NATURE OF UNIVERSITY STUDIES 

University Studies is administered by an eight-member liberal arts 
faculty team known as Fellows. They represent all areas of the college 
and currently include Fellows from English, chemistry, geography, history, 
political science, psychology, and physics. They work closely with other 
faculty members in and outside of the college. The Fellows are authorized 
by the faculty of the College of Arts and Sciences to establish a unique 
set of degree requirements for each student admitted to the program. The 
requirements normally specified for baccalaureate degrees, including 
distribution requirements, do not necessarily have to be met by a student 
in University Studies. In practice, most students meet the requirements 
and indeed have more than the total number of hours normally required 
for degrees. There are currently about one hundred students in University 
Studies including a number of returning adults. 

RELATIONSHIP OF VOLUNTEERISM TO DEGREE PROGRAMS 

The initial evaluation of volunteer work usually occurs when a 
student seeks admission to the University Studies program. Students 
seeking admission to the program present propoaals which include bio
graphical information, their academic record to date, a description of 
educational and career objectives, if known, and a proposed list of 
courses and projects including out-of-classroom work such as volunteer 
service. Volunteerism, for purposes of this paper, is defined as any 
nonclassroom activity designed to be of service to a larger community-
from serving agencies within the university community to serving institu
tions and programs in the city, state and region. The entire faculty 
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discusses and evaluates each propoaal collectively in one of the weekly 
staff meetings. 

This is the first stage of evaluating volunteer work for credit. It 
may arise as a result of a student request or it may be suggested by the 
faculty. O~en a student will refer to previous volunteer work, propose 
a specific future project, or allude to hopes for incorporating some 
type of volunteer activity in his/her degree program. At times a member 
of the interdisciplinary faculty team will propose volunteer work, 
particularly if it serves to integrate components of the student's degree 
program. On occasion, the faculty will secure a specific volunteer 
position for the student, and at other times the student will find work 
on his own or else seek help from the Community Involvement Service at the 
University of Nebraska-Lincoln which places several hundred student 
volunteers yearly. 

Once the decision has been reached to include voluntary work on a 
degree program, the student has two options: He or she may sign up for 
a specified number and level of credit hours under the heading, University 
Studies, or he or she may sign up for Independent Btudy in the department 
of the faculty supervisor of the project. 

EVALUATION PROCESS 

Since the relationship of the volunteer work to the degree program 
has already been established and agreed upon by a faculty team whose 
various perspectives have been meshed, the evaluation process from this 
point onward becomes relatively simple. The number of volunteer hours 
required of the student per credit hour is negotiable, depending upon 
several variables, including the amount of academic work which accompanies 
it. As a guideline, however, the faculty has found to be useful the 
formula proposed by CAEL, Tlie Cboperative Assessment of Experiential 
Learning project, which suggests three hours of study in a week (in and 
out of class) over a semester to one hour of credit for that semester. 
[Nesbitt, 1975). The faculty also reviewed similar formulas used by 
liberal arts colleges in evaluating for credit programs such as overseas 
studies and other nonaccredited academic programs in this country. 
Normally, students work much more than the CAEL formula proposes, but 
this serves as a minimum standard and a guideline for students. 

The types of learning to be evaluated are classified into two 
general categories, general and subject area. The subject area; (poli
tical science, English, history, etc.) is generally evaluated by a 
faculty member from that area, and the general learning is usually 
evaluated by the specific advisor assigned to the student from the 
interdisciplinary team administering University Studies. In cases where 
the student has additional advisors outside of the faculty of University 
Studies or other faculty supervisors for specific volunteer work, the 
initial evaluation will be done by them. At times, the written documenta
tion of volunteer work, as indicated in Table I, is circulated among the 
entire faculty of University Studies and to graduate students for 
reactions. In this way, the responsibility for assessing the learning 



-373~ 

experience rests with the faculty from several disciplines. This team 
approach also helps the student identify areas needing strengthening so 
that adjustments can be made in his/her degree program. The specific 
types of evidence required for evaluation are described below. 

One of the most difficult pro~lems in evaluation arises in situations 
where the student acquires competencies that do not match the content of 
a specific college course. This presents problems for both students and 
faculty. For the student, it is often a question of hot knowing what sort 
of learning he/she is actually acquiring; for the faculty of University 
Studies, it is a question of deciding what type of learning c:onsti tut es 
the general education every liberal ·arts student ought to be getting 
irrespective of the ma.'j;r emphasis of the degree program. The initial 
approach of the faculty of University Studies was to find a wa:y to 
provide guidelines to students about what sort of learning they were 
acquiring. For this, the faculty reviewed and excerpted materials proauded 
by CAEL fForrest, 1975 and Nesbitt, 1975]. One-page descriptions contain
ing guidelines for students and guidelines for faculty were prepared. 

AB more students engaged in all types of experiential learning 
through University Studies programs, the faculty had to face the issue 
of describing the expectations of the liberal arts graduate in terms of 
general education, that is, outcome. Recently, the University of 
Nebraska-Lincoln through the University Studies faculty became a parti
cipating institution in the long-term project called COMP, the College 
Outcome Measures Project, organized by the .American College Testing 
program (ACT). This project is attempting to develop measurement devices 
and procedures to assess general education knowledge and skills. An 
initial step was the definition and agreement by the ten participating 
educational institutions and systems and ACT on the outcomes expected of 
a liberal arts graduate. The faculty of University Studies reviewed and 
contributed to the list of six outcomes which include the areas of 
communication, solving problems, clarifying values, functioning within 
social institutions, using science and .technology, and using art. (A 
full list of subheadings for each outcome is provided in Appendix A). 
These outcomes can now be used by the faculty of University Studies in 
reviewing and evaluating the volunteer work of the students. An oppor
tunity has also been provided students in University Studies to partici
pate in the spring, 1977, field testing of assessment tests covering these 
areas. The results of these will be used to help the faculty of University 
Studies determine their usefulness in future evaluation of the general 
learning components of students' volunteer work. 

With the agreement by the faculty team on general outcomes · and with ·a 
potential method for assessing these outcomes, it is possible the faculty 
will be in a position to respond to a new and growing category of student 
requests, namely that of acquiring credit for volunteer work prior to 
becoming a student in the program. This pertains especially to returning 
adults. To date, previous volunteer work has generally been viewed as 
an asset to a student's educational program but academic credit has not 
been awarded. The faculty has acknowledged that the volunteer work may 
have provided either general or subject area competencies and at times 
has not required specific course work which presumably would duplicate 
this learning. 
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ANALYSIS OF CASES 

The nine cases selected f or analysis represent the wide variety of 
volunteer work on student programs. Several involve children; and the 
others include work with the handicapped, foster parents, Indians, a 
labor union, a free university, a rural affairs center, and an historical 
society. Table I outlines the activities of the students' work, lists 
the general and subject areas in which learning was acquired, and the 
nature of evidence presented for evaluation purposes. The cases as a 
whole provide illustrations of all of the procedures of evaluation and 
evidence used so far by the faculty of University Studies. 

Table I about here 

The amount of credit awarded for the volunteer work listed in 
Table I ranges from three to six semester hours in most cases to a 
maximum of thirty in case number 8 (Working with Handicapped). Although 
the faculty has not established a rigid upper limit on the amount of 
credit from volunteer work which a student may apply on his/her degree 
program, the general guideline approved in the fall of 1976 for all 
experiential education was that the a.mount should not exceed the equiva
lent of one year's work, that is thirty hours. Exceptions will be made, 
and have been, in order to maintain consistency with the general philo
sophy of University Studies, that is, individualized degree programs. 
In the instance cited in the table, nearly all of the volunteer work was 
combined with a traditional research effort resulting in a lengthy research 
paper read and graded as other research papers would be. 

The methods of evaluation in all instances include a conference with 
a faculty advisor(s). If the faculty advisor(s) are not members of the 
faculty of University Studies, usually a conference is held between the 
immediate supervisor and a representative of the University Studies 
faculty. In instances where the volunteer work has produced published 
material ~r agency reports (the student working with the Native American 
Rights Fund, free university, the Center for World Affairs, for example), 
it was read by the advisor and the faculty of University Studies. The 
grade is assigned by the immediate supervisor and often it is on a ~ass/ 
Fail basis, as some faculty members prefer. 

Although on-site visitation is listed in only one case, free 
university, this is becoming more frequent for students who are working 
part time in "human service" agencies. Although some studies stress the 
importance of this type of evaluation, in general the faculty of Uni
versity Studies has not found this to be essential, nor indeed especially 
helpful. The personal conferences with the students and written mater
ials have, in fact, been the most useful evaluation procedures. 

There is one case in Table I (number 4--Childrens Work) which did 
not result in academic credit. It is included in this analysis along 
with an identification of the potential general and subject areas of 
learning as an illustration of the type of volunteer work which is used 
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by the faculty team in planning the degree program. In this case, the 
student simply wanted to learn to interact with children. The volunteer 
work would be evaluated by the faculty from the standpoint of identifying 
specific courses in child development which would be helpful to the 
student, or indeed to indicate ones which the student. should bypass. In 
the future, students who engage in volunteer work without requesting 
credit for their degree programs may nevertheless wish to take the 
assessment tests in order to identify strong and weak points in their 
learning process. 

At times there may be some variation in the evaluation process stem
ming from the motives the student has for engaging in volunteer work. 
For example, if the student is trying to identify career interests 
(number 5--ffilildren's Recreation) or simply trying to broaden his/her 
general education, such as studying aspects of the connnunity (number 4-
Children' s Work--Recreation and rrobation), a self evaluation and general 
report of the activities along with the conference may be sufficient to 
determine whether the expected learning has been acquired. It, •On the 
other hand, the volunteer work is in preparation for graduate work or a 
career in a specific area, then the evaluation without exception requires 
detailed records (journals) and/or research papers and/or close super
vision, including perhaps on-site visits as well as conferences. It should 
be noted that the cases described in Table I include both on and off 
campus volunteer work and there is no variation in the evaluation process. 

GENERAL OBSERVATIONS 

The success of a program vhieh has been offered for five years only 
is hard to measure, and to sort out the value of volunteer work is even 
more challenging. However, there is some favorable evidence. In 1975 
when the program of University Studies was evaluated by the entire 
faculty of the College of Arts and Sciences before permanently ~ncor
porating it into the curriculum, a survey showed that all graduates to 
date were employed or in graduate or professional schools of their choice. 
Some of these had engaged in volunteer work prior to graduation. A 
number of students who have worked in volunteer agencies have been asked 
to stay on for further volunteer work, been offered salaried jobs, or 
else were sought out by other agencies who have become aware of them. 
This includes five of the cases analyzed in Table I. Students themselves 
have encouraged other students to incorporate volunteer work on their 
degree programs. The most useful indicator of success of volunteer work, 
however, is to be found in the evaluation process itself, the students ~ 
own self evaluation and in particular the student-advisor conferences. 
Just as faculty members can discern the merit of student work as they 
hold conferences while supervising undergraduate or graduate theses, so 
can they discern value in all experien~ial education evaluation, including 
volunteerism. This is what sustains the endorsement of the faculty of 
the University Studies of volunteerism, and this is what dispelled 
initial. doubts about the wor:th of awarding academic credit for this type 
of activity. Nevertheless, the faculty, hoping to reinforce their 
impressionistic evidence, is now planning to contact students five years 
af'ter.graduationto solicit their impressions of the value of their 
volunteer work. 
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Whatever success this program has encountered with respect to 
volunteer work for credit, the faculty stresses the following two 
characteristics: interdisciplinary team advising and individualized 
degree programs. The face-to-face contact by the faculty to engage in 
a frank exchange of views on each student's program and projects has 
time and again produced specific modifications designed to strengthen the 
program. Indeed, at times a program prepared by a student in close 
consultation with one faculty member has proved to be unsatisfactory 
until changes reflecting the perspectives of different disciplines were 
incorporated. Indeed, it appears to be the interdisciplinary team 
advising aspect which assures students of cohesive, integrated programs 
which are defensible before an entire faculty of liberal arts. Interest
ing.ly enough, these features considered by the faculty of University 
Studies to be so crucial do not receive attention in the reports of 
tentative findings by researchers who are attempting to identify the 
characteristics of successful programs [Experiential Education, 1977). 
It may also be worth noting that the faculty of University Studies, in 
dealing with credit for volunteerism and other types of experiential 
education, initially began before the era of declining enrollments. They 
did not act under pressure from or in response to declining enrollments, 
as some reports suggest [Anderson, 1976]. This enabled them to move 
slowly, experimenting and revising as experience suggested. 

Some general needs with respect to volunteerism and academic credit 
have been identified by the faculty of University Studies; these are not 
yet met satisfactorily. For some students there is inadequate prepara
tion for their volunteer role. This preparation might conceivably be met 
in an academic classroom, but it is possible that it might be more 
appropriately met by professional volunteer administrators or by non
academic services on campuses. This is an area worth exploring; self 
evaluations of student volunteers suggest that more preparation would be 
helpful in their work. Also, as the number of student volunteers in
creases, the problem of coordination on campus and between the campus and 
community may become serious. It is worth overcoming however, from two 
perspectives at least. In the first place, the awarding of credit for 
volunteer work increases the "outward forms" of recognition of the value 
of volunteerism, an objective sought by some professional volunteer 
administrators [Katz, 1976]. But more importantly, no problem of this 
type should be permitted to reduce the opportunities for students to 
incorporate volunteer work on their degree programs since it clearly 
enhances many areas of students' competencies. 
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TABLE I 

Activities, Learning, Evidence in Selected Cases 

Learning: 
General & 
Subject Area Volunteer Activities 

1. Native American Rights Fund 

General: 
*COMP 

I.A-D 
II 
II. A-D ,F ,G 

III 
III.A-F 

IV 
IV.A,C,E 

Subjects: 
Indian Studies 
Criminal 

Justice 
Sociology 
Speech 

Communication 
History 
Political 

Science 
English 

a. development, funding; imple
mentation of all-Indian 
correctional 
- helping prepare legal case 

for inmates 
helping prepare feasibility 
study on tribally controlled 
community corrections center 
talks at community meetings 
analysis of meetings; pre
paration of resulting 
questions and tentative 
answers 

b. helping prison inmates reach 
out-of-court settlement on 
issues including right to: 
- wear long hair 
- bring in traditional Indian 

spiritual leaders 
- develop Indian studies 

program 

2. Coordinator, Free University 

General: 

COMP 
I 
I.A-D 

II 
II.A-D,F 
IV 
IV.C 
VI 

-recruiting volunteer students, 
faculty 

-assessing local problems 
-searching experience of other 

schools for solutions to 
problems 

-national conference 
-public talks with slide 
presentation 

Evidence 

.1. Preparation 
of dossier 
on all NARF 
activities 
with narra
tive, memos, 
letters 

2. Court Order 
3. Conference 

with faculty 
advisors 

1. Submission of 
dossier with 
narrative, 
journal, 
samples of 
materials 
published, 
memos, letters, 
office instruc
tions 

2. Conference with 
faculty advi
sors 

* ~·or descriptions of general learning areas as identified in COMP project, 
see Appendix A 
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Learning: 
General & 
Subject Area 

Subjects: 
Journalism 
English 
Speech 

Communications 

General: 
COMP 

I 
I.C-F 

II 
III 
III.C 

IV 

Subject: 
History 

General: 
COMP 

I 
LB 

II 
II.A,B 

III 
III.C 

IV 
IV.C 

Subjects: 
Psychology 
Criminal 

Justice 
Educational 

Psychology 
Education 
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Volunteer Activities 

-organizing administrative pro
cedures and directing personnel, 
office 

-constructing and ad.ministering 
evaluation instrument 

-preparation of publications 
including course description 
booklet 

3. State Historical Society 

-processing manuscripts 
-researching paper of various 
individuals 

-searching public records of 
churches and soil and water 
conservation agencies 

-searching obituaries for 
constructing family histories 

4. Children's Work 

a. recreational aid for City Park 
and Recreation Department 
-after school and summer 
recreation activities for 
7-13 year olds 

-staff meetings to plan 
organized activities in 
bowling, swimming contests, 
field days, parties 

b. VIP--Volunteers in Probation, 
City Juvenile Department 
-tutoring 
-attending seminars to learn 
to handle situations such as 
runawB\Y children 

Evidence 

3. On site visit 
by faculty 
advisor 

1. Report from 
supervisor 

2. Conference with 
faculty 
supervisor 

3. Review by 
faculty 
advisor of 
sampling of 
work 

1. Self evalua
tion report 

2. Conference with 
faculty 
advisor 



Learning: 
General & 
Subject Area 

General: 
COMP 

IV 
IV.A 

Subjects: 
Psychology 
Recreation 
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Volunteer Activities 

5. Children's Recreation 

-talking, pl~ing with 3 children 
during 1 semester, 3-4 times 
weekly 

~. Liaison Between County Welfare Department and 
Chapter of Foster and Adoptive Parents 

General: 
COMP 

I 
I.A-D 

II 
II.A-C 

III 
IV 
IV.A-C,E 

Subjects: 
English 
Speech 

Communications 
Sociology 
Poli ti cal 

Science 

General: 
COMP 

I 
I.A-F 

Subjects: 
English 
Economics 
Agricultural 

Economics 

7. 

-speaking to prospective 
foster parents 

-securing help from Junior League 
to support a foster parent 
education program 

-dissemination of information on 
other programs 

-national conference 
-lobbying, Nebraska Legislature 

Center for Rural Affairs 

-research on land tenure study 
-helping prepare report, "Large 

Farm Units, Corporate Farms and 
Farm Management in Northeast 
Nebraska: An Inventory" 

Evidence 

1. Report on 
activities 

2. Conference 
with faculty 
advisor 

1. Report on 
activities 

2. Conference 
with faculty 

3. Text of 
speeches 

1. Report on 
activities 

2. Submission of 
land tenure 
study 

3. Conference 
with faculty 
advisor 

4. Supervisor's 
letter 

ad vis 



Learning: 
General & 
Subject Area 

General: 
COMP 

I 
I.A-F 

II 
III 

IV 

Subjects: 
English 
Physical 

Education 
Recreation 
Educational 

Psychology 
Special 

Education 
Speech 

Communications 
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Volunteer Acvivities 

8. Working with Handicapped 

a. 6-weeks swimming instruction 
-teaching volunteers 
-counseling volunteers 

b. reviving and chairing Lincoln 
Youth Association for Retarded 
-supervising 20 volunteers 
-promotional talks 

c. supervised apartment leader, 
on semester 
-living with 3 retarded adults 
-developing and running 
effective life skills program 
for adults 

d. 11-week program of coaching 
mentally retarded athletes in 
grade school 

e. staff assistant in city recrea
tion programs for exceptional 
children 
-constructed and conducted 

12-week evaluation project 
f. 10-day camp for mentally and 

physically handicapped 
-planning camp 
-supervising camp 
-conducting 3-day training 
session for volunteers 

g. assistant director, 6-week day 
camp for mentally and 
physically handicapped 
children 
-directing 2-day orientation 

for volunteers 
-supervising volunteers 
-conducting behavior counts on 

counselor-camper interactions 
in program evaluation 

Evidence 

1. Formal 
research 
papers for 
each 
project 

2. Conference 
with faculty 

3. Reports from 
supervisors 
as appro
priate 



Learning: 
General & 
Subject Area 

General: 
COMP 

I 
I.A-D 

II 
II.A-F,G 

III 

Subjects: 
Speech 

Communications 
Political 

Science 
History 
Management 
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Volunteer Activities 

9. Labor Union 

a. serving as store steward 
-explaining contracts 
-resolving problems in 

contract requirements 
b. participating in contract 

negotiations 
-assisting in initial nego
tiations 

-helping present contract to 
workers 

Evidence 

1. Supervisor's 
letter 

2 . Report and 
evaluation 
of activi
ties 

3. Conference 
with faculty 
supervisor 



Appendix A 

General Education Outcomes Identified by COMP 

The following six outcomes have been identified by participants in 
COMP, the College Outcome Measures Project to be certain results to be 
expected from the general education components of a liberal arts degree.* 
COMP is organized by the American College Testing program (ACT) and 
includes 10 participating educational institutions and systems including 
the University of Nebraska-Lincoln. 

1. Communicating--Can send and receive information in a variety of 
modes (written, graphic, oral, numeric~ and symbolic), within a 
variety of settings (one-to-one, in small and large groups), and for 
a variety of purposes (for example, to inform, to understand, to 
persuade, and to analyze). 

A. Can receive information from oral presentations, media presen
tations, and nonverbal cues. 

B. Can send information via speech, media, and nonverbal presenta
tions. 

C. Can receive information from written materials. 

D. Can send information using written materials. 

E. Can receive information from numeric and graphic representations. 

F. Can send information using numeric and graphic representations. 

II. Solving Problems--Can analyze a variety of problems (for example, 
scientific, social, personal); select or create solutions to pro
blems; and implement solutions. 

A. Can identify and define problems (objectives and constraining 
factors). 

B. Can select approaches to solve problems. 

C. Can generate possible solutions, hypotheses, or testable propo
sitions. 

D. Can collect various forms of information ("data") regarding 
proposed solutions with respect to a problem and its constraints. 

E. Can determine the logical consistency a.mong the information 
obtained, the problem as defined, and the hypotheses or solutions 
proposed. 

F. Can determine the solution to be implemented. 

*Excerpts from the March, 1977 Progress Report of the College Outcome 
Measures Project (COMP) prepared by Aubrey Forrest, Director. 
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G. Can propose or select procedures to evaluate ("confirm" the 
appropriateness of) the solution chosen for implementation. 

H. Can evaluate the process by which a problem was "solved." 

III. Clarifying Values--Can identify one's personal values and the personal 
values of other individuals, understand how personal values develop, 
and analyze the implications of decisions made on the basis of 
personally held values. 

A. Can identify the major values, and issues usually faced, in 
daily adult life in one's own and other cultures. 

B. Can assess a set of values for internal consistency. 

C. Can identify the major influences in the development of values in 
individuals. 

D. Can analyze rationales for value choices. 

E. Can infer personal values from behavior. 

F. Can analyze the implications of decisions made on the basis of 
values. 

IV. Functioning within Social Institutions--Can identify those activities 
and institutions which constitute the social aspects of a culture 
(for example, governmental and economic systems, religion, marital 
and familial institutions, employment, and civic volunteer and 
recreational organizations); understand the impact that social in
stitutions have on individuals in a culture; analyze one's own and 
others' personal functioning within social institutions. 

A. Can identify those activities and institutions which constitute 
the social aspects of a culture. 

B. Can describe the structures and functions that underlie social 
institutions. 

C. Can explain the reciprocal relationship between social institu
tions and individuals. 

D. Can explain the principles of the development and change of 
social institutions. 

E. Can explain the implicit and explicit restraints and freedoms 
within the social institutions, and can predict how degree of 
involvement places one in a conflicting or compatible state. 

V. Using Science and Technolog:y--Can identify those activities and pro
ducts which constitute the scientific/technological aspects of a 
culture (for example, transportation, housing, energy, processed 
food, clothing, health maintenance, entertainment and recreation, 
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mood-altering, national defense, communication, and data processing); 
understand the impact of such activities and products on the indi
viduals and the physical environment in a culture; analyze the uses 
of technological products in a culture and one's personal use of such 
products. 

A. Can identify those activities and products which constitute the 
scientific/technological aspects of a culture. 

B. Can describe scientific concepts, laws or principles that under
lie scientific/technological activities and products. 

C. Can explain the impact of technology on the natural (physical and 
biological) environment in which it occurs. 

D. Can explain the impact of technology on the individual and her/ 
his culture. 

E. Can predict the consequences of the introduction of technology 
into a culture, including considerations of the scientific 
principles involved and of the environmental and cultural impacts 
of the technique. 

VI. Using Art--Can identify those activities and products which consti
tute the artistic aspects of a culture (for example, graphic art, 
music, drama, literature, dance, sculpture, film, architecture); 
understand the impact that art, in its various forms, has on indivi
duals in a culture; analyze uses of works of art within a culture and 
one's personal use of art. 

A. Can identify those activities and products which constitute the 
artistic/humanistic aspects of a culture. 

B. Can describe the elements (e.g., sensory, compositional, ex
pressive, and substantive) that constitute artistic/humanistic 
activities and products. 

C. Can explain the impact of artistic/humanistic expressions on 
individuals. 

D. Can explain the development of aesthetic awareness and theory 
from a number of perspectives. 

E. Given the characteristics of a culture, can judge which of several 
artistic/humanistic expressions would be most congruent with 
those characteristics. 





THE IMPORTANCE OF COLLEGE VOLUNTEER PROGRAMS 

Bob McDonnell, Madison House 

For years now, at least since the early sixties, educators and 
administrators around the country have struggled to understand and 
provide acceptable rationale for collegeAvolunteer programs. In argu
ments against such programs, faculty have sometimes claimed that volun
teer activities are "not academic enough"; frequently faculty have 
been stingy with credit. Administrators have complained about the 
expense of volunteer programs and the university's lack of resources. 
What resources are available, administrators have claimed, must be 
directed toward the classroom, the real business of the university. 

To counter the resistance of faculty and administration, as well as 
to answer the criticisms of other observors, promoters of student volunteer 
programs have conjured up a variety of justifications. One of the earliest 
was that volunteer programs represent a necessary diversion. Students 
are idealistic, altruistic, they need a program to answer their dreams 
and burn out their passions before they get down to the real business of 
that grand old cliche of "working through the system." 

The argument that volunteerism is a diversion proved limited, 
especially in light of the various successes that student programs 
achieved around the country in the early and mid-sixties. Student volun
teers made progress in the fields of civil rights, politics, and poverty. 
They also mounted serious challenges to the character and structure 
of the university itself. Relevance became the watchword on campuses 
around the country. University officials were besieged by complaints 
that too many courses were required and that too many courses were 
useless in the "real" world. 

By the close of the sixties, institutions lucky enough to possess 
functioning volunteer programs found themselves bragging to alumni (and 
anyone else who would listen) that their students were "constructive 
and not destructive." Struggling programs now found themselves the 
recipients of much more university cooperation. Publicity and funding 
were easier to obtain as administrators began to show interest in conununity 
activities. Academic credit became available. Institutions without 
volunteer service programs found themselves scrambling to establish them. 

Lately we find ourselves more than half-way through the more somber 
seventies. Gone are the great moral crusades and, in some cases, even 
the students; enrollment is falling at many schools. Students are "serious" 
and career-oriented once again. Relevance, strangely enough, has trans
formed itself to mean professional relevance: how will this course or this 
activity make me more marketable to a professional school or a profession? 
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College volunteer programs are now widely rationalized as a means 
of refining the student's resume, as a chance to gain valuable pre
professional training or job experience. 

All of these arguments for the worthiness of the college volunteer 
program possess merit. College volunteerism is a diversion, a break 
from the academic routine; it does deliver needed social services in 
some communities and make possible some real, if limited, social change; 
and it does provide its volunteers with valuable job experience. Un
fortunately, all of these justifications, while possessing merit, are 
too limited. Frankly, it is my belief that the involvement of an educa
tional institution with a volunteer program does not need to be justified 
or rationalized. Thoughtful examination of the role of a university 
and the role of a volunteer program will reveal that the two blend 
homogeneously with each other and with the essence of Education and 
Learning. 

It is the misfortune of many American schools that they have muddied 
their high ideals and lost sight of the real function they can serve in 
society---that of truly educating, and not merely training, the society's 
individuals. As early as 1968, T.R. McConnell, writing in Educational 
Record, complained that "many institutions that called themselves liberal 
arts colleges had lost a distinctive character, and, in fact, had ceased 
to be liberal arts colleges by making all sorts of concessions to voca
tionalism." More recently, University of Virginia professor Roger Shattuck, 
writing in a weekly student publication, addressed the problem directly. 
Shattuck noted that the typical undergraduate university education is 
either over~organized or completely unorganized. Students are unaware 
of the real meaning and potential of a true education, and this is the 
fault of the educator as much as anyone. 

The most valuable elements of a college education take place 
far from the classroom, in private discussions and meditations, 
on long hikes and bike rides, in writing poetry and reading 
a book no one assigned. Ideally a university should continue 
to serve its purpose effectively even if courses are suspended 
for weeks, for the essential activities are still going on. 
There is no advice I know of to give students in order to 
create that essential intellectual subculture. But let us all 
try to remember its importance. 

It is my argument that a well-organized, purposeful college volunteer 
program can be the crucible wherein the individual student's "essential 
intellectual subculture" is formed or partly formed. 

Madison House, organized in 1969 at the University of Virginia, is 
a conglomeration of 14 volunteer community service programs. All of 
Madison House's programs are student staffed and directed. Each year, 
for the past seven years, more than 1000 volunteers, nearly all of them 
university students, have donated their time to community service through 
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one or another of these programs. Few of these student volunteers 
have ever received academic credit for their efforts. They have, however, 
learned a lot. A look at a few of the Madison House programs will 
provide a response to the question "How is volunteer service an 
educational experience?" 

One program at Madison House, the Charlottesville Housing Im
provement Program (CHIP), concerns itself ·with the repair or complete 
renovation of substandard housing that is owned and occupied by 
poverty-level or near poverty-level families. This program had its 
start as an emergency clean-up project in the wake of disastrous 
Hurricane Camille in 1969. "Emergency Clean-up", however, proved to 
be too narrow and short-term a goal for the students who had organized 
this effort. Soon the program was cleaning and painting numerous 
area homes which had not been touched by the storm, but were in need 
of repair. Volunteers began making their first fruitful experiments 
with roof repair, porch repair and winterizat±on. By 1974, these 
extensive, but largely "cosmetic" efforts had proven too narrow; CHIP 
had developed to the point where it was prepared to become an incorporated, 
non-profit contracting firm. 

I 

Since 1974, CHIP has been exclusively engaged in the renovation of 
substandard and condemned housing. Last year 65 area homes were totally 
renovated (total renovation) usually including a new roof, extensive 
interior repair, new plumbing and electrical systems, etc.). Relying 
on a labor force composed largely of volunteers, CHIP accomplished the 
work for one-half the commercial price. 

But what has all this to do with education? A lot. The thing to 
remember is that CHIP was begun and developed by student volunteers. 
Several of those students, long since graduated, now administer CHIP 
on a full-time basis. CHIP's current director earned his B.A. in 
Sociology and M.A. in City Planning while serving as a volunteer; a 
one-time volunteer job has become a career. Even more important is 
the fact that student volunteers still pass through the ranks of CHIP 
and still, on a daily or weekly or monthly basis, confront the character
istics of the CHIP world. Along the way they confront their own personal 
qualities, their yearnings and fears, as they interact with that world. 

View practically or vocationally, the CHIP volunteer reaps several 
benefits from his or her experience. Architecture students can shore up 
the theory they have received from lectures with some "get your hands 
dirty" in the field experience; sociology students experience the real 
meaning of the bureaucratic jargon "poverty level"; psychology students 
come to know first hand the effects of racism and poverty on an individual's 
life; connnerce students gain some insight into the complications of supplying, 
coordinating and financing a small construction firm; literature students, 
because of CHIP's southern, small town, rural setting may realize a pro
found understanding of the work· of Faulkner, Wolfe, or O'Connor. 

But there is much more than a practical or vocational viewpoint 
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to consider when one examines the volunteer's experience in CHIP. 
An afternoon spent with CHIP is a confrontation with one's individual 
values and with the values of society. In every CHIP project, the 
family which owns the house undergoing renovation participates in 
the rebuilding. Work with CHIP is more than a confrontation with 
rotten lumber, hammer and nails, bruised hands and sore muscles. 
Whil.e working on a CHIP house, the sons and daughters of the middle 
class who form CHIP's volunteer corps come to know a family totally 
unlike their own. They learn how these families cope with low 
income, lack of education, and a society which often discriminates 
against them socially, racially, educationally, economically, and 
culturally. Even worse, society may just ignore them. 

Volunteers with CHIP come in contact with a world that has little 
to do with their own background and values. Consequently, a season 
in the field with CHIP can easily lead to a reassessment of one's own 
values and background. CHIP may not change what one thinks or 
believes, it may not change the style in which one lives, but it 
certainly makes a volunteer think about these things. It makes one 
realize that there are many, many lives in this world that are lived 
quite differently from one's own. To acquire a perception of that 
sort is to acquire an education. 

A second Madison House program, which has a history much like 
CHIP' s, is the Consumer Information Service (CIS) .. CIS began in the 
early seventies as the project of a handful of law students. At its 
beginning the program consisted of one telephone over which volunteers 
received calls from consumers and offered assistance. Today the program 
has grown to a group of seventy volunteers who are organized into three 
divisions: the "Action Line" receives consumer complaints and requests 
for information; the "Trouble$hooter" Staff researches, writes and 
publishes a local consumer newsletter; and an Information Division main
tains a library and carries out in-depth research projects such as the 
Fall 1975 "Area Banking Survey . " 

The Consumer world is vastly different from the world of CHIP. 
But here too volunteers must confront a myriad of problems. Through 
several years of volunteer experience, the student directors of CIS 
have learned the meaning of leadership and management; they have 
shown the initiative necessary to take the program in new directions, 
and they have executed decisions in order to make those new directions 
a reality. Volunteers have dealt with a wide variety of people---
bank presidents, small merchants, suburban housewives, welfare recipients, 
school children, large chain-store merchants, mail order firms, chamber 
of commerce officials, attorneys, and in one case a cattle rustler. 
These volunteers' most pressing challenge has been that of professionalism. 
The daily ·business of a consumer agency takes it right to the heart of 
the marketplace: the transfer of money _in return for goods and services. 
Each program activity, whether is be an individual complaint, a request 
for infonnation on a product · or firm, a small-scale price survey, or 
an in-depth research report, has a dollar and cents effect on a number 
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of individuals in the community. The program demands disciplined 
performance in research, writing, and oral connnunication. The 
volunteers are not working in a laboratory situation. Assignments 
cannot be rewritten. Mistakes cause confusion, anger, and distrust. 
Success contributes to an improved atmosphere throughout the 
connnunity. The volunteer, whether a connnerce, psychology, journalism, 
or pre-law major, will find numerous connections between his connnunity 
service work and his academic pursuits. 

One of the more traditional Madison House programs, traditional 
in the sense that most people take it for granted that student volunteers 
can to some degree perform the function, is tutoring. At Madison House 
the tutoring program began in the same manner that many grassroots 
volunteer movements, especially student movements, began, as a re-
sponse to a visible local need. 

Tutoring at Madison House has gone through several phases. One 
year the volunteers conducted a survey and discovered that the average 
tutee raised his or her grade one level after a year of assistance from 
a tutoring volunteer. In other years, the volunteers because of 
poor coordination or an ebb in interest have failed to demonstrate the 
effectiveness of their program. Nevertheless, they have been out in 
the local schools tutoring. Today the . program involves about 150 
volunteers who tutor in ten local schools. Volunteers participate 
in special enrichment programs, assist teachers in the classroom, and 
deal one-to-one with many young students. Co-directors of this year's 
program, both third year university students, have instituted a number 
of policies which will provide a detailed veiw of the program by year's 
end. Each volunteer is required to maintain a journal that details 
the tutoring experience. Each tutor is asked to record in as much 
detail as possible what skill each session covers, what problems the 
student is experiencing, examples of the tutee's work and a plan of each 
upcoming lesson. 

The journal accomplishes many tasks for the individual volunteer 
and the entire program. By encouraging each volunteer to articulate 
and write down the tutee's learning problem, the program is able to 
set goals and guide the tutorial sessions in a specific direction. 
The process also encourages volunteers to think ahead; volunteers don't 
ad lib a lesson. Copies of the journal are left with the school and 
the program office. This way the tutor knows what progress has been 
made, and Madison House and the school know what services have been 
provided. Communications are increased so that any volunteer with a 
problem can be lent advice and assistance. The journals also represent 
a growing resource file of successful lesson plans and tutorial techniques 
that future volunteers can learn from and use. 

The benefits that a vol~nteer can receive from his own service 
as a tutor are substantial. The volunteer expresses his own thoughts 
and implements them in a real-life situation as opposed to a laboratory 
or an exercise book. As one Madison House tutor remarked: "The most 
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important thing for me was the process of re-examining subject matter 
that I had learned long ago and attempting to communicate that know
ledge to another person." This volunteer learned a lot about learning--
and thinking---and knowledge itself. 

Watching and being able to work with programs like CHIP, CIS, and 
Tutoring is the most satisfying experience for a volunteer administrator. 
The small full-time staff at Madison House has constantly been amazed 
by the talent and ability of its student volunteer directors. To be 
fair, however, there is another side to Madison House and to any other 
student volunteer program that I have ever come across---the failure 
side. To be an effective, useful experience to both the people served 
and the volunteer, the student volunteer program must not only be well 
intentioned, it must be well-organized, attentively supervised, and 
securely financed. Unfortunately, the ingredients for success---solid 
organization, well developed goals, and consistent execution have not 
always been present at Madison House or in many other programs. As 
Norman Manasa pointed out in an article on student volunteers "the 
typical college volunteer program is like a bright red apple with a 
rotten core (you don't know something is wrong until you bite into it.)" 
When the rot sets in, student volunteer programs become open to charges 
of ripping off the community---the students are learning, although not 
delivering any service. In effect the students are using the people 
in the community as guinea pigs. 

More than one Madison House program has gone through a period of 
such uselessness. For various reasons, at different times, some of 
the volunteer directors have become lackadaisical and irresponsible. 
Volunteers have been placed in community service positions with little 
screening and almost no supervision or feedback. The staff has allowed 
these conditions on occasion to persist too long.· To correct the 
problem it has sometimes become necessary to gently remove a volunteer 
program director or ask an·individual volunteer to leave the program. 
An unknown but too great a number of volunteers have faded away from 
their connnitment because of poor organization and lack of contact with 
sound direction. Others have done a bad job. 

Volunteer administrators and educators who are associated with 
or contemplating association with a volunteer program should keep in 
mind the following: rather than have a bad volunteer, it is better to 
have no volunteer; rather than have a bad volunteer program it is 
better to have no volunteer program. Often a volunteer is as highly 
dedicated and motivated as a professional worker; sometimes he is 
even as well trained. However, when problems occur, when program 
management or individual motivation break down, it is the paid worker 
who has the inspiration of a paycheck to fall back upon. The volunteer 
does not. He may have guilt feelings, but often they are easily over
come. And it is easy to rationalized the volnnteer experience away 
in terms of inconvenience and other commitments; the volunteer experi
ence will wait until tomorrow. To be effective and to enjoy his 
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experience, the volunteer must be committed. The volunteer must also 
receive consistent support that is always available. He needs clear 
tasks and well-defined goals. He needs to be able to know that his 
freely given time is beneficial to someone other than himself. 

The volunteer, to be a good volunteer, must be prepared for the 
task he is about to assume. This is not to say that the untrained, 
or unoriented volunteer is not going to learn a lot. On the contrary, 
his volunteer service will be packed with education. Unfortunately, 
he will be so busy learning that he won't have the time or the composure 
to provide any service. We find ourselves hearing again the assertions 
of "rip-off" and "guinea pig." The volunteer in this situation, usually 
not because of any fault of his own, is a "one way volunteer." He 
is delivering nothing while taking from the community. The good volun
teer, the effective volunteer, is the "two way volunteer": he gives 
as he learns and he learns as he gives. As Manasa noted in his essay 

••• he must be willing to admit to himself his own ignorance. 
He must, in some way, believe that the person whom he has 
chosen to help has something to teach him which he does not 
already know, and this something, whether it be about life 
or himself or another person, is vital to his own existence 
and which he therefore must learn. Somebody from a univer
sity working in the community, for example, must acknowledge 
that he is there not only to give, but to receive as well; 
to learn as well as to teach. 

College volunteerism can be an effective learning tool. But it does not 
take place in the thin air of the ivory tower or the aniseptic confines 
of the laboratory. Volunteer experience takes· place in the teeming, 
muddy waters of the community pond. Every rock thrown makes waves. Real 
ones. 

At Madison House we are a long way from perfect, especially in 
the area of effectively training our volunteers. But we do insist that 
every program provide some sort of orientation: Big Brothers and Sisters 
are interviewed and given the chance to seek professional counseling 
as well as peer group rap sessions. Head Start tutors are accompanied 
on their first visit to a family's home by one of the program directors; 
monthly meetings provide a chance for feedback. Consumer volunteers 
listen to tapes of hypothetical cases and requests for information before 
actually working on the telephone; past cases, a volunteer handbook, and 
a consumer library are available for study. Training, feedback and 
evaluation are critical to the success of any program. At Madison House 
we consider improvement in this category one of our highest priorities. 

The staff at Madison House provides support and advice to the various 
student program directors, and through them to the individual volunteers. 
Financial matters, publicity, recruitment, recordkeeping, and clerical 
work are centralized by a small paid staff that over the years has fluctuated 
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from three to five. Centralization of these chores allows for maximum 
use of limited resources, cuts down on duplication, improves connnunica
tions, and most importantly allows the volunteers to concentrate on 
the most interesting and educational part of their work---the human side. 

Today we live in an academic world polluted by careerism. If a 
student is not pre-med, then he's pre-law. The college years are not 
life for many students, they are pre-life. The college degree is a 
steppingstone to professional or graduate school or a good job, whatever 
that may be. Students do not learn, they invest their time and talents 
in return for credits and credentials. .writing recently in The Chronicle 
of Higher Education, Myron Bloy, Jr. attacked this trend: 

Today's challenge to higher education is that so many young 
men and women arrive on the educational scene already possessed 
by such 'hardness of soul' and 'sclerosis of imagination' 
that it almost amounts to invincible ignorance. They are 
possessed by a hardnosed, yet quaveringly anxious, careerism, 
bereft of any real capacity for either moral passion or 
aesthetic delight ••• They are, on the contrary, locked in a 
grim and anxious and lonely struggle for security and status. 

Bloy argues that today's students need a Romantic Movement, a course of 
education that will let them 

understand that any intellectual endeavor worthy of the name 
inevitably enmeshes one deeper and deeper in the connnon human 
condition, in the joy and pain of finding oneself to be a 
neighbor, especially to the oppressed, and in the absolute 
necessity, therefore, of exercising moral discernment and de
cision and action. 

Critics will probably call Bloy a Romantic Fool. Though it may be an 
unpopular position, I should like to apply the same high standard to college 
volunteer programs. I do not want to see volunteer service by college 
students written off as a diversion, or pigeon-holed as a pre-professional 
learning experience. I want to see college volunteer programs recognized 
as an important feature in the life of the university. 

Volunteerism is a mixed bag. But so is life. And what is Education 
if not the study of life, the study of how to live? College students 
should volunteer. Volunteer connnunity service can be a confrontation with 
one's values, with others' values, and with society's values. The volun
teer must contemplate and evaluate. He cannot sit back, listen, take 
notes, and record like a tape. He cannot just absorb. The ·volunteer must 
be active. He must perform tasks and make decisions. He must learn 
from mistakes and failures. Volunteer service places the student in an 
environment where he must synthesize his own thoughts and experiences; 
he must pull together the insights that both non-academic and academic 
learning have provided. 
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Universities should feel comfortable with the sponsorship of 
volunteer programs for the same reason that they feel comfortable 
when they encourage their students to read War and Peace, examine 
the Heisenberg Uncertaintly Principle, analyze a dream, study the 
anatomy of a frog, or explore the ecology of a tidepool. Volun
teer service, like each of these activities, makes one think. 
Participating in volunteer service is synonymous with thinking. 

One cannot be a good student without constant, active thought; 
without receptivity to new ideas and ways of doing things.. So too, 
one cannot be a good volunteer without much of the same mental 
energy. The volu teer, like the student, must constantly evaluate 
and re-evaluate. The student who participates in the well-run, 
worthwhile volunteer program finds himself re-evaluating numerous 
phases of his life: his style and standard of living, his manner 
of giving and receiving, his choice of the way he will spend his 
time. One's values are either reinforced or restructured by par
ticipation in volunteer service. They do not remain stagnant. They 
grow and develop. This is the gift of volunteer service. It is 
also the esse~ce of Education. Viewed in this light, Education and 
Volunteer Service are one. ] 
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FACULTY VALUES AND STUDENT COMMUNITY SERVICE PROGRAMS 
Thomas c. Little, Virginia Internship Program 

There has been much talk during the last five years of signi
ficant changes in student values. Quantitative efforts to measure 
changes in values indicate that little, if any, change has actually . 
occurred (Boyer and Dutton, 1976). These studies actually have little 
significance. It is what the popular media says is true that is 
important. We hear the media message, find support for it from indi
vidual instances, and accept it as generally true. This process is 
particularly important in youth culture. The young have not adopted a 
value system; their values fluctuate almost daily. This is what we 
mean by youth. In this situation the popular images are powerful. The 
young hear what they are supposed to be and embody it. The myth becomes 
the reality. 

Think back to the late 1960's. In 1970 Thomas Reich, in the 
Greening of ·America, described the coming of a new era in our national 
life. An American revolution was underway. The millenium was in view. 
The Age of Aquarius was here. Peace was at hand. Everybody was to love 
one another. Sharing was the order of the day. The economic order was 
to be non-competitive. College students were bringing in the Kingdom; 
those of us who were older, holders of corrupt values, and cynical were 
to be converted by the young. In such a climate student volunteerism was 
the thing to do and it was done. 

The image of the young is different for our day. The media por
trait is very different. The young are described as a hard-nosed lot, 
concerned with what they can grab for themselves even at the expense of 
another. Grades are everything. They are the ticket to the good life by 
means of law school, medical school, the good graduate schools. There are 
stories in the press of pre-med students sabotaging other students' lab
oratory experiments. The declining job market for graduates is the lead 
story in the news weeklies. The word is out that rewards are few and for 
those who can successfully compete. Altruism, concern for the other, is 
a luxury. Student volunteerism cannot help but be a casualty of this 
image, sterotypical though it may be. 

This is a conference on volunteerism in higher education. It 
hardly seems appropriate to make it a platform for announcing an obituary, 
and this is not my purpose. I am convinced, with others, that those 
things we valued in student volunteerism can be, and to a greater degree, 
in a new movement in higher education. This new movement is experiential 
education. If we are to ha.ve students in any number involved in conununity 
servive it will be in an educational context and not through volunteerism 
as we have known it. 

Experiential education is not a generally specific term. I~ is a 
catch-all term for a number of educational efforts which have the common 
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characteristic of learning by doing. For our purposes it can be defined 
as a program to facilitate learning through the experience of work in 
the community where the learning objectives are specified prior to the 
experience (Sexton and Ungerer, 1975). This definition does not describe 
a new phenomena in higher education. It simply provides a conceptual 
base for some old realities, such as work-study programs, internships, 
practicums, field experience programs, etc. 

Experiential education programs are very much in accord with the 
student values of today. Students today are concerned that their educa
tion has relevance for their entrance into the world of work. Students 
are concerned about future employability. Work experience in experiential 
education programs can provide many benefits to students with these con
cerns. In their work they can clarrify their own values, identify the 
work-related skills they have and develop new skills, explore vocational 
interests, observe professionals at work in particular vocations, and 
develop contacts for use in securing future employment. These are very 
tangible and desired benefits. If a feeling of altruism was the basis 
for community service in the late 1960's, today it is the student's con
cern that his educational experience have career relevance. 

Experiential education, particularly learning through work experi
ence in the community, has been identified and supported as a desired 
goal for our nation's system of higher education since 1970. I offer two 
bits of evidence for this contention. In the late 1960's and early 
1970's the most massive study ever made of one nation's system of higher 
education was made in this country. This was the famous, some would say 
notorious, study by the Carnegie Commission on Higher Education. Millions 
of dollars were spent, almost a hundred studies and reports were made. As 
the Commission ended its work it identified fourteen areas deserving of 
special attention. One of these recommendations was for the "Extension 
and improvement of a series of educational channels for young people to 
enter adult life and work and service and not through college attendance 
alone" (Priorities for Action: Final Re ort of the Carne ie Commission 
on Higher Education, 1973, p. 92 • This recommendation came from the 
earlier report of the Commission. One theme from that study is capsulated 
in this statement and recommendation: 

Society would gain if work and study were mixed throughout 
a lifetime, thus reducing the sense of sharply compart
mentalized roles of isolated students v. workers and of 
youth v. isolated age. The sense of isolation would be re
duced if more students were also workers and if more 
workers could also be students; if the ages mixed on the 
job and in the classroom in a more normally structured 
type of community; tf all members of the community valued 
both study and work and had a better chance to understand 
the flow of life from youth to age. Society would be more 
integrated across the lines that now separate students and 
workers, youth and age. (Less Time, More Options: 
Education Betortd the .High School, 1971, p. 2) 
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These reconnnendations have not fallen on deaf ears. The Fund for 
the Improvement of Postsecondary Education was established as a funding 
agency in the Department of Health, Education, and Welfare to stimulate 
those innovations suggested by the Connnission. Work experience as a 
legitimate and needed educational innovation is identified as a priority 
in the current guidelines for this Federal funding agency, 

In the 1960s following Sputnik there was an almost 
unquestioning belief in the value of postsecondary educa
tion. It was a period of expanding support and growing 
enrollments. Education, it was connnonly believed, would 
solve a wide range of problems confronting society. In 
the 1970s, however, belief is giving way to skepticism 
about the effectiveness of education at all levels and 
particularly beyond high school. This loss of confidence 
in education is in part a valid response to shortcomings 
in the traditional content and pedagogy of our colleges 
and universities. 

There is some question whether the combination of 
knowledge and skills needed to function effectively in 
today's society is supported by the disciplines which 
dominate most colleges and universities. Learners want 
more than knowledge; they want to develop abilities that 
will permit them to perform effectively in work as well 
as in their civic and social life. Many are concerned 
with their continuing personal development and the use of 
concentrated educational activity as a basis for that 
lifelong learning. The traditional organization of know
ledge may too often frustrate these needs. 

Moreover, the established methods of instruction may 
never have served more than a small minority adequately. 
For instance, one study of the lecture mode showed that 
students tested innnediately after a lecture, with access to 
their notes and to a prepared sunnnary, retained no more 
than 42 percent of the lecture's content. Tested one week 
later without their notes, the students could recall only 
17 percent of the lecture's content. 

These combined circumstances lead to central con
cerns for postsecondary education. Can we move beyond an 
interest in mere survival in this difficult period? How 
can we develop educational programs which integrate 
organized knowledge and traditional insights with the 
useful skills and personal awareness needed in today's 
society? How can we develop instructional modes adapted 
to today's students and to the goals of new programs? 
How can educational personnel learn new skills, new roles, 
and new approaches to adapt to changed circumstances? 
(The Fund for the Improvement of Postsecondary Education 
Program Irtformatiort artd ·Application Procedures, 1976, 
pp. 10-12) 
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In response to these and other reconunendations and actions at the 
national level, experiential education has become a movement across all 
of American higher education. For example, in Virginia higher education 
where tradition, not change, is worshipped, there is some form of ex
periential education at all four-year colleges and universities. Nation
wide, the best estimate is that at any one time one student in every six 
is involved in some form of experiential education. This is a significant 
movement; 2,000,000 students is no small army. 

These numbers provide a measure of respectability but there are 
other efforts to provide more substantive educational legitimacy for 
experiential education. In the late 1960's and early 1970's when many 
of us began to advocate experiential education, we did so from a general 
gut feeling that it was good. Like most faculty, we did not have the 
background knowledge from psychology, epistemology, or human development 
to back up what we practiced. This situation is no longer. A number of 
efforts are now underway developing a pedagogical basis for learning from 
experience. The most sophisticated effort is by the Cooperative Assess
ment of Experiential Learning Project (CAEL). This project, sponsored by 
the Educational Testing Service and the College Entrance Examination Board, 
has developed a number of position papers on what can be learned from 
experience and how to measure what has been learned. All of these efforts 
have now created a situation where faculty who do not want to participate 
in experiential education must make a case on other grounds than what is 
desired and legitimate in undergraduate education. 

There may be national support for experiential education and there 
is something of a movement within higher education but it will not be easy 
for experiential education to become a general practice. The values of 
experiential education simply differ from the dominant values of the uni
versity. Edward Gross and Paul Grambsch have identified and rank ordered 
forty-seven different values of university faculty and administrators. 
Their results are hardly good news for proponents of experiential educa
tion. Forget the mission statements as described in university catalogues • . 
They are not in agreement with what Gross and Grambsch say are the oper
ational values. Consider the first ten values; viz, 

Rank 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 

Value 

Protect academic freedom. 
Increase or maintain prestige. 
Maintain quality in important programs. 
Ensure confidence of contributors. 
Keep up to date. 
Train students for research. 
Carry on pure research. 
Maintain quality in all programs. 
Ensure favor of validating body. 
Ensure efficiency of operation. 

The values with which experiential education is concerned are 
simply not seen as important. For example, "preparing students for citi
zenship" is ranked 20th; "satisfying area needs," which may be equated 
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with community service, is ranked 34th; · "developing student's character" 
is ranked 38th; and "emphasizing undergraduate instruction" is ranked 
44th . (Gross and Grambsch, 1968, pp. 28-29). 

This is probably not an original insight but it seems that goals 
do not operate singly but as goal sets, each set being composed of goals 
which mutually reinforce each other. A set composed of goals considered 
important in the organization would give a particular character to an 
organization. This wou.ld have to be the case if theses like those 
developed by Riesman in several of his studies of higher educational in
stitutions have any validity, or if it is legitimate in any way to talk, 
as is common, about "institutional types," "distinctive college," "insti
tutional environment." 

If goals do operate as goal sets, innovation is not a significant 
goal in contemporary higher education. An analysis of the top ten goals 
listed above as perceived by college faculty and administrators suggests 
that the top ten goals comprise a goal set which might be called 
"protecting-our-place-by-continuing-to-do-what-we-do-well." This is very 
much a conservative orientation. Innovation in itself was not specified 
as a goal by Gross and Grambsch. It is unlikely that if specified it 
would have any significance against such a powerful orientation toward 
conservatism. In another major study of goals of American higher educa
tional institutions, innovation was specifically identified. Of thirty
one specified goals, innovation ranked twenty-first in order of importance 
(Richman and Farmer, 1976). 

If there are faculty who value teaching and student development, 
faculty participation in experiential education is still very much prob
lematic. The reward system for academic professionals is not supportive 
of these two values. Higher educational institutions in this country have 
three functions--teaching, research, and service. This three-fold mission 
would certainly seem to support faculty initiative in experiential educa
tion. Unfortunately, rewards are distributed to academic professionals on 
their productivity in only one of these areas--research--specifically, 
publications resulting from that research. If you doubt this, consider the 
focus of this conference. What are we doing here? We are giving papers, 
and these papers will be mentioned in documentation for tenure, the single 
reward in higher education. 

Securing tenure is a particular concern for those very faculty who 
are most likely to have an interest in experiential education. These are 
new faculty at colleges and universities. In being new they have not been 
socialized to traditional practices. They are still open to educational 
innovation. Moreover, they often come to the university from employment 
in non-academic settings. From this experience they are cognizant of com
munity problems and the manpower needed to address these problems, man
power which students could easily provide. Unfortunately, these new 
faculty, open as they might be to non-traditional efforts, are the very 
ones most caught up in the securing-tenure game. The word to them which 
controls their life for the next four or five years is "publish or get out." 
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Teaching and concern for the educational needs of students are values which 
they will have to pursue at the expen·se of their own professional develop
ment and job security. 

Faculty can easily become involved in experiential education pro
grams; they do not have to wait for a change in institutional policy, for 
a president or academic dean to give their approval. In matters of educa
tional policy faculty, individual and collectively acting through academic 
departments, exercise control. Academic freedom is the guarantee that the 
professor is free to teach in the manner he chooses. However, being free 
to do something and actually doing something is not the same thing. The 
gap between possibility and participation in experiential education is wide 
and not easily crossed. The professional values of the majority of faculty 
are contrary to the values of experiential education, and the reward system 
of higher education does not support participation in experiential educa
tion. 

So far I have dealt a bad hand to those who believe in experiential 
education and hope its future in higher education is bright. You probably 
are convinced that not only have I come to do Caesar in but bury him as 
well. 'Tis not so. I simply do not want to send you out as sheep among 
wolves. Now that I have mixed three metaphors let us consider what is in
volved in implementing experiential education programs. 

First, a word of caution. Experience itself is suspect in higher 
education. Forget your Thoreau, William James, Dewey. In higher education 
instruction is grounded in the assumptions of cognitive rationality. In 
higher education learning is identified as cognitive appropriation of sym
bols, either word or number symbols. This epistemology is pervasive in 
higher education, not only in the natural sciences where it makes sense 
but, also, in the social and behavioral sciences, even the arts, where its 
appropriateness is certainly questionable. 

This caution should be a constant reminder that in higher education 
experience is not equated with learning. A student may spend hundreds of 
hours in a connnunity service activity which requires expert application of 
the most technical knowledge but academic credit will not be granted for 
this experience. Academic credit is granted in recognition of what has 
been learned through the experience and not from the experience itself. 
Certifying learning will require some major changes from past practices in 
student volunteer programs. Four changes are obvious. 

If learning, not service, is what is to be certified, learning ob
jectives will have to be defined. Assessment of what has been learned 
cannot be made unless what is supposed to be learned has been identified. 
This is no easy matter. Work in the conununity can be the basis for 
achieving at least eight different educational goals. There may be eight 
to ten different learning objectives specified for any one goal. Moreover, 
if we take seriously the primary rationale of experiential education as a 
means for personalizing and individualizing education, different learning 
objectives will be needed for each student. All of this concern for identi
fying learning objectives is certainly a new requirement over the past 
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practice of student volunteer programs. We hoped students learned from 
their experience but we were not unduly concerned with specifics. 

A second requirement is that the tasks in which students are in
volved will have to be more challenging and appropriate to the students' 
academic interests. Curricular offerings in higher education are 
organized in academic departments. If students are to use community 
service as a basis for learning, the learning will have to be accredited 
through an academic department and it is likely that this department 
will have to be the department in which the student is majoring. What 
is involved in meeting these two requirements? A first condition is that 
the work experience must be such as to challenge a student of junior or 
senior academic status. Experiential education options are usually only 
available to students who have obtained a certain familiarity with the 
basic precepts of an academic discipline. Work experience is seen by 
faculty as a chance for applying or seeing concrete expressions of these 
precepts. A student is not thought to be knowledgeable of these precepts 
until at least the junior and, more likely, the senior year. This means 
that toy collecting, providing Christmas parties for orphans, and probably 
big brother and big sister programs are not acceptable work situations 
for learning through community service. These tasks can be done by stu
dents without postsecondary training. 

A second condition is that the work task must be related to the 
student's academic field of study. The field of study must provide the 
technical basis for the doing of the service task. This means that com
munity service in corrections cannot be the basis for accredited learning 
in the natural sciences, or work in health clinics accredited for learning 
in education or political science. I would certainly agree that the 
vision of faculty is narrow, that they make some very questionable assump
tions about the value of their disciplines for informing action in the 
world of work, but these are the realities of academic life and we have to 
live with them. 

A third change . that will be required as we move from a student vol
unteer to an experiential education perspective is that the length of the 
work experience will probably have to be significantly increased. Aca
demic credit is actually rewarded for doing time. The system is very much 
like that in the criminal justice system of reducing the length of a 
sentence for each period of good behavior. The formula in higher educa
tion is one credit for each fifteen hours of classroom instruction. A 
1:15 ratio would not seem to be a problem; many students spend forty-five 
hours per semester in community service. That should be sufficient for 
three semester hours of credit. This is not the case. Remember that 
experience is suspect in higher education. There is no way to convince a 
real academic that a student can learn the same amount in an hour of com
munity service, regardless of how intellectually demanding the task, as 
can be learned in the classroom lecture. 

The typical response of higher education to the time-learning 
equation for experiential education is to treat learning through experience 
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as one-third as efficient as lecture room learning. This means that if a 
student is to receive three semester hours of credit for what is learned 
experientially, approximately 135 hours, or nine hours per week for fifteen 
weeks, will be required. This is much more of an investment of time than 
has been required in typical student volunteer programs. 

When an educational agenda is added to the service agenda the role 
of community agency personnel is changed significantly. The agency per
son who supervises the student's work becomes a support component for the 
student's learning. In effect, the agency person becomes an adjunct 
faculty. In this role he will be involved in defining work tasks which 
are appropriate to the student's abilities and academic interest, assist 
the on-campus faculty in identifying what can be learned in the service 
experience, direct the student's work, indicate where academic knowledge 
has relevance to the accomplishment of the work tasks, and evaluate, with 
the faculty, how well the tasks have been done and what has been learned. 
This is a long agenda of tasks, most of which are new for the agency 
representative. If they are done well not only will the student benefit 
educationally but the agency will benefit from a task well done. The 
important note is that the training of agency personnel in many of these 
tasks will have to be done by faculty who often have no experience at 
these tasks. 

Experiential education is considered an innovation in American 
higher education. If you are an advocate of this innovation it is 
important that you consider what institutions are more likely to be open 
to innovation in their educational practices. There is little empirically 
derived data about institutional characteristics which support innovation. 
The one substantive work is by Lon Hefferlin. His study indicates that 
the following conditions are correlated with changes in educational policy 
in higher educational institutions: 

1. Change is not correlated with type of institution 
(college or university) or with type of control 
(public, independent, religious). 

2. Change is not correlated with traditional measures of 
institutional reputation (expenditure per student, 
proportion of doctorates among faculty, faculty 
salaries, or where the faculty received baccalaureate 
or advanced degrees. 

3. Change is positively correlated with faculty turnover. 

4. Change is positively correlated with institutional growth. 

5. Change is positively correlated with turnover in depart
mental chairmanship. 

6. Change is correlated with term of departmental chairman. 
There is less change when the chairmanship is an open 
term and more change when the chairman serves a term 
appointment. 
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7. Change is positively correlated with student partici
pation in educational policy. 

B. Change is negatively correlated with a feeling of 
powerlessness, defined as domination by administrators 
and/or senior faculty. 

9. Change is positively correlated with an urban institu
tional setting. 

10. Change is positively correlated with changes in society. 
For example, changes in women's colleges with the new 
attention to women's role in society and change in 
Catholic colleges after Vatican II. 

11. Change is negatively correlated with a patriarchal 
president. 

12. Change is correlated with the percentage of tenured 
faculty. The lesser the percentage of tenured faculty 
the greater the change. 

13. Change is negatively correlated with a feeling of general 
satisfaction about the institution among faculty and 
administration. (Hefferlin, 1969) 

As you consider these characteristics I remind you of the current 
state of higher education. It is popularly called a time for retrenchment. 
Our period of rapid growth is behind us. During the rapid growth period 
institutions had great autonomy in determining their own goals and clien
tele. This situation of prosperity meant essentially more of the same, a 
continuity of traditional practice at a greater level of activity. With 
retrenchment the concern is for providing new educational services and 
finding new clientele. If new means are needed in achieving these two 
objectives, higher educational institutions will be more open than ever 
to doing something different. In short, what I am saying is not to count 
out any institution as not being interested in experiential education. 

Not only is it important that we identify institutions which are 
more open to innovation, it is also necessary to identify faculty who 
might be open to innovation. Educational policy is very much the prerog
ative of individual faculty. A faculty member at a traditionally oriented 
institution may be innovative; a faculty member at an innovative institu
tion may be very traditional. 

There are no broad-based empirical studies which identify that con
stellation of personal qualities which characterize faculty op~n to 
educational innovation. Rogers has developed a theoretical five-element 
typology of the innovative personality. Rogers' five types, the salient 
characteristics of each, and their percentage in the population are as 
follows: 
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Innovators--venturesome, willing to accept risks 
Early Adopters--respected, regarded by many others 

in the social system as models 
Early Majority--deliberate, willing to consider 

innovations only after peers have adopted 
them 

Late Majority--skeptical, overwhelming pressure 
from peers needed before adoption occurs 

Laggards--tradition-bound, oriented to the past 
(Quoted in Evans, 1968, pp. 20-21) 

2.5% 

13.5% 

68% 

13.5% 
2.5% 

A more detailed description of the characteristics of each type 
can be interpolated from Rogers' descriptions of the two types, inno
vators and laggards, which are the end types on the continuum, 

Innovator 

Observers have noted that venturesomeness is almost 
an obsession with innovators. They are eager to try new 
ideas. This interest leads them out of a local circle of 
peers and into more cosmopolite social relationships. Com
munication patterns and friendships among a clique of inno
vators are common even though the geographical distance 
between the innovators may be great. They travel in a 
circle of venturesomeness, like circuit riders who spread 
new ideas as their gospel. Being an innovator has several 
prerequisites. They include control of substantial 
financial resources to absorb the loss of an unprofitable 
innovation and the ability to understand and apply complex 
technical knowledge. The major value of the innovator is 
venturesomeness. He must desire the hazardous, the rash, 
the daring and the risking. (Rogers, 1962, p. 169) 

Laggard 

Laggards are the last to adopt an innovation. They 
possess almost no opinion leadership. Laggards are the 
most localite of all adopter categories, and many are near
isolates. The point of reference for the laggard is the 
past. Decisions are usually made in terms of what has been 
done in previous generations. The individual interacts pri
marily with others who have traditional values. When laggards 
finally adopt an innovation, it may already be superseded by 
another more recent idea which the innovators are using. 
Laggards tend to be frankly suspicious of innovations, inno
vators and change agents. Their advanced age and tradition 
direction slows the adoption process to a crawl. Adoption 
lags far behind awareness of the idea. Alienation from a 
too-fast-moving world is apparent in much of the laggard's 
outlook. While most individuals in a social system are 
looking for the road to change ahead, the laggard has his 
attention fixed on the rear-view mirror. (Rogers, 1962, p.171) 
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SUMMARY STATEMENT 

It has been the thesis of this paper that the future of student 
volunteerism is with a new movement in higher education known as experi
ential education which may be defined broadly as learning by doing. 
Experiential education is a significant movement in higher education 
supported by national policy groups, Federal funding initiatives, and 
student interest. It is unlikely that experiential education will be
come a majority movement unless there are major changes in the values 
of academic professionals who continue in their allegiance to cognitive 
rationality and of institutions which strongly favor a conservative 
instead of an innovative orientation to the greater society. 

There is good reason in these days of retrenchment in higher educa
tion that these values are changing and that experiential education will 
become an accepted curricular option for students. Accordingly, it is 
important to change agents to know those characteristics of faculty and 
institutions which indicate an openness to innovation. Some character
istics of both were described in this paper. 

Experiential education and student volunteerism have different 
roots and objectives. Experiential education focuses on learning, vol
unteerism focuses on service. If student volunteerism is to make it under 
the banner of experiential education, major changes will be required in 
how we have done student volunteerism in the past. Four major changes 
were identified. 

Finally, an underlying theme of this paper has been that innovation 
in undergraduate curriculum is very difficult to affect. As one who has 
worked for the last seven years as an advocate of such change, I can 
assure you that the task is not easy. It is worth the effort. Along the 
way frustration and uncertainty will be constant companions. This is an 
occupational hazard for innovators. When frustration and uncertainty 
threaten to become depressive there is comfort in these lines of T. s. 
Eliot, 

Each venture 
Is a new beginning, a raid on the inarticulate 
With shabby equipment always deteriorating 
In the general mess of imprecision of feeling. 
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CURRICULUM INNOVATION: 
Betty Wade Coyle 

Old Dominion University 

VOLUNTEERING IN THE JUVENILE JUSTICE SYSTEM 
Laurie Newman DI Padova 

Friends of the Norfolk Juvenile Court 

For the fourth consecutive semester, the sociology department 
of Old Dominion University 1n Norfolk, Virginia, Js offering a three 
semester .. hour course entitled "Volunteering Jn the Juvenile Justice 
System.'' Recent trends Jn sociology, fn higher education, and in the 
volunteerlsm movement make clear that this course speaks to the needs 
of our time. These trends, as well as the mechanics and content of the 
course, and Its effects on participants and the sponsoring volunteer 
agency will be explored Jn this paper. 

The scfentff1c community Is beginning to emphasize the rmport
ance of values fn our technological society. ttThe Interplay of science 
and technology on the one hand, and social ethics on the other, Is much 
discussed today .. [Sleghart, 1973, 7]. Since World War 11, when science 
was systematically harnessed for Its potential Jn making weapons, there 
has been an fncreaslng tendency to Include scientist~ Jn ~ socfal account
abl 1 ity for their research. Even In the recent years of rapid technolo~ 
glcal growth, which have seen the reality of severe and ttpermanent eco
logical damage, considerations of the special responsfbllfty of those 
Individuals with advanced knowledge have mult1pl led•! [Stelnfels, 1973, 
3]. Organizations have emerged which specialize fn the exploration of 
social and ethical responsibility. The Hastings Institute of Society, 
Ethics, and the Life Sciences, which was founded to fill the need for 
sustained, professional Investigation of the ethfcal fmpact of the blo~ 
logical revolution, Is one of the more prominent such organizations, 
Specific concerns Include: psychosurgery, human experlmentatfon, defln~ 
ltlon of death, termination of treatment for dying patients, allocatfon 
of limited resources among the dying, DNA research, use of drugs to con
trol human behavior, genetic disease screening, among others. 

The social sciences, which have traditionally emphasized ethical 
neutrality, are now participating in the movement toward the increasing 
ethical awareness found In the natural sciences. The humanistic school 
of sociology maintains that the concern for humankind Is more important 
than the pursuit of science for science's sake. One leading humanistic 
sociologist advances the basic tenet that: 

. every person has potential worth and should be given 
the opportunity to develop to the greatest extent possible 
consistent with the development of others ... This philo
sophy can be Implemented only In a society where equali
tarianism and justice are basic values and ... are mean
lngful ly supported. A humanistic sociology, therefore, is 
one that helps a society to develop these characteristics 
[Hoult, 1974, 4-5]. 

The pursuit of activities which benefit the community are, in this con
text, viewed as worthwhile and appropriate for sociologists. 
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While concern for values ts Increasing in the sctenttflc commun
ity, academtc Institutions are experiencing a trend whtch may Increase 
receptiveness to value concerns. The so-called .. crtsls tn higher edu
cation" has seen a reductton tn the proportion of college-aged people In 
our society. lnst1tutfons of higher learning are experiencing cut-backs 
In funding accompanied by a basic questtonlng of the value of higher 
education. In this atmosphere, many colleges and universities are de
veloping innovative courses which combine a traditional conceptual 
framework with value concerns relevant to the needs and Interests of 
students. Such courses may be parttcularly attractive to non-tradition
al students, thereby providing more contact with the surrounding commun
ity. Old Dominion University, for example, has defined Its mission as 
an urban university which must be responsive to the needs of the larger 
community of which It is a part. As such, the University utilizes the 
community as Its laboratory, while participating In problem-solving ef
forts. Thus, Institutional goals are fully compatible with the humanis
tic trend Jn sociology, with Its orientation toward efforts which bene
fit society. 

The Increased student demand for relevance tn academic course 
work ls fostered, undoubtedly, by the ever-tfghtenlng Job market. 
Courses which provide exposure to job possibilities and encourage part
icipation in community agencies are often viewed by students as not only 
relevant to their own lives, but perhaps helpful tn future job-hunting, 
as well. 

Many teachers in colleges and universities encourage students to 
become Involved In community activities as an Integral part of their 
learning experience. For example, credit practicum courses are increas
ingly utilized. Sociology students are given the opportunity to view 
the discipline as more than just an accumulation of knowledge which must 
be articulated In proper form for the purpose of testing. Rather, sop 
ciology becomes a vehicle for Increased awareness of one•s social envi
ronment. Courses which provide community Involvement, promote responsi
ble Involved citizenship and intelligent Issue-oriented voting. 

Coinciding with academia's Increasing community involvement is 
the rapid growth of the volunteer movement. The movement has been pre
cipitated in part by cut-backs Jn funding and the resultant lack of per
sonnel in community agencies, and has been fueled by the increasing 
amounts of leisure time found Jn many segments of our society, In vir
tually every area of social concern, volunteerism is growing; in the 
area of courts and corrections, however, the growth is dramatic. In 
1965, two volunteer programs existed In the area of courts and correc-
t Jons in the United States, Involving a total of 600 volunteers. By 1975 
over 2,500 such programs were in existence, involving the services of 
more than one-third of a million volunteers [Leenhouts, 1975]. 

In Norfolk a major volunteer agency ts the Friends of the Nor~ 
folk Juvenile Court, lnc.,1 currently the largest court volunteer or
ganization In the state. Incorporated on March 24, 1970, the first year 



-411-

witnessed the Involvement of 27 volunteers and 2,931 hours of training 
and work. 1976, by contrast, saw 126 volunteers Involved In 8,307 hours 
of training and work. Although Initial efforts of the Friends were re
luctantly accepted, today the vital contributions of the Friends to the 
Juvenile and Domestic Relations Court are continually recognized. As a 
past presiding judge has observed: 

The third powerful factor affecting our Court: [ts] the 
Friends of the Norfolk Juvenile Court ••• Of all expres
sions of concern for the Court's problems, the most gra
cious and gratuitous has been the formation of the 
Friends. Words cannot express the admiration and gratl- . 
tude which the Court entertains for them. This indepen
dent organization, which exists solely for reinforcing 
the Court in accomplishment of Its mission, exemplifies 
the tremendous surge of public support for the citadel 
of confrontation with juvenile crime and delinquency 
constituted by the Court and its associated services; 
and Is a marshalling ground for the concern and prowess 
of the public In the conflict. Invested with the sus
tained and tremendous labors of the Friends, lts distin
guished membership, Its implacable fortitude and Its 
gracious and indomitable spirit, the Implementation of 
the mission of the Court and its associated services has 
been vastly enhanced [Martin, 1975, 6]. 

Obviously, the effectiveness of volunteers is somewhat dependent 
upon the amount and quality of training received. While the Friends 
provide a limited amount of training, they felt the need to expand it, 
Further, since a major goal of the Friends involves efforts to educate 
the community to the needs of the juvenile court, they sought a way to 
utilize the extensive resources of one of the local universities, Ex
panded training at the university level, then, could also help meet the 
goal of community education. The Friends approached Old Dominion Uni
versity with the proposal that a credit course be offered to meet these 
needs; the course was designed by a member of the sociology department,2 

Unique in concept and presentation, the course surveys the ju
venile justice system, focusing upon areas particularly beneficial to 
students who may wish to pursue careers in juvenile justice, either as 
volunteers or as professionals. The content was designed from the per
spective of what volunteers should know, fitting the needs of the 

For the sake of brevity, the Friends of the Norfolk Juvenile 
Court, Inc. hereinafter will be referred to as the Friends. 

2 Joy Reed, Executive Director of the Volunteer Office of the 
Friends, approached the Sociology Department and the School of Continu
ing Studies at Old Dominion University. The course was designed by 
Laurie Newman DI Padova, in consultation with Mrs. Reed. 
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volunteer program, while maintaining respectability as part of the soci
ology curriculum, Essential to fts success Is the course•s solid soci
ological framework. Not only does the course Illustrate worthwhile use 
of academic knowledge, It also demonstrates the relevance of sociology 
to practical life situations. For example, one perspective presented In 
the course ls symbolic Interaction. After exploring ways In which some 
of the concepts, Including "looking-glass self" and "seff-fulft 11 ing 
prophecy," may affect students In their own lives at various times, the 
relationship of these concepts to delinquency, especfally In the form of 
the labeling theory, ts discussed. Conflict theory, differential asso
ciation, and other devtance theories are considered ln similar fashion. 

Once the conceptual framework is established, an overview of the 
criminal justice system is presented. The focus then shifts to juven
iles, and class members examine basic concepts of developmental psycho
logy, as well as the role of the adolescent in society. Next, attention 
Is directed to the juvenile justice system, the legal status of the 
child within that system, and the responsibility of the community in 
providing alternatives to the system. 

After a solid structure and conceptual base has been laid, the 
emphasis of the course shifts to the practical skills useful In relat
ing to juveniles and their families. Sessions dealing with self-aware
ness, values-clarification, communication skills, and counseling techni
ques are presented. The course usually concludes with a group discus
sion among the students, a panel of volunteers and their juvenile "cli
ents,'' and the Coordinator of Volunteers for the Friends discussing the 
volunteer in the court settlng.3 

The course makes use of the expertise of specialists In a number 
of areas which It covers. Locating and scheduling speakers, providing 
media presentations, and planning field trips are essential tasks of the 
course Instructor. At the same time, the instructor insures course con
tinuity through organization and the vital comments at the beginning and 
end of each class period, providing trans1stlon from one speaker or 
field experience to another, and to the overall purposes of the course. 

The numerous state and local experts who address the class are 
invaluable to the success of the course. Juvenile court judges, court 
administrators, probation officers, and training officers from the Re
gional Office of the State Department of Corrections, Division of Youth 
Services, are among the dedicated professionals who address the class. 
The Director of the Criminal Justice Program at Old Dominion University, 
the juvenile delinquency specialist from the University•s sociology de
partment, and the Director of Services from Virginia Wesleyan College 
regularly participate. Other guest speakers have Included a staff at
torney from the American Civil Liberties Union Children's Rights Pro
ject, a juvenile public defender, the Director of Attention Homes, Inc., 

3see Appendix A for a copy of the current syllabus, 
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In Charlottesville, Virginia, as well as experienced volunteers and the 
youth probationers with whom they work.4 

To Illustrate basic concepts, extensive use ts made of the me
dia. Fllms5 and video-tapes, many of which are produced by the Volun
teers In Probation Division of the National Council on Crime and Delin
quency, add significantly to the course. This past fall, Family Ser
vlce/Travelers• Aid of Norfolk and the Norfolk Theatre Center presented 
a play from their "Plays for Living" series entitled "#291048367," which 
dramatized the Issues of plea bargaining and the inequities within the 
criminal Justice system . Student response to each media presentation is 
collected by having them complete an evaluation form (see Appendix B). 

Another important aspect of the course are the field trips to 
local facilities . A number of such trips are scheduled and students may 
choose any seven. For example, this semester the students could choose 
from 19 scheduled trips to 16 different facilities, as well as individ
ual visits to approved, non-scheduled places. Shortly after each visit, 
students are required to complete a form describing and evaluating the 
facility (see Appendix B). Field trip opportunities include visits to 
local group home facilities, detention homes, half-way houses, Juvenile 
courts, police youth bureaus, city jails, probation field units, as well 
as to state and regional facilities. The Friends are of great assis
tance in this aspect of the course. They schedule both group and indi
vidual field visits for the students, help provide transportation, and 
write follow-up letters of appreciation to people at the facilities 
visited. Students frequently cite field trips as one of the most valu
able aspects of the course. 

At the present time, the course meets for two hours one night a 
week, with the field trips scheduled at other times. This summer the 
class will meet two hours each day for four weeks and the field trips 
will be held during the regularly scheduled meeting time. The interests 

4uslng funds provided by the Friends, guest speakers are occa
slonal ly offered an honorarium In addition to their travel expenses. The 
honorarla are modest and serve as a token of appreciation. When no 
funds are available, these same individuals usually still are willing to 
part I cl pate. 

5Ftlms used Include "Children In Trouble" produced by the John 
Howard Association and based on the book by the same title; "Eye of the 
Storm," the ABC film Illustrating the effects of labeling by portraying 
the third-grade class in Iowa In which children were divided Into •1blue
eyed" and "brown-eyed" categories and discriminated against accordingly; 
"Bill of Rlghts, 11 available through the Justice Department, exploring 
differences in legal treatment of adults and juveniles; and "Cipher in 
the Snow," a film of the National Education Assoclation•s 1964 award 
winning story by Jean Mizer portraying a true account of the tragic ef
fects of labeling on a child (available through Brigham Young University), 
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of the students are taken Into constderatton when scheduling the class 
and ft ls lmportant to remain flexible to this demand. Many of the stu
dents at Old Dominion maintain full- or part-time jobs, and/or have fam-
11 fes, and thus find it difficult to attend the required number of field 
trips. With these tndtvlduals In mind, the course, which normally is 
offered for three credits, ts also offered for two credits to anyone who 
chooses not to participate tn the field trips. 

At the end of each semester, students complete an extensive 
course evaluation (see Appendix D). The results of this data are used 
in planning course content for the succeeding semester. While it is ne
cessary to remain flexible with regard to content, limits are set on 
this flexibility by the goals and expectations of the Friends, the soci
ology department, the instructor, and the needs and Interests of the 
students. 

We find that most of the people taking the course are full-time 
students, rather than volunteers or community people interested In vol
unteering. In fact there has been little effort to recruit students 
from the community, as the full~time ~tudents tend to fill the class 
during registration. One of the reasons for the attractiveness of the 
course to the tradtttonal student ts that tt deals. with the academic 
dlsclpltne of sociology in a relevant fashion by relating it to a spe
cific social need. Criminal justice majors report that the course pro
vides an excellent background In their efforts to understand the crimi
nal justice system, particularly as it relates to juveniles, 

Effects of the course on participants and on the Friends are 
difficult to measure. Many students become involved volunteering tn 
other places, and at later times, making follow-up difficult. We do 
know that Interest in the course has been considerable, with the enroll
ment steadily increasing from 21 students registered the first semester 
offered, to 41 students registered during the current semester, 

No one expects that every student will become a volunteer, al
though many have. Students who subsequently do not become volunteers 
are, nevertheless, better informed concerning the courts and their 
needs. These students undoubtedly assist the courts informally simply 
by disseminating information to others who may be interested in volun
teering. For example, parents of several students are now active vol
unteers. In some cases, student contact with civic and business groups 
provides assistance to the Friends. In this connection, a local P.T.A. 
representative, after having taken the course, scheduled a number of 
speaking engagements for the Friends' Volunteer Coordinator at local 
chapters of the P.T.A . . These engagements resulted in the recruitment of 
a number of high quality volunteers. 

There are numerous other examples of how the students from the 
class have been directly responsible for volunteer efforts In the local 
courts. Although empirical analysis is difficult, it appears that ex
posure to a course of this nature fosters not only awareness of, but 
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sensitivity to, the problems of the juvenile justice system, For exam
ple, ~n ~ttempt to locate a group home In the neighborhood of a former 
student . would likely meet with less neighborhood resistance than other
wise would be the case, 

In the final analysis the purposes of the course are four-fold. 
The course attempts to meet the relevant needs of ou r two sponsoring 
organizations, Old Dominion University and the Friends of the Norfolk 
Juvenile Court, as well as those of the student participants and the 
surrounding community. Although it ls difficult to determine empirical
ly whether all of these needs are being met, continual reassessment 
suggests that we are approaching their fulfillment. 
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APPENDIX A 

SYLLABUS 
VOLUNTEERING IN THE JUVENILE JUSTICE SYSTEM 

Textbooks: 
Rlchette, Lisa Aversa: The Throwaway Children, Dell Books, 1969. 
Sanders, William B.: Juvenile Delinquency, Praeger Publishers, 

1976. 
Glasser, William: Reality Therapy, Harper and Row, 1965. 
Fox, Vernon: "A Handbook for Volunteers in Juvenile Court," 

National Council of Juvenile Court Judges, University of 
Nevada, 1973. 

Course Outline and Reading Assignments: 

Date Class Topic 

1/20 Coordination and Orientation. 

1/27 

2/3 

2/10 

2/17 

2/24 

3/3 

Juvenile Corrections. Film "Children in 
Trouble." Guests: Susie Sasser and Judy 
Spong, former counselors at Bon Air Learn
ing Center. Fi 1 m: "Eye of the Storm." 

An Overview of the Criminal Justice System. 
Guest : Dr. Leonard Dobrin, Director, 
Criminal Justice Program, Old Dominion 
University. 
Juvenile Legislation in Virginia. Guest: 
Mrs. Betty Adams, Resource Officer, 
Norfolk Juvenile Court. 

Problems Juveniles Face. Guest: Dr. 
Garland White, Sociology Department, ODU. 
Film: "Cipher in the Snow." 

Values Clarification. Guest: Mr. Fred 
Mason, Trainer, Regional Office--Division 
of Youth Services. 

Communication Skills. Guests: Laurie 
Di Padova, Board of the Friends of the 
Norfolk Juvenile Court and Mrs. Minor 
Thomas, Volunteer Coordinator of the 
Friends of the Norfolk Juvenile Court. 

A ' Chtld ' GOe~ = Through the System. Guest: 
Ms. Chris Boyce; Director of Court Services 
Norfolk Juvenile Court. 

3/10 SPRING VACATION (no class) 
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Assignments 

Richette, 
pp. 1-278 

Sanders, 
ch. 1 , 7, 9 

Sanders, 
ch. 2, 3 

Sanders, 
ch. 4, 5 

Sanders, 
ch. 6,7 

Sanders, 8 



Date 

3/17 

3/24 

3/31 

4/7 

4/14 

4/21 
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Class Topic 

Prevention and Diversion. Guest: Pam 
Kelley, Prevention Coordinator, Regional 
Office--Division of Youth Services. 
***TAKE HOME MID-TERM GIVEN OUT*** 

The Juvenile Justice System in Virginia 
and Tidewater. Guest: Judge Lester 
Moore, Norfolk Juvenile Court. 
***(7:00 PM TAKE HOME EXAMS DUE)*** 

Children and the Law. Guest: Ms. 
Virginia Cochran, Public Defender for 
Juveniles, Virginia Beach. 

Counseling Techniques. Guest: Mrs. 
Dora Dobrin, Director, Human Services, 
Virginia Wesleyan College, Norfolk. 

Alternatives to the System. Guest: 
Gary Duncan, Director, Community 
Attention Home, Inc., Charlottesville. 

The Volunteer in the Court Setting. 
Guests: Mrs. Minor Thomas, Coordinator 
of Volunteers of the Friends of the 
Norfolk Juvenile Court and Mrs. Annie 
Lou Gurtin, Volunteer Coordinator, 
Virginia Beach Juvenile Court. 
Additional Guests: Volunteers and 
Clients - TBA. 

4/28 FINAL EXAMINATION. On entire course. 

Grading and Policies: 

Assignments 

Richette, 
finish 

Glasser, 
begin 

Glasser, 
con't 

Glasser, 
finish 

Fox, 
half 

Fox, 
finish 

1. Semester grades will be calculated from the mid-term test 
and from the final exam. A total of 300 points is possible for the 
course: mid-term = 100 points and the final exam = 200 points. 

2. Students taking the course for 3 hours credit should turn 
in their visit forms during the class meeting following their visit 
to the facility. 

3. Students taking the course for 3 credits must choose 7 units 
of field trips. This includes one required visit to the juvenile 
court. With the exception of the Richmond trip, these visits are 
planned for 1 hour and count 1 unit. The Richmond trip counts 3 units. 

lot. 
trip. 

4. For the following trips meet in the Arts and Letters parking 
The specific time to meet will be stated in class prior to the 
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FIELD TRIPS 

Date Time Place Address ----
2/15 2 pm Juvenile Crisis Center 2212 Indian River Rd., Norfolk 
3/1 2 pm Norfolk Detention Home Welfare Center, Norfolk 
3/2 1 pm Regional Girl's Home 2000 Virginia Beach Blvd., Va. 
3/15 1 pm Norfolk Jail 811 E. City Hall Ave., Norfolk 
3/17 2 pm Chesapeake Regional 

Boy's Home RD #10, former Nike site 
3/22 1 pm Norfolk City Jail 811 E. City Hall Ave., Norfolk 
3/23 2 pm Stanhope House 2115 Stanhope Ave., Norfolk 
3/29 7 am Richmond Trip Diagnostic Center, Bon Air, 

a 11 day lunch 57¢ Pinecrest 
3/30 2 pm Portsmouth Boy's 

Group Home 3515 Race St., Portsmouth 
3/31 pm Pendleton Project 1000 S. Birdneck Rd., Va. Beach 
4/5 pm Crisis Home, Va. Beach 20th and Artie 
4/6 pm Tidewater Detention 

Home Civic Center, Chesapeake 
4/13 2 pm Lake House - Girl's 

Group Home 1371 Kempsville Rd., Norfolk 
4/14 2 pm Hampton House-Reg. 1610 Hampton Blvd., Norfolk 

Half-way House 
4/18 2 pm Regional Girl's Home 2000 Virginia Beach Blvd., Va. 
4/20 1 pm Tidewater Detention 

Home Civic Center, Chesapeake 

ADDITIONAL TRIPS TO BE ARRANGED ON AN INDIVIDUAL BASIS 

1. COURT VISIT. (Required) Monday through Friday, 9:45 to noon 
(approximately). Call Mrs. Thomas in the Volunteer Office 
(622-3668, ex. 288) to confirm a time. Have to be there at 
9:45 but can leave ·between cases. 

Beach 

Beach 

2. FIELD UNIT VISIT. Monday through Friday, afternoon and evening. 
Call Mrs. Thomas to confirm a time. 

3. NIGHT INTAKE AT YOUTH BUREAU. Any day (including Saturday and Sun
day) between 5 and 9 pm. Indicate at class meeting a week prior to 
date you wish so that name of intake probation officer on duty may 
be given to you to contact for best time to come. (441-2301 after 
5 pm). Dates excluded from this program are 2/28 - 313 and 3/11-12. 
No more than two people at one time. 

4. Other facilities dealing with juveniles - make own arrangements 
but must have prior approval from Ms. Coyle. 

Course Coordinator: Betty Wade Coyle 
Office: A&L 925 Hours: MWF 10-12 
Phone: 489-6391 (off ice) 

623-3000 (home) 
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APPENDIX B 

QUESTIONS ASKED ON MEDIA EVALUATION 

1. Name of student and date of evaluation. 

2. What was the point of the tape/film? 

3. Would you recommend that this tape/film be used again? Why or why 
not? 

4. On a scale of 1 (poor) to 5(excellent), how would you rate this tape/ 
film? 

5. Please make any further comments in order to clarify your evaluation. 

QUESTIONS ASKED ON FIELD VISIT REPORT 

1. Name of student and date and ti me of v Is it. 

2. Name of facility. 

3. Description of premises~ 

4. What personnel associated with the facility did you encounter 
during the visit? 

5. Do you think that the facility is fulfilling its purpose? Why or 
why not? 

6. How did the visit enhance your understanding of the juvenile 
justice system? Limit your response to no more than three 
specifics. 

]. Please make any further comments in order to clarify your report. 
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APPENDIX C 

SAMPLE TEST 
VOLUNTEERING IN THE JUVENILE JUSTICE SYSTEM 

TRUE-FALSE QUESTIONS. Answer the following questions on the answer 
sheet provided. (2 points each). 

1. We confidently can rely on crime statistics to tell us if crime is 
Increasing or decreasin~. 

2. Values-clarification refers to a training procedure whereby we 
discover which values are rl9ht and which values are wrong. 

3. Glasser maintatns that, if at all possible, we must discover the 
reasons f or our emotions and behavior before we can hope to change. 

4. Unlike traditional therapists, Glasser recognizes the necessity of 
the therap·i1st's maintaining an attitude of non-involvement with 
the cl lent. ., ' 

5. "Eye of the Storm" showed children behaving in conformity to what 
was being expected of them at the time. 

6. According to Sanders, a juveni~e does not have to commit delinquent 
acts in order to be considered a delinquent. 
\'\ 

7. Th~ social deprivation theory relates delinquency to a juvenile's 
being deprived of socially acceptable, law-abiding, non-delinquent 
fri~nds and having, instead, to associate with socially non-law
abiding peers. 

8. A juvenile who has been labeled as a delinquent is less likely to 
commit delinquent acts than the juvenile who has not been so label
ed because the labeled delinquent knows better - ~~fears being 
locked up again. 

9. Juvenile status offenders end up in a detention setting for longer 
periods of time than do juveniles who have committed criminal 
offenses. 

10. The main distinction between delinquent youth and non-delinquent 
youth is that the former engage in delinquent activities while 
the latter does not. 

11. There are no co-educational juvenile facilities in the city of 
Norfo 1 k. 

12. According to Dora Dobrin, reality therapy as described by Glasser 
is the most effective treatment modality now being used. 

13. Penitentiaries were invented by the communists. 



-421-

14. In Virginia, there is absolutely nothing the courts can do if a 
child's parent refuses to participate In family counsel Ing. 

15. There are currently no places in Virginia where it is legal 
for a single person to be a foster parent. 

16. Adventure Bound is the name of a local Virginia Beach program 
aimed at correcting behavioral problems of children between the 
ages of 6 and 12. 

17. Judges are the only people in the legal system that have the 
power of discretion when dealing with juveniles. 

18. Starting January 1, 1978 status offenders in Virginia may no 
longer be detained in the same secure facilities as juvenile 
criminal offenders. 

19. Proponents of reality therapy argue that it is very important to 
diagnose types of mental Illness before actual therapy begins. 

20. Intake officers in Virginia now have the option of refusing to 
file a petition against a juvenile if they feel ft ts unjustified. 

DISCUSSION QUESTIONS. Answer two of the following. (20 points each). 

A. It has been proposed that another state institution for 
juveniles be constructed at a minimum cost of 20 million dollars. 
Supporters of this proposal cite the rising rate of juvenile delin
quency as rationale for this investment. Present a thorough, detailed 
and well-organized argument for~ against the proposed new institution. 

B. Consider the relationship of juvenile delinquency to class, 
status, and power and discuss the influence of these three factors on 
the labeling and treatment of children by the juvenile justice system. 

C. You are given a one hour appointment with a new, untrained 
volunteer in the juvenile court. In that time you are to provide this 
person with as much meaningful information and training as possible to 
prepare him/her for an initial "one.:..to-one" meeting with a client. 
List 15 specific items or concepts which you think would be of MOST 
benefit to the new volunteer. Explain why you consider these items/ 
concepts to be important. 

In addition answer. the following question. (20 points) 

D. You are being asked to design a course to introduce students 
and members of the community to volunteering in the juvenile justice 
system. This course is to be given at another local college. Which 
of the guest speakers that you heard this semester would you try to 
get for your course. List the three you liked best and cite two new 
insights you gained from each of the three. Which speaker~ would you 
omit and why? What new things would you add to your course·?· ·e,e specific, 
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APPENDIX D 

COURSE EVALUATION 
VOLUNTEERING IN THE JUVENILE JUSTICE SYSTEM 

Instructions: Please respond to the following as carefully, honestly, 
and completely as possible. Your responses will not be examined by the 
Instructor until your semester grades are turned in to the Registrar's 
Office. However, your opinions will be considered very carefully in 
planning next semester's course. Answer the following items on the 
reverse side of this sheet. 

1. Briefly state the (a) MOST valuable aspect of this course for you, 
and (b) the LEAST valuable aspect of this course for you. 

2. If you were instructing this course, what changes would you make? 

3. If you were instructing this course, what aspects of it would you 

4. 

be sure NOT to change? 

Please evaluate the items listed according to the following 
Darken the appropriate space on the answer sheet p.rovided. 

Code: A= Excellent. Should be used again. 
B = Good, but needs to be related to the course by 

additional comments from the course Instructor. 
C = OK if you cannot find any replacement. 
D = Definitely omit for next time. 
E = Cannot comment, as I was absent that night. 

Course Content: 

1. Film: "Children in Trouble." 

code. 

2. Guests: Susie Sasser and Judy Spong, former counselors at Bon Air 
State Learning Center. 

3. Awareness games (1st class), Mrs. Coyle. 

4. Guest: Dr. Leonard Dobrin - "An Overview of the Criminal Justice 
System." 

5. Guest: Betty Adams - "Juvenile Legislation tn Virginia." 

6·. Guest: Dr, Garland White - "Problems Juveniles Face." 

7 • F i 1 m : 11 C i p he r i n the Snow . 11 

8. Guests: Laurie Di Padova, Minor Thomas, and Cathy Dickinson -
"Communication Skills." 

9. Guest: Chris Boyce - ."A Child Goes Through the System." 
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10. Guest: A Delinquent Juvenile Girl (better known as your Instructor). 

11. Guest: Pam Kelley - "Prevention and Diversion." 

12. Guest: Fred Mason - "Values Clarification." 

13. Guest: Virginia Cochran - "Children and the Law." 

14. Guest: Dora Dobrin - "Counseling Techniques." 

15. Film: "Eye of the Storm" 

16. Guest: Gary Duncan - "Alternatives to the System." 

17. Guests: Volunteer Coordinators - Minor Thomas and Annie Guertin. 

18. Guest: Judge Lester Moore, Jr. 

19. Instructor: Mrs. Coyle - overall comments and instruction. 

Books: 

20. Rtchette, The Throwaway Children. 

21. Sanders, Juvenile Delinquency. 

22. Glasser, Reality Therapy. 

23. Fox, "Handbook for Volunteers in Juvenile Court." 

Field Trips: (use "E" if you did not go to that trip) 

24. Juvenile Crisis Center - Norfolk. 34. Tidewater Detention 

25. Norfolk Detention Home 35. Lake House. 

26. Regional Girl's Home. 36. Hampton House. 

27. Norfolk Jail. 37. Court V i s i t. 

28. Chesapeake Regional Boy's Home. 38. I n take V i s i t. 

Home. 

29. Stanhope House. 39. Probation Field Unit. 

30. Richmond Trip. 

31. Portsmouth Boy's Group Home. 

32. Pendleton Project. 

33. Crisis Home - Virginia Beach . 





'11 II·: I Ml 'N~I' lW V( >I ,UN'l'IO:IO:I\ I.' ~M IN '11 II< l 'l·J\CI·: ( \ >1\1 \') l )f'.J C/\l~l·:l·H DIO:Vl·:J i >I' .. 

MIO:J\J'I' /\ND ~~K ll ,I. 'IHl\N~ Wl•H/\I \ 11.T'l'Y 

M3.ry ~carlo, Office of Policy and Planning, l\CTION l\gcncy 

During the first few years after th:::? formation of the Peace 
Corps a plethora of studies was conducted to detennine why people 
joined the Peace Corps. Alnost all these studies auree that the 
idealism of youth in the 1960 1 s, spurred by President Kennedy's 
exhortation to "Ask not what your cmmtry can do for you, but 
what you can do for your country," was the prilre notivating force. 

In a study published in 1964, an analysis was ·wade of the 
ratings given by 1568 volunteers on the reasons for joining the 
Peace Corps as rep:>rted in the Close of Service Questionnaire. 
The rrost important reasons were to gain intercultural experience, 
to work with people, and a belief in the Peace Corps (Marvel, 1964). 
A 1963 study found that, of 2612 Peace Corµs Volunteers (PCVs) 
asked, "What do you hope to accomplish by joining the Peace Corps?," 
alrrost all wanted to do something for the Peace Corps such as 

. helping others by applying their skills overseas. The resp:>nses 
to this question were divided into three classifications: those 
who desired to give something to the Peace Corps, those who were 
priwarily concerned with what the Peace Corps could give them, 
and substantiating staterrents (see Table l)~ 

11hese results show that 93% desired to give sorrething to the 
cause of world peace while 65% were concerned with personal benefits 
from their Peace Corps experience. (There is obviously an over-
lap in resfX)nses, but even if one takes that into account, the 
wajority still desired to "give".) Within the "Getting" category, 
the practical advantage mentioned nost frequently was learning or 
gaining general experience which 17% hoped to derive from their 
service. 12% expressed the rrore specific desire to further a career 
vocation. 

ENHANCEMENT OF CAREER POTENTIAL 

In the early 1960's while the wajority of those who volunteered 
in the Peace Corps did so for idealistic pllrJX)ses, they later found 
that their overseas service had also strengthened their rrarketable 
skills and profoundly affected their career choices. A 1966 study 
found that 34?.~ of over 2000 volunteers had no career goal when they 
began their 2 years of service. After service, only 12% were still 
unccrt .~1in (Calvert, 1966). Longworth agreed: "Few Volunteers had 
nade career cairnitnents before joining the Peace Corps. For those 
who had, service overseas was an enlightening experience, an ex
pansion of horizons that was likely to stimulate new professional 
interests" (Longworth, 1971). The calvert study compared the 
goals of Peace Corps Vollmteers before and after service (see Table 
2) . These data seem to illustrate that tlx>se goals which were nost 
enhanced during the terms of service were social service and the 
Governnent. The rest stayed roughly constant. 

-425-
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Jn 1971 a study on the return0d voltmteer reported that 2 
out o[ j Hctl_..lrncd Peace Corps Volunteers (RPCVs) who decided to 
pursue further education indicated "their educational interests 
and career plans were directly influenced by Peace Corps service. 
The direction of influcence tended to favor the fields of education, 
economics, linguistics, international relations, agriculture, and 
the social sciences. Nearly a third of the students expressed 
the intention of using their skills overseas, usually in the area 
or country of their Peace Corps service" (Longworth, 1971, p. 15). 

Finally, in October, 1969, the Transcentury Corp:>ration con
ducted a study of RPCVs and found the results reported in Table 3 
concerning the applicability of Peace Corps service to the present 
job of the RPCV. 67.2% felt that their Peace Corps experience 
enhanced their career potential or in sare way related to their 
present job, compa.red to 28. 7% who thought their service had little 
or no relevance. 

'Il-IE SITUATION IN THE 1970s 

In sorre respects the situation today is quite different than 
it was in the 1960s, especially with respect to reasons for joining 
tre Peace Corps and the generalist focus of Peace Corps recruit
rrent being replaced with a rrore specialist focus. "Today, indi
vidua.l goals have becorre rrore rrodest and few volunteers set off 
any rrore believing their efforts will change the world" (Spring
field D:tily News, 02cember, 1976). 

Results of a June, 1976, questionnaire show the change fran 
"Giving" to "Getting" rrotivations. The data in Table 4 were 
obtained in answer to the question: "What was your primary reason 
for joining the Peace Corps? What was your secondary reason?" 
These data illustrate a change in rroti ves for joining the Peace 
Corps. No longer are volunteers as idealistic about their ability 
to change the world. · While the majority still state this as their 
primary reason for joining the Peace Corps, a significant proportion 
of others place rrore .irnpJrtance on personal growth, desire to see 
other cultures, and travel. 

M:my reasons have been advanced for this change, the rrost 
popular being the condition of the US econany and subsequent em
ployirent pros.[Ects. IX>n Stewart, a Los Angeles-based ACTION . spokes
man, told ·the Rocky r-nuntain News .that the large mnnber of recent 
applications "is due to two factors: the econanic recession and 
the bleak unemployrrent picture. IV!any young people with little or 
no chance of obtaining a job under the present economic conditions 
are 'turning to the Peace Corps instead."! A seemingly typical 
case is that of Wilson Hill, Jr.~, who, upon graduation from North 
Carolina State in 1974, could not decide what to do with his eco-

lRichard ·rrubo, "Peace Corps Enjoys Postwar Revival, Roc]Sy 
f\buntain News, Ce.nver, Colorado, Cecember 8, 1976. 
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nu11uc:-; lb.Jn~c. lit~ lt~cidcd "Lo :;p~11J the~ next. Lwo ycur.s in Lhc 1\.\.lCl' 

Corp!-> 1-r;-ivt~linq and hc~l pim1 othc~r- people while he decided whut kind 
of work he would like to do. Hill says he decided to join the 
Peace Corps because ' It was intricJu.ing to think about 1 i vin<J in 
another country. I didn't·quite know what to do with my economics 
degree'''. 2 

/\. norc cynical view of the reasons som.~ £X.'Oplc join the Peuce 
Corps was stated by Special Services officer Craig Storti: due to 
a deteriorating ernploym::!nt situation in the States, 

Many vollmteers now see the Peace Corps as a rreans of 
getting work experience that will nake. them competitive 
on the job rrarket when they return. (This was not the 
case. 5 years ago; thP.n, volunteers did not expect dif
ficulty getting jobs when they corrpleted ·their service 
and certainly did not see Peace Corps as a rreans to that 
end.) These new volunteers are not necessarily interested 
in the goals of the organization; they have comnitted 
themselves to a pa.rticular job which, coincidentally, 
happens to be in the Peace Corps.3 

Storti grants this is a rather severe appraisal and applies only to 
a minority of Peace Corps volunteers. 

The hypothesis that the Peace Corps experience provides the 
Volunteer with valuable career enhancerrent is as true today as it 
was in the '60s. Says Jeff Pesola, PCV in Brazil, "I'm growing 
personally, doing sorrething different and I don't feel the pressure 
at work. But I'm also growing professionally. I have rrore respon
sibilities here than I would at horre."4 

For others, the Peace Corps has helped develop future career 
plans. Richard Figoni, PCV in El Salvador, got so involved in devel
oping a seedless waterrrelon and thereby teaching plant genetics to 
local fanrers that he concluded, "I don't want to teach biology any 
rrore. I want to work with plant irrproverrent programs of developing 
countries. 11 5 

Philip Lopes calls the two years he spent as a PCV in Colorrbia 
"the turning point of my life. From that experience I rrade decisions 
aoout what I want to do with the rest of my life." The decisions in
cluded. a career in human services and Lo~s' subscqlient appointnent 
as the director of the Peace Corps in F.cuador.6 

2Kathy Kepley, "Be's Back After 2 Years in Africa: Chair Citian 
Serves with Peace Corps," Tines, 1horrasville, NC, December 10, 1976. 

3craig Storti, "Is Altruism Losing Ground in the Peace Corps?", 
Interaction, Volurre 5, No. 4, January, 1977, p. 3. 

411 1.\Elrose Park Accormtant Aids Peace Corps Effort in Brazil," 
Star-Sentinel, ~lrose Park, Illinois, D=cernber 15, 1976, p. 6. 

SMildred Hamilton, "Seedless Watenrelons Are .the Fruits of Figoni's 
Labors," San Francisco Examiner:, January 12, 1977. 

6"1.Drx=s New Director of Peace Corps in Ecuador," california Star, 
Lbs Palos, ~cernber 9, 1976. 
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'IHfi: R:..V PAHTICTPATF:S JN RITTI.DING A NATIONAL CUV.IURE 

Nat.ion-buildinq hus been de fined as the at. trnq1t to ovcrconc 
cultural, language, skill and ecxmomic differences betv..een various 
J:X>pulation groups (Pinkay, 1965). Peace Corps objectives were 
designed to be acccrrplished by just such a program of "assisting 
the dcvclopinq count.riC's in un in:.;titut :ion-l>ui.l di.nq rroqr~u11 wit-hi n 
a total program of develop1ent" (Colorado State University Research 
Fol.ll1dation, 1961, p. 2-3). 

There are two avenues by which the PCV contributes to building 
an LOC culture/nation: 1) by proITDting change in attitudes and 
institutions which hinder gra.vth of a national identity or culture; 
2) by atterrpting to stop or alter the pace of change which threatens 
to destroy already existing seeds of national grCMth or culture. 

Changing attitudes is an important part of building a culture. 
Often it is necessary to subordinate goals of JTDre schools or greater 
food production to goals of changing attitudes of people in such a 
way that they will be able to percieve on their own what they want 
and what they need, and then, by collective action, proceed to 
develop their nation on their ™11. The PCV can play a vital role 
in proJTDting this kind of comnunity developrent, which the UN defines 
as, 

a process by which the efforts of the people themselves 
are lll1ited with those of governmental authorities to 
improve the economic, social and cultural conditions 
of conmunities, to integrate these ccnmunities into the 
life of the nation, and to enable them to contribute 
fully to national progress (Jones, ·1966). 

As a result of their training, PCVs are concerned with affecting 
the minds of the people of a conmunity with less tangible but ITDre 
lasting values and attitudes (Jones, 1966). 

Thus, the first way in which a PCV contributes to LDC nation
building is by changing attitudes and institutions which are limited 
and narrow in outlook, much as PCV Jim 'Ibwers (Antigua) encourages 
Antiguans to l<;x:>k at a broad, overall pictur1 of today, toJTDrrow 
and the future in tenTl.5 of work and benefits. 

Very often, however, a developing colll1try has had very few 
problems in adopting new, "nodern" outlooks and goals. The prob
lem occurs when these changed attitudes "get away" from the LOC 
and begin to destroy the culture which is at the very ba.se of the 
nation-building process. When this cx:curs, a secondary avenue of 

?Al.is Foster, "Vollll1teer Finds 'No Man Is an Island' on Antigua," 
Miami Herald, Florida, Lecember 12, 1976. 
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Inka I~nt.on, PCV in Iran, is · un example of this second approach 
to nution-buildirKJ. N3 an urlxm planner, Ucnlon's (jrci1tcst d1u.llcn<JC 
in Iran wus cxmvincinq the Iranians to preserve their way of life: 

1h0 ciovcrn11rnt :is pourinci the oi.1 noncy in to :-; t-r00t-. ond 
ro.1d pl<:.mnin~J· ll is aLL very shurt --siqlllcd, puvimJ 
~nornous ciroa~:; of strC'Cts, bull.dozirn1 t.hrouqh old sect.ions, 
te<::iring down old buildings for wide, puvcd roads, and they 
don't even have neny cars,' said the 58-year-old planner, 
architect and environrrentalist. 

What they want is against the whole way of life in Iran. 
They feel they are l::ecoming nodern, but the area is hot 
and windy with a lot of sand stonns. Wide streets encourage 
the sand stonns and eliminate sha~. The rrost pleasant 
thing is the old, winding streets. 

Jack Helfgott, PCV in Micronesia, has also been congronted with 
a misplaced Western culture and. has found himself teaching Micronesians 
to go back to a traditional way of life: 

The school system that's been created there doesn't suit 
their civilization. The people are being overeducated 
for their life-style. This is leading to social problems, 
so we develo_I:Bd a sort of outward-round prCXJram to teach 
them to go back to their roots. 

The program concentrates on troublesorre youths from the 
larger towns who have strayed from 1he ancient ways. We' re 
helping them go back to ~sics, back to the land and the 
sea of their ancestors ..• 

Thus, a strong cultural identity is the basis which fosters 
nation-building. Where certain ·attitudes and institutions impede 
the developrent of this identity and/or the process of nation-building, 
the goal of the PCV is to focus on changing these attitudes. Where 
the process of "nodernization" has "prCX]ressed" so far or so fast 
as to erode the underlying cultural identity, the goal of the PCV 
has been to brinci the lOC population back to its culture. 

----ir,)--:~-;;t_J_-~-<.~l~n·, 11 llclpl11g Plan u N<::ition: i>eucc Corp!5 Aide~ Gives 
View of Iran, 11 rn~n~..D..t.-Joµrna3=._, San Rafael, California, Decem
ber 18, 1.976. 

9J·osie Z. 'I'ask, "Finds SE::?rvice in Distant Micronesia Has Brought 
Him Closer to Judaism," ~wisti N~~_, Newark, NJ, ~cember 16, 1976. 
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1hcrc arc 11Bny cx<Unples of PC'Vs workinq to develop Cl cultural 
i.dc nl.i. l.y a11un<.J l.oca l fXJplllu Lion:-~. l·';ivor.i. l..c C'Xi..1111p le:"' w -aJo l1 y c ll:cd 
concern l"'CV:..; pro11nt i.nq l oc;i l ;ir- t- :; <:md cru fts . '11°1<' <')\.-pt~r i.c'nce of 
Julia and Jsaiah iu<.JCr in Peru illustralcs l'CV involvcm. .. nl ln local 
cG1fts und prOllotinq local culture, national identity, and thus 
nation-building: 

~ worked at eeveloping cottage industries that would 
produce high~uality crafts and would preserve native 
skills. As we worked, we learned a lot and we developed 
a basic nethod for comnuni ty developrent. We tried out 
our ideas in different situations and fol.Il1d that th2y 
worked. We even stayed an extra year to work in craft 
and corrmunity develo~t in another area.10 

Ali Fujino, a PCV in Honduras, was charged with compiling an 
arts and crafts survey to study marketing possibilities that could 
l:xx:>st the country's economy. She helped prorrote Hondura's Mayan 
heritage by designing products consonant with that heritage and 
pronoting embroidery cooperatives. Fujino has also hel~ to or
ganize museums to house Mayan artifacts important to Honduran his
tory. Thus, she has been involved in developing a strong cultural 
identity anong Hondurans which will foster nation-building. 

WHAT HAPPENS 'IO RETURNED PEACE CORPS VOLUNTEERS? 

CUrrent information on where forner PCVs go is scanty, at best. 
However, much rrore has teen written on the early years of the Feace 
Corps. Table 5 presents data on the career· status of the first 5400 
RR:Vs. 

In 1965 Secretary of State D::?an Rusk corrrrented on the Foreign 
Service and the RR:V: 

I can assure you, if you apply for the Foreign Service, that 
your experience in the Peace Corps will be a plus with 
respect to others who are applying· for that Service ... I 
hope very much that we can enlist a considerable ntnnber of 
you in our own work in the future.11 

The PCV experience has also tended to further interest Volunteers 
in international careers. The career InfonlBtion Service worked with 
the Bureau of Rccruib1cnt for International Orqanizations of the 
Ccpurb1cnt of Stute attc111pt.ing to idcnti fy forncr Vol untccrs for 
positions with the United Nations and other international organizations. 
At the end of 1965, 9 forner PCVs were employed by international 

lOr.ongworth, ~ cih, p. 13. 

llea1 vert, Qih. cit. , p. 12. 
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nrq<:mi zc:lt.i.ons (lrJO 1S by foreicin qovor:n11cnt-s (Calvert, ]966). 
'L'U<.L.y, ller:LrLin D. ~~11ucl<..er, cli.rccl<JI ur OVL'C:C .. ~d:> O[x.!rLiLion!-> fur C/\HI~, 
where 60 to 150 staffers are forncr PCVs, says that "one of the 
biggest things at.out . the Peace Corps is the great nunbcr of Volun
teers who go into international work who would otherwise not have 
done so. 11 12 

Early data show low figures for the nunber hired by private 
enterprise (498 out of S400). calvcrt sug(_JCsts two points that 
might explain these figures: l) a high percent of volunteers are 
drawn from liberal arts classes; 2) the trend is upward (in 1966) , 
and, as many graduates not in school canplete their professional 
training, the percent employed in business should climb (calvert, 
1966). 

The 1972 data provide sare interesting contrasts. The percent 
in school stayed roughly the sarre: 36% in 1963-65, 35.22% in 1972·. 
Business increased from 11% in 1963-65 to 27.54 % in 1972 (see Tables 
6 - 8). 

It is interesting to note the relatively equal distribution of 
those wishing donestic employrrent and those desiring to work abroad 
(53.19 to 51.86, respectively). Also, the percent of those desiring 
further education is rather large -- 78.25%. Only 1.3% entered the 
Foreign Service; however, other sources put. tre percentage higher: 
The State 1€partrrent "estimates that about 10% of its entering 
Foreign Service officers over the past 5 years have seen Peace Corps 
service. For AID the ratio is even higher. About 50 of AID' s 
100 yearly interns are forrrer volunteers" (Interaction, 1976) . 

AWARDING COIL:mE CREDIT FDR 'IHE PFACE CORPS EXPERIENCE 

According to Woodrran, the "clirrate has never been better" for 
Federal Covernrrent/college-tmiversity discussion of and coo~ration 
in awarding academic credit for Peace Corps service. These institutions 
are already in the full swing of experimenting with service-learning 
programs in local corrmunities, Indian reservations, cities and rural 
areas. Many various programs are in o:p=ration, from internships to 
University Year for ACTION to "tmiversities without walls" (Woodrran, 1975). 

Criticisms of and Reswnses to Credit for Peace Corps ·.service 

(1) Claim: Rewarding academic credit for Peace Corps service 
violates the philosophy of voluntarism and the spirit of Peace Corps 
service, and will result in a conflict of interest. 

Counter: Academic activity can re integrated as a natural 
comrx:>nent of the PCV's regular work assignrrent; contingent college 
credit is an appropriate incentive quite compatible to the ethos of 

12Ibid., p. 117. 
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the Pc:ucc Corps and di ffcrcnt from rxtra pay, etc. 'll1crc w:i. l l ~ 
no conflict .of .inlercst (Woodm:m, .1.975). 

(2) Claim: The PCV cannot spend much tirre on academics and 
stj_ll pa.y full-t.irre attention to his job. 

Counter: This is rrore a problem of prevention rather than 
a need for cure. Suff icicnt supervision and control must ~ estab
lished from the start to ensure that academics do not impinge on 
the PC.V's work in the .field. 

(3) Claim: · The political sensitivities of host governrrents 
to PCVs "snooping armmd" collecting data will result in problems. 
The rrost innocent nornal academic pursuits can be misinterpreted. 

Counter: It will be necessary to get the coo:p=ration and 
help of the host country in prorroting the educational as:pect of devel
opnent and Peace Corps service, as well as their active participation 
in the researching process itself. 

(4) Claim: Awarding credit will result in elitism within the 
Peace Corps and a schism between PC.Vs (separate identities between 
those receiving credit and those not). 

Counter: The nature of work/study arrangenents must be 
publicized, emphasizing the limits as well as possibilities of 
individual credit arrangerrents, so there will be no misconceptions 
of the arrangerrents under which different PC.Vs serve. 

Rationale for Credit 

(1) What is in it for the Peace Corps? 

a. Credit will attract more and possibly better candidates 
to apply. Those college students rrost interested in the Peace Corps 
also tend to be interested in graduate sch(X)l. Postponing or delaying 
school is a major factor against joining the Peace Corps; 

b. Recruitnent will improve. The op_p:)rtunity to continue 
education without interruption will result in rrore people 1.Jc=ing 
willing to apply; 

c. The attrition rate will decrease. A relationship between 
l:hr f1CV <ind a school, ('Stabl.i.:.;hrd bcron', durjnq <ind afl-cr the T'f'ctCC 

C'oq~.; exrx't ' i1.'lll'\' dlwu<1d, :.;hrn1lcl pnwid1.' l llt' l\"V wi I h 1101·t' ::1.'11::1.' ol 
purpJsc to his prcxJrJ.111 und cncourac_1c hi~; ~;L.i.ckinq wilh it wh.i le 
ovcr!~cx1n. 

a. Relevant, on-going education with "invaluable inter
cultural international experience" (Wcxxliran, 1975); 

b. 'l'he cstablishrrent of contacts for future employncnt 
and refining and developing career skills. 
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(3) Whc:it is in it for the university? 

a. nc~tter student. quuLi.ly. Work/study :;t- rc,nqt · hc'n:~ 

dl.t.i.Luc..1c:~ loW\.lt •d :;Ludy_i.11~1 <.ind ! .;l1dqx~11:; Ult.' lllKl'f'::t.:.m<l.LrHJ or· LIH~ 

:relationship of theory to practice; 

b. Tncrc~1scd f<iculty cxpC'r·i.0ncc' in inLc'mt:1l- .i_ont=1l uff(lit·s 
and increased op_lX)rtunities for research; 

c. Increased reputation of the institution which will in 
turn attract better students to apply. 

Mcmy of the case studies cited earlier expressed or derronstrated 
a need of the RPCV to continue using the skills at h0lll2 that he or 
she developed overseas. Another irrportant observation is the large 
number of RPCVs that desire to continue their forrral education. 
Thus,· a "rrarriage" of the two, service to the conmunity and univer
sity education, would be a valuable program to develop. 
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Giving: 
1. Ideal-oriented contributions 
2. Internationally-oriented contributions 
3. 11 People11 -oriented contributions 
4. Task-oriented contributions 

Getting: 
1. Personal gains 
2. Social gains 
3. Practical gains 

Substantiating Staterrents: 
1. Personal staterrents 
2. Idealistic staterrents 

E'OURCE: Gordon and Sizer, 1963, p. 42. 

TABLE 2 
Change in PCV Goals 

Pre-Peace 
Corps 

Goals No. % 

Career goals not defined 732 34.4 
Teaching (all levels) 527 24.8 
Business and industry 208 9.8 
Social service 83 3.9 
Health professions 119 5.6 
Governrrent 231 10.9 
Agriculture and crafts 82 3.8 
other 144 ~ 
TOTAL 2126 100.0 

SOURCE: Calvert, 1966. 

'11\BLE 3 

Number 

2418 
919 
945 

1477 
1250 

1708 
827 
904 
827 

1457 
806 

1075 

Percent 

93 
35 
36 
57 
48 

65 
32 
35 
32 

56 
31 
41 

Post-Peace 
Corps 

No. 

261 
633 
230 
231 
127 
424 

80 
140 

2126 

% 

12.2 
29.7 
10.8 
10.8 
5.9 

20.2 
3.8 
6.6 

100.0 

®J.?U.cubility of Peace Corp:. E.~ricncc to Present Job 

Ve ry applicable 
Applicable 
Little relevance 
No relevance 
No answer 
'HJ:rAL 
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No. 
2160 
2323 
1081 

835 
269 

6668 

_L 
32.4 
34.8 
16.2 
12.5 

4.0 
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Prim.:try Secondary 
Freq. % .f_~ % 

~sire to help 741 25.2 420 14.4 
rn'ternational understanding 199 6.8 184 6.3 
Share skills 236 8.0 255 8.7 
Adventure, travel 323 11.0 505 17.3 
Interest in cultures 413 14.0 471 16.1 
career advancerrent 199 6.8 209 7.2 
Get away to plan 221 7.5 235 8.1 
Personal growth 537 18.2 602 20.6 
other _]_§_ 2.6 _J.§_ 1.2 
'IDTAL 2945 2917 

SOURCE: Office of Evaluation, ACTION Agency, ~cernber 3, 1976. 

TABLE 5 

career Status of tre First 5400 RPCVs, 1963-65 

Career Status 
Continuing education 

Graduate school 
Undergraduate school 

Entployed 
Federal governrrent 
State and local governrrent 
Job Corps and War on Poverty 
Teaching 
Business and profit-rraking organizations 
Nonprofit organiZa.tions 

otoor 

SOURCE: calvert, 1966. 
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Total 
36 
26 
10 

53 
13 

4 
2 

16 
11 

7 

11 

% 



['}11~::1_9~~~".n t s ~~~~~--- ll-~~~~-{_!22_~ -
Unanploycrl 406 11.16 
Employcrl 2293 62.92 
Student Only 503 11. 80 
Student & Employed 491 14. 48 

'IDrAL 3693 

TABLE 7 

Employers (1972) 

# % 
State Agency 290 10.60 
FErleral Agency 299 10.93 
Local Governmer:it 148 5.41 
Private Firm 753 27 .54 
Scfl(X)l 963 35.22 
Social Services 170 6.21 
Health Services 135 4.93 
Politics 2 . 07 
'IDrAL 2760 

TABLE 8 

RPCV Goals Being Met Through Present Job 
(1972) . 

# % 
YES 937 43.99 

NO 408 19.15 

PARTIAILY 785 36.85 

Total 2130 
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Students who engage in internship programs for academic credit 
without remuneration are often excluded under the traditional defini
tion of a volunteer. More specifically, students obtain their intern
ships through academic programs instead of through established volun
teer placement organizations, thus reducing their visibility as a 
volunteer. 

In community development, a field heavily relying upon volunteers, 
the utilization of interns becomes highly significant for successful 
program development. Community development agencies, typically under
funded, continually need trained personnel to provide program direction 
to individual projects. Furthermore, students are increasingly seeking 
avenues for the application of academically acquired skills and know
ledge and finding them through involvement in such projects. It is 
our contention that internship programs which combine service with 
learning effectively meet the needs of both students and community 
development agencies. 

STAFFING IN COMMUNITY DEVELOPMENT PROGRAMS 

Community development is an ambiguous process that has as many 
definitions as there are professionals carrying out its mission. For 
purposes of this paper we choose to define this complex process as 
people coming together to help solve widely shared needs. Such needs 
span the horizons of program/projects that include many of the following: 
(Thompson, 1969) 

-transportation 
-housing 
-employment 
-energy and its conservation 
-leadership and decision making 
-safety 
-public works 
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-recreation and leisure living 
programs 

-youth/senior citizens 
-corrections 
-human rights 
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With programs like these serving as the major foundation of spe
cific project designs, sponsors are, indeed, diverse and far reaching. 
With the Cooperative Extension Service having served as a major pioneer 
in the field of community development, we now see civic groups, non
profit corporations, local/county government, and numerous academic 
and private concerns formally entering the field and succeeding quite 
well. Although both the audiences and related strategies differ widely, 
there remain several cross-cutting concerns shared by all such sponsors. 

Viewing such concerns as professional and community challenges, 
the opportunity presents itself to identify and elaborate upon selected 
program obstacles not uncorranon to community development advocates. 
As we match up needs with success, the issue of support becomes crit
ical. Support is viewed as resources that must exist to some practical 
extent for success. Such resources are lumped into the following: 

-human (staff, personnel expertise) 
-material (equipment, supplies, funding, etc.) 
-natural (environment) 

In this paper, it is not our desire or intention to advocate 
changes in natural or material resources but to focus on the human 
resource domain. This decision is based on both practicality and 
the notion that there exists some "finite" degree of material resources 
to contribute. The logic for this position stems from the ability 
for human resources to, in fact, generate and help control the re
maining other resource domains. Without ample staffing supports, 
"fail-factors" multiply out of reach. Evidence of this concern can 
be highlighted by many of the following situations: (HUD, 1976) 

-no project coordinator 
-inability to keep abreast of important developments 
-time limitations of recruiting project support 
-bookkeeping and written tabulation slow-downs 

Ample staffing in many projects is a luxury enjoyed by an elite 
few. In rare cases, indeed, do situations arise that limit the scope 
of increased staff needs. Community development projects generally 
follow a normal progression of stages, i.e. problem investigation 
through conclusion. As one moves through the various stages, demands 
for a natural/material resource, to some reasonable degree, arise and 
receed. The necessity for staff, we assert, remains relatively intense 
for a practical degree of success to materialize. Although this need 
universally exists, finding a solution to such a demand can be both 
stifling and frustrating. 

An innovative yet seldomly used strategy for solution of this 
continually growing dilemma is the use of volunteers, more specifically 
student interns. 
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STUDENT INTERNSHIPS: A SERVICE-LEARNING APPROACH 

The Service-Learning Internship Model has been defined as the 
integration of task that meets a human or organizational need with 
conscious educational growth (Sigmund, 1974). More specifically the 
model calls for students to engage in planned work-learning tasks under 
the combined supervision of a faculty member and an agency sponsor. 
The internship thus provides a laboratory setting in which students 
can apply and test their academically acquired skills and knowledge 
and in doing so assist the sponsoring organization in carrying out 
its mission. 

Although there are a variety of configurations to this model, 
typically service-learning internships are 10-15 weeks in duration, 
require a full-time commitment, and provide academic credit toward a 
degree. While some internship programs provide some sort of financial 
remuneration, the vast majority of student internships are voluntary 
in nature. Students participating in these programs seek opportunities 
to explore the career potential of the field and to acquire practical 
"hands on" experience. 

In addition to goals of providing manpower assistance to agencies 
and learning opportunities for students, internship programs that focus 
on economic and social development also seek: 

1. to encourage young people to consider careers and citizen 
leadership in programs of development and provide a pool of 
trained personnel for recruitment in public service; 

2. to allow students, agency personnel and faculty to engage 
in a shared learning experience from which all can benefit; 

3. to provide additional avenues of communication between in
stitutions of higher learning and programs of social and 
economic development by making the resources of academia 
more accessible to the community and providing a means for 
relating curriculum, teaching and research to contemporary 
societal needs. 

The dynamic relationship between the manpower and educational goals 
gives vitality to the experiences of all involved. The service aspect 
of the model carries with it an obligation to contribute to the wel
fare of others or to the community and thus serves as a means for 
individual fulfillment and development. (SREB, 1973) 

Although there are numerous advantages in utilizing student interns 
as temporary staff, internships should not be viewed as a total panacea. 
For most students, their internship is their first encounter with 
the professional working world. Consequently they need not only good 
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orientation to the agency's mission but also to its mode of operation, 
style of dress and relationship to other organizations. The time it 
takes to provide this type of information will vary with the agency and 
the type of student intern selected. Normally, this will be no greater 
time burden than what would be provided to any other new employee. 
The critical problems come in the temporary nature of the internship. 
Unless the projects an intern is responsible for are planned for com
pletion within the internship period, an agency will be faced with 
half-finished programs and no one to complete them. Furthe:anore, if 
any agency is to rely continually on interns to meet manpower shortages 
they must be assured of a constant source of students through a campus 
intern program. 

Moreover, those students who do not have the opportunity or choose 
not to participate in an internship enter the job market upon gradu
ation a half-step behind those students who have acquired field expe
rience. For these students adjustment to a new job will be more trau
matic and the learning that occurs will be acquired through the "seat 
of the pants" approach with little opportunity for systematic assimi
lation of that learning. The old maxim about experience being the best 
teacher may not be absolutely true but experience combined with directed 
reflection and theoretical synthesis is, in our opinion, far better 
than traditional classroom learning. 

MEETING MUTUAL NEEDS: COMMUNITY DEVELOPMENT STAFFING THROUGH STUDENT 
INTERNS 

Why the Concern for Combining Student Internships and Community Development 
Programs 

In a broad sense the emphasis is two-fold: providing students 
with meaningful learning experiences related to career pursuits, and 
increasing the scope and complexity of community development programs 
through added staff. More specifically, looking at the first of the 
two emphasized areas, students have an opportunity to do the following: 

-learn how to function in the agency 
-apply theoretical knowledge to practical application 
-learn to cope with employment pressure and frustration 
-enhance their ability to be more innovative and independent 
-improve the quality of life around them 

Turning attention to the community development agency, some of 
the assets to be gained through the utilization of student interns 
from the University are: 

-introduction of new ideas that lead to greater program dimensions 
-objectivity of previously uninvolved students will yield greater 

insight into removing program barriers 
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-increased linkage and access to university resources 

Given the above benefits to student and sponsoring agency, the ques
tion becomes one of how to operationalize the concept. 

A Strategy for Implementation 

Academic internship programs exist within a vast majority of our 
country's college campuses. Although they vary in both structure and 
expectations their conformity to the Service-Learning Model, previously 
articulated, is relatively uniform. The question then becomes one of 
how the community development agencies tap into such programs in an 
effort to help reduce staffing/project needs. The following chronology 
is presented as a broad approach/strategy for community development 
agencies. 

1st Step - There must exist a commitment by the community develop
ment agency to the student learning experience. This 
means not using students for "slave labor" or as menial 
help. 

2nd Step - Set up a set of measurable objectives for the student's 
expectations, i.e. qualifications, time, others. 

3rd Step - Contact your local college internship off ice or your 
state's land-grant university internship office. If 
a separate internship off ice does not exist contact 
the appropriate subject matter Dean for information 
and/or referral. 

4th Step - Make contact with the college person coordinating the 
internship to establish communication linkages, and 
arrive at mutual agreeable objectives and procedures. 
Be prepared to exercise flexibility in accommodating 
academic requirements. 

5th Step - Interview students for screening as to qualities de
sired, remembering that nobody is better than anybody. 

6th Step - After student selection, specify what is expected and 
provide all necessary information to the student in 
order that he/she may successfully complete the work 
ass igned. More specifically, the agency needs to set 
up a supervisory pattern, provide for a comfortable 
introduction of the student to the staff, program 
and its objectives. 

It is imperative that throughout the internship a feedback mechanism 
be set up to provide information back to both the student and academic 
unit. 
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Program "Fail-Factors" in Such a Combination 

The following is presented in an attempt to highlight conunon 
problems from the academic unit, the student, and agency perspective. 
Its intent is to help eliminate those problems which continually are 
duplicated because of the lack of written discussion. Such documen
tation is virtually non-existent. 

From the academic unit perspective the following are offered as 
barriers to successful implementation: 

-poor articulation of student-to-agency and student-to-academic 
unit expectations 

-lack of communications to both student and agency after placement 
-unrealistic academic expectations from the agency 
-failure of the academic unit to exercise flexibility with both 

the agency and/or student 

Looking at the student perspective, problems can be categorized 
as follows: 

-lack of skill maturity, motivation, and/or dependability 
-financial hardships 

The agency perspective is separated into the following concerns: 

-poor supervision, conununication and feedback 
-poor planning and design of student learning experiences 
-impractical expectations (too high or low) 
-poor program thus leading toward insignificant learning by the 

student 
-inability to make the student fit in with the agency 

Long Term Implications 

In an attempt to organizationally simplify this section, the 
perspective of the student and agency will be separated. Looking 
first at the student perspective the following are offered: 

-increased training 
-opportunity for professional career goal experience 
-greater understanding of employment expectations 
-ease of gaining and adjusting to employment 
-identification of personal/professional strengths and weaknesses 

The agency stands to gain in the following areas: 

-receipt of a continual source of staff through internship pro
grams 
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-broadening the ties with the university 
-enjoy planned rather than reactionary change 
-increase the overall scope and complexity of programs 
-increase the utilization of limited budgets and staff 

SUMMARY 

It has been the purpose of this paper to present an overview of 
how the volunteer student intern, operating within the Service-Learning 
Model, can be utilized to successfully meet staffing needs for com
munity development organizations. In an attempt to provide direction 
to the coupling of student internships and community development programs, 
we readily perceive both assets as well as liabilities. Student in
ternships, regulated properly, do help improve the effectiveness of 
program operations. It appears that even with stated "fail-factors" 
the benefits well out-weigh any and all liabilities. Furthermore, 
although many intern programs have existed for over a decade, they 
have not been utilized to their full capacity in community develop-
ment. We feel it is the role and mission of our colleges and univer
sities to both publicize and make such programs available to organi
zations in need of assistance. The concerted goal of such a joint 
endeavor becomes one of our academic institutions utilizing their 
students in the improvement of conditions that affect us all. 
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PREPARING STUDENTS AS PEER ADVISORS FOR VOLUNTEERS 

Carolyn L. Harris 
Cal State Dominguez Hills 

'nle utilization of students as peer advisors for volunteers in a 
volunteer service-learning program is a facinating and challenging 
approach to supervising the activities of students who volunteer in 
community service, educational institutions and governmental agencies. 
At California State College Dominguez Hills, students have been in
volved in leadership roles from .the very beginning of the volunteer 
program - Educational Participation in Communities (EPIC). The role 
of the students included recruiting students into the program, placing 
them in community agencies and providing follow-up of the volunteers 
progress. During the 1974-75 Academe Year, a course was designed to 
allow for academic credit for the student staff. To put the program 
in perspective, some additional historical data is necessary. 

HISTORICAL DATA 

The EPIC Program began at Cal State Dominguez Hills in 1971 with a 
small seed grant of $3,000 from the California Coordinating Council of 
Higher Education under Title I, Higher Education Act of 1965, "Uni
versity Community Service". During the 1972 - 73 Academic Year, the 
EPIC Program received $18,000 from the federal government and $6,000 in 
matching college funds. During the 1973 - 74 Academic Year, the Program 
received $24,000 from the federal government and $12,000 in matching col
lege funds. Initially the Program was housed in the Student Affairs 
area. The staff, including the student staff, was paid out of funds that 
had been secured from .. the grant. The Program progressed to the point of 
institutionalization and it was transferred to the Academic Affairs area. 
EPIC became a part of the Experiential Education Program that was in ex
istence on the campus. Two EPIC courses were developed from which funds 
were generated to provide for faculty members to become involved with the 
program. Funds for the student staff were provided by an established 
budgeting source on the campus and through the Student Association. The 
standards of the college's Student Assistant Personnel Board were in effect 
as to the hiring of students. Inasmuch as the Program began to grant 
academic credit, it became necessary to clearly define the Programs role 
in the educational growth and development of its students both staff and 
volunteers. A description of the Program follows. 

PROGRAM DESCRIPTION 

EPIC is a campus wide voluntary service-learning program that recruits 
students enrolled at Cal State Dominguez Hills to serve as tutors/bilingual 
tutors, casework aides, administrative aides, big brothers/ sisters, coun .... . :· 
selors and in a variety of other settings. The students are able to test 
career related goals and gain invaluable pre-professional experience. In 
addition, students are able to test academic theories in a practical sit
uation and provide a needed service to the community. EPIC is a model of 
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experiential learning that mixes informal with formal learning, thereby, 
making college more valuable to students. The basic aim of the Program 
is two-fold: It provides students an opportunity for off-campus learning 
experiences in the "real world" in an organized fashion and provides for 
active involvement in cotmnunity agencies, educational institutions and 
governmental agencies in solving the multifaceted problems that besets 
our society. This involvement results in a mutually beneficial relation
ship between the student, the college, and the connnunities which CSDH 
serves. Curriculum development has been an on-going ' process which has 
allowed us to develop the methods that are most effective in meeting the 
needs of the conununity and the students. 

CURRICULUM DEVELOPMENT 

The development of curriculum for EPIC has been an on-going pr.ocess 
from the inception of the Program on the campus in 1971. Independent 
Study was the form of credit most frequently used by students in the form
ative years. In addition, course credit was allowed by some professors 
for their students involvement with the Program. With the move to Aca
demic Affairs, two courses were developed. Experiential Education 207: 
EPIC STAFF TRAINING and Experiential Education 208: EPIC INTERNSHIP. 

The course description for Experiential Education 207: EPIC STAFF 
TRAINING as stated in the CSDH catalog is as follows: 

"Staff members are trained to coordinate EPIC functions. 
These functions enrail interviewing, placing, supervising, 
and evaluating student interns. The training provides in
struction in organization and managerial techniques." 

For Experiential Education 208: EPIC INTERNSHIP, the course description is: 

"The basic course of EPIC interns not receiving credit for 
volunteer work in other courses. Students participate at 
selected agency field sites in solving problems in such 
areas as drug abuse, juvenile delinquency, and remedial 
tutoring. The student test occupational goals by apply
ing academic theory to real situations. Students are in
volved in training, seminar, and evaluation sessions." 

During the 1975 -76 Academic Year, we were engaged in a demonstration 
project in order to determine the best methods for teaching and/or train
ing the student staff members to perform effectively. During that year, 
the curriculum included mini-lectures in such areas as interviewing tech
niques, the evaluation process, team building techniques, and problem 
solving techniques. The training provided instruction in organizational 
and managerial techniques utilizing a PERT chart. In addition, the class
room setting was an open forum, planning by objectives and a weekly con
ference with the instructor were part of the training. 

The results of the demonstration project were such that a reorgani
zation of the curriculum content would prove to be invaluable to the 
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studefit staff in the long run as well as lending itself to the overall 
goals and objectives of the EPIC Program. Some of the findings were: 
(1) The student staff was made up of students from several disciplines, 
(2) Not all of the staff members were service oriented, (3) The attrit
ion rate was high, (4) A misperception of roles occured among some of 
the staff members, (5) Learning in an organized fashion was not in evi
dence. However, there were several members of the staff who were able 
to secure positions. of importance in agencies and organizations in the 
community as a res~lt of their train ing and exposure in the Program. 
Some of the job titles and salaries are listed below. 

POSITIONS 

Volunteer Coordinator 
Productions Manager 
Children's Treatment Counselor 
Job Resource Specialist 
Assistant Industrial 

Engineer Planner 
Community Organizer Specialist· 

SALARY 

$ 700.00 
900.00 
950.00 

l,2oq.oo 

1,200.00 
1,300.00 

In addition to the above stated job titles and salaries, two of the 
staff members were accepted into the Credential Program in the School of 
Education at CSDH, one was accepted ·into the Masters Program in Counsel
ing at the University of . Southern California and one was accepted into 
Medical School at Case Western Reserve. Two of the staff members were · 
listed in Who's Who in American Colleges and Universities. 

Grading for all courses in the Experiential Education Program is on 
, a Credit/No Credit basis. The EPIC student staff's grade was based pri
marily on performance. With the reorganization of the curriculum, grading 
is based on completion of · specified performance objectives and learning 
objectives as well as comple'tion of projects that entail keeping up-to
date information readily available ·to the volunteers, th·e agencies as 
well as the college administration. 

RATIONALE FOR REORGANIZING THE CURRICULUM 

The curriculum for the student staff was largely performance oriented; 
In-depth learning as it related to ·t:he student volunteers was not in evi
'dence in terms of supervisor:i.al skills , and an attem·pt to minimize the 
other problems uncovered during the demonstration project provides the 
rationale for restructuring the curriculum centent. The number of stu
dents who left the Program and were able to secure positions of importance 
~nd gain enf~ance into graduate schools was also a factor. 

All of the factors listed previously are included in the curriculum 
which we began using during the Fall 1976 Quarter. The training will take 
place over a four quarter period of time and the curriculum has been or
ganized into themes. The students that are receiving academic credit can 
accumulate up to 16 units of &periential Education credit. Students that 
join the staff in the middle of a quarter can begin the academic side of 
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the training at the beginning of the next quarter and continue to enroll 
in the Program until all the course .outlines have met. 

Themes for the quarters are as follows: Developing Leadership Skills, 
Developing Supervisorial Skills, Learn While you Earn and the Evaluation 
Process. The Development of Leadership Skills involves defining the 
goals and objectives of the EPIC Program and its relationship to the col
lege and the community; identifyi_ng roles and functions of the staff; in
terviewing and selecting staff; training and evaluating staff; establish
ing and maintaining a system of . communication and dealing with problems 
that are common to groups. 

D~veloping Supervisorial Skills involves interviewing students for 
the Program, counseling. techniques, job analysis, managing unsatisfactory 
students and motivating students. The curriculum for Learn While you 
Earn has as its primary focus the· individual staff member in order to 
provide a motivating force to continue to learn after the student has 
left college. It involves the notion of on-going training processes, 
elements of learning and problems related · to training and staff develop
ment. The Evaluation Process is _concerned with program planning, budget
ing, data collection and use of data. 

SUMMARY 

Students as staff members who have acted as advisors for student 
volunteers at Cal State Dominguez Hills -have been an integral part of the 
growth and development of the EPIC Program on that · campus. Their ex
periences have led them into positions .of importance and assisted them 
in gaining entrance into graduate school. The need for curricula that 
continues to enhance their growth and development once they have ·left 
the EPIC Program or college is worthy of development inasmuch as it is 
of a broad base and it . can be extended . to a life--long learning process. 
The student will benefit, the community will benefit by having someone in 
ii·- position:: who has as a motivating force the desire to continue to 
learn and to put what is learned ·into use. The college will benefit by 
putting young minds to work in constructive activities and allowing them 
to act as ambassadors for the c:ollege. In · conclusion, the preparation of 
students as peer advisors for volunteers at Cal State Dominguez Hills pre
pares students for life time inv6lvement in the world of work that is 
service oriented. 
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TRAINING NEW VOLUNTEERS FOR COMMUNITY PARTICIPATION 

Willis K. Bright, Jr., Assistant Professor, Center for Youth Development 
and Research, University of Minnesota 

Maurice Kramer, Assistant State 4-H Leader, Iowa State University Ex
tension Service 

Arthur Johnson, Associate Professor, Extension Sociology, Iowa State 
University Extension Service 

11 Whenever any attempt is made to begin confronting America's 
problems, we encounter a profile and lack of understanding. 
This lack of understanding is not nearly as phenomenal of the 
masses for it extends to the powerful, well-educated and the 
elite; it is not simply a lack of knowledge for it includes 
many people who possess more than e·nough information. Its 
basis is a pervasive unreality ... Unreality is the true source 
of powerlessness. What we do not understand we cannot control 
and when we cannot comprehend the major forces, structures and 
values that pervade our existence, they must inevitably come to 
dominate us. Thus a true definition of an American crisis would 
say this, we no longer understand the system under which we 
live; hence the structure has become obsolete and we have become 
powerless. 11 1 

Problem Situation 

The need for people who can understand the corrmunity organizations and 
systems which affect their lives is necessary if democratic traditions 
are to be maintained. It is not only necessary that people have some 
degree of "understanding" of the processes and methods of decision
making, but that they also be able to develop strategies which can give 
them a degree of "power" over their personal lives and influence on 
those who make decisions affecting their schools, housing, jobs and social 
activities. Nowhere is the need for information and skill development 
in "influence techniques" more operative than for those citizens who may 
be disenfranchised because they are young, non-white, poor, aged or any 
combination of these characteristics. In many cases, these groups have 
an abundance of 11 reality 11 about conditions which affect their lives--
lack of recreation, poor housing conditions and a lack of respect from 
others because of their age, sex or race. This group of citizens are 
those most affected by the phenomenon of "unreality" described by Charles 
Reich. Further, these are the people who have the least information and 
knowledge to influence the process and content of their local corrmunity 
leaders who decide what is best for them. Because many people in these 
groups have never been in educational programs, families or social/poli
tical situations where such skills are obtained as part of one's daily 
life experience, their concept of organizational reality may be terribly 
distorted, if not completely inaccurate. Despite the fact that attempts 
have been made to increase the participation of the poor, the young, etc., 
in decision-making bodies, there is evidence that their effectiveness has 
been marginal when they have not mastered the same organizational 

l(Reich, 1970 p. 12-13) 
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know-how as their colleagues. This has been most dramatic when only one 
person has been put on the corrmittee or commission. It seemed that more 
skills, as well as knowledge, about how to be a good citizen participant 
are necessary for people to get the confidence necessary to feel they can 
influence the processes which control their lives. 

Project Development Considerations 

There was much discussion of this situation by the authors of this paper 
after they had particpated in developing a leadership workshop for a 
Model Cities Youth Council in 1971. This Youth Council, Black, urban 
teenagers, spent days discussing their community, its problems, and how 
they wanted to spend their money to help improve it. We became convinced 
that youth--especially Black youth--could be trained to more effectively 
seek involvement in corrmunity development activities; could influence 
the processes of group decision-making when they understood what it was; 
and could serve as a cohort and stimulant to many adults who might have 
been overwhelmed by the realities of their life concerns and their prior 
experiences with power structures. We concur with the National Commission 
on Resources for Youth ·which states: 

11 Communities--all communities--would be wise to recognize 
and make use of the vital resources available in their young 
citizens. Young people are impatient when they see a problem 
and they get an idea about how to cope with it, they want 
action. Often their enthusiasm can carry them over 9bstacles 
that would discourage adults and their optimism seems to accel
erate their ability to develop skills necessary for dealing 
with problems. Added to enthusiasm and optimism of physical 
and mental energy and a remarkable capacity for single-minded 
dedication to something they feel is truly important with 
support from the school and community, young people can devel
op and learn to use the proper problem-solving skills so des
perately needed for GOping for current and future social pro
blems. Most programs that involve students and co11111unity 
action have some basic steps in common. (1) The identifica
tion and selection of real community problems; (2) The appoint
ment of school and conmunity administrators who are sympa
thetic to unique problems that youngsters are likely to en
counter; and (3) The establishment of adequate training 
programs. 11 2 

2 (National Co11111ission on Resources for Youth, 1974) 



-455-

There was no limit to the problems that youth perceived in their environ
ment. From the young people themselves we were able to ascertain that 
they very much want to be part of an experience which would make them 
more able to impact their environment. Some of the things in their 
schools and comnunities which they opted to change were: the lack of 
recreation services for their peers, the lack of attention given younger 
children, racism in schools and the lack of opportunity to interact with 
one another in a meaningful way in places they could be together. Another 
important message obtained from the young people was a great awareness 
of their degree of consciousness about maintenance of a clear racial and 
ethnic identity. Being Black and Beautiful was well integrated into the 
self-concept of the young people to whom we spoke about our project con
cept. It was reflected in their hairstyle, language and in their con
cerns for their neighborhoods and schools. The racial pride which had 
been a feeling to arouse in the 60's had become a reality in the 70's. 
In the project planning a major consideration was how to integrate this 
strong ethnic group consciousness into program substance which could in
crease the commitment of youth to conmunity service and participation. 
Dr. Gisela Konopka outlines some rights of youth which should be consider
ed in any program endeavor in their behalf (the same should apply for any 
group). They are: 11 1. The right of the individual to be himself, to 
think his own thoughts, and to speak them consistent to the rights of 
others; 2. The right to grow and develop his abilities to his utmost 
potential; 3. The right to air grievances and to seek redress; 4. The 
right to mistakes without unreasonable punishment; and 5. The right to 
justice. 11 3 

It seems that many institutions which service non-white youths are re-
1 uctant to encourage youth to identify with their ethnic group and the 
condition which they might experience. This seems particularly acute 
in the public school system where most non-white youth are educated. 

Dr. Konopka implores us to give youth the opportunity to: 

"To participate as equals within families at work and within 
the society. People are not born knowing how to make decisions 
and must gain experience. learn how to weigh alternatives and 
make choices. 

To think about themselves in relation to others; to find out 
how they are different; how they are the same as others. What is 
their identity? How do they like themselves? 

To discuss conflicting values, to experiment and try on roles, 
ideas, relationships. Educators and those who wor.k with you have 
a special part in this development. 114 

3 (Konopka, 1973, p. 4) 
4 (Youth's Rights to be Regarded as Persons, page 11) 



-456-

Out of the above deliberations, discussions and validation of the need 
for a workshop to give Black youth training in skills which could aid 
their participation in community activities--whether at school or in the 
broader community--the Leadership Workshop for Conmunity Development was 
created. It became 1JT1T1ediately apparent that it would be necessary to 
sell the university, community groups and even some youth themselves 
that their potential for community participation was possible. The 
4-H and Youth Service with its long history in citizenship and/or leader
ship development programs seemed the best place within the university to 
launch such an ambitious project. The substantive content of the work
shop was later adapted for adults in one of the communities from which 
youth had been selected for the Leadership Workshop f.or Community Develop-
ment. The Leadership Workshop for Community Development will pri-
marily · be discussed in the balance of this pape~ · · 

The Leadership Workshop for Conmunity Development 

The Leadership Workshop for Community Development (hereafter referred to 
as LWCD) was conducted for three years 1972-1975. A synthesis of the 
three year program activities will be presented. Each workshop had 
three phases: pre-workshop; the camp workshop; post workshop corrmunity 
involvement. 

Pre-Workshop Phase 

Participant recruitment and selection--six Iowa communities with the 
largest black and non-white populations were selected as target cof11Tluni
ties. Each was to recruit an equal number of youth for the project. 
Forty youth per year was the goal. Participants would be selected based 
on the following criteria (an average of 36 youth attended): 

Participants were: Boys and girls from 15-18 years old-
an equal number of each diverse--who were leaders; who were 
not, 1/3 of those who seemed to have potential for greater 
leadership, i.e., as exhibited by their community activity; 
were either a representative or from a range of economic 
groups; in/out 6f school; reconmended by schools, community 
centers, 4-H staff, citizens or by the project directors. 

The project directors visited each community prior to the workshop in 
order to: coordinate with the local 4-H staff person for that county. 
The person as coordinator was responsible for functions rangin~ 
from setting up meetings with community leaders and school officials to 
arranging transportation for youth to the week camp workshop. Visits 
with conmunity people and school officials was not only oriented to re
cruitment but focused upon initiating some "consciousness" about youth 
participation which hopefully would contribute to greater "support" for 
youth when they returned to their home community. Another function to 
the pre-visit was to meet with youth who might be interested in the pro
ject. It was important that youth realize the difference between a camp 
workshop which was primarily "task" oriented to a "recreation" oriented 
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camp. As a result of this effort 85% of the workshop participants had 
had prior contact with one or both of the project directors before they 
arrived. This aided greatly in reducing anxiety about the program as 
well as facilitated in getti_ng people from different communifies acquaint
ed. Parents, with whom there were evening meetings in the cornnunity, 
could be supportive of the project and relieved about who their child 
would be with when away from home--a priority concern of many non-white 
parents. Local coordinators, former counselors, and former participants 
aided greatly in the conmunity infonnation and recruitment/interviews 
after the first year. Absolutely essential in this endeavor was the 
local coordinator--this role would be necessary whether a program was 
local or state-wide, as was LWCD. 

Final selection of workshop participants was made by the project direc
tors in consultation with the local community coordinators and community 
consultants. Guidelines for the final selection was based on the di
versity criteria laid out for the local cornnunity selection. 

After the final group was selected there was a meeting with youth counsel
ors and their parents to begin to discuss problems in the community. The 
group selected one problem to which it would address itself at the camp 
workshop. Hopefully when they returned to the conmunity they would 
attempt to apply their solution which they would develop at the camp 
workshop. Youth were encouraged to bring maps, documents and other in
formation which would be helpful to them in their discussion of the 
problem. Here again, the local coordinators were extremely helpful in 
this process of the pre-workshop. They conducted these sessions and 
assisted with the acquisition of cornnunity data. Multiple loan arrange
ments were negotiated with community agencies. This included loan of 
staff as counselors, providing transportation to the camp workshop at 
the State 4-H Camp, and employment for some of those youth who attended 
the workshop. The primary source of employment was the Neighborhood 
Youth Corps program. This worked well for youth whose incomes were com
patible with the guidelines for the program. However, for youth who were 
of more middle-income backgrounds, the employment opportunities in agencies 
would not allow their active participation. 

The Camp Workshop Phase 

The workshop content focused on four major areas: (1) group process, de
cision-making, and cornnunity development theories; (2) community change 
strategies (skills and analysis); (3) self-awareness and assertiveness, 
and; (4) conmunity participation. 

(1) Theories of group process and corrmunity development--The experiences 
in the 4-H leadership program have emphasized learning theory, and have 
trained young people to evaluate decision-making processes. The community 
development workshop did give some attention to this phase, but focused 
more on how young people can apply this information in community groups. 
Staff focused special attention on solving problems of low income com
munities. 
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(2) Self-awareness and assertiveness training--A person who aspires to 
become a leader should have an awareness of his human potential and 
value. The lack of this awareness has been a barrier to minority and 
disadvantaged people who should be involved in decision-making. The ex
periences in the leadership workshop are designed to help people develop 
a positive self-image, and to help them build confidence in their abilities. 
That is crucial to their impact in group decision-making situations. 

(3) Expertise in development of conununity change strategies--Each of the 
young people at the workshop will be asked to bring a co111T1unity problem 
to the session ... one from his own contnunity. Groups will develop change 
strategies to cope with the problems, and co11111unity people will react 
to the students' solutions. The community panel will serve as the 
"reality testing" group ... the group that can determine how effective a 
proposed solution will be. This is the most crucial portion of the 
week's training; being able to translate learned leadership skills to a 
home conmunity environment. 

(4) Conmunity participation--The workshop will emphasize involving commun
ity resources in problem-solving. A goal is to have each participant 
assigned to work with a community-based agency after they return home. 
Follow-up visits by workshop staff will be made in each conmunity to 
assess student involvement and agency reaction. 

The workshop daily activities flowed from the philosophy expressed from 
the assumptions stated above. How were these content objectives programa
ti zed? A typical day's activities will be outlined with discussion to 
show how the objectives were operationalized. 

Camp Workshop Content 

6:45 a.m. Get Up 

7:00 a.m. Calisthenics--"To have a strong, healthy body is necessary for 
those who will be involved in the conmunity." Calisthenics included ac
tivities such as yoga, dance movement or run and dip (swim). All commun
ity members participated, even in the job after the particular physical 
activity (most days that is). 

7:15 a.m. Clean Up--Clean Body for Health 

8:00 a.m. Breakfast--Participants in family group cooked the breakfast. 
Tea111Nork required to plan menu; prepare and serve food and clean up. 

9:00 a.m. Morning Meditation--A thought for the day prepared by a family 
group; a song, a poem, silence, etc. to get the community motivated for 
its day's work. 
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9:15 a.m. Workshop I--You the Group Member--What kind of roles do you 
play in a group? What is a "playboy--gatekeeper?" What kind of needs 
do people get fulfilled in a group? Role play a meeting--How did you 
feel when he/she started to clown when you wanted to say something?, 
etc. 

11:15 a.m. Community Meeting--Experience in the Concept of Collective 
Decision-making. Decisions can be made using consensus rather than 
voting; simple parliamentary procedure; role of chainnan at a meeting; 
special emphasis on developing an agenda. 

The community meeting was one of the blocks on which the camp workshop 
was built. It was "participatory democracy" in action. During orienta
tion the workshop participants and staff hear the non-negotiable rules 
of the camp, i.e., respect shown to others; noise (record players, etc.) 
limited to 10:00 because of other campers; no smoking in cabins; terms 
of the contract signed by the participants and staff. All other rules 
for maintenance of the community were made by the community where all 
participants, including project directors, had one vote each. The com
munity meeting was the place where problems related to relations with 
staff /participants or complaints regarding program content we;e discussed. 

Examples of some topics discussed at community meetings: Breakfast would 
be prepared by community rather than catered; all assignnents for camp 
maintenance (food service, etc.) were negotiated by family groups; two 
participants who had a conflict talked it out with group members rather 
than fighting (we never had one in the three years); boys could only go 
to the girls' cabin after 4:00 p.m. and must leave if any girl asks them; 
swim time was changed to both morning and afternoon because it was so 
hot--morning session conducted at night instead of a program; supported 
project directors request to have at least the dinner meals without Earth, 
Wind and Fire blasting. 

While project directors occasionally had some nail biting moments, the 
majority of decisions made by this ·method were fair. They did not com
promise program content and definitely increased a feeling of "ownership" 
of the program by the youth participants. If for no other reason, we 
support "experiments" of youth/adults both in shared decision-making and 
the responsibility for consequences of their action. Youth who are being 
"trained" to participate in community decision-making must be able to 
"experience" the kind of comnunity that they might "advocate" as desirable. 

12:00 a.m. Lunch (Served by Family Group) 

1:15 p.m. Workshop II--Resources for Programs and Planning--This workshop 
presented the kinds of considerations one should make when planning pro
grams which involve people or resources outside of a local club, organiza
tion or church. Included was how to find groups who might be interested 
in your program; how to develop a short program proposal; how to get on 
the agenda for another group's meeting; how to present yourself and your 
idea to a group you want to support your idea; publicity; practicum in
volved the development of a short request; people acted as one another's 
panel. 
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3:30 p.m. Family Group--Time to plan the evening program, meditation, 
etc., for which a group might be responsible--rap time with adult coun
selors and peers assigned to group for one week. 

4:30 p.m. Initiative Exercise--Individual or Group--Activities at ob
stacle course created on model of Outward Bound Confidence Course. 
Example: (a) group has 3 minutes to get all its members over a 12 foot 
wall--no ropes; (b) be alone for 20 minutes, etc. 

5:00 p.m. Free Time--swim, trampoline, dance, sleep, talk 

6:15 p.m. Dinner 

7:30 p.m. Program--Family Groups Rotate Presentations: Skits, games, 
etc. Materials were available and encouragement was given for expression 
of the black experience through music, dancing, poetry, etc. 

9:00 p.m. Snacks 

10:10 p.m. Evening Meditation and Closing Thoughts for the Day 

11:00 p.m. Lights Out--Quiet Time (usually) 

Other Significant Content 

Cultural Arts Fair--One afternoon was spent in exploring the Arts as a 
medium of self-expression. Resource people, counselors and youth parti
cipants held workshops in: African dance, drawing, drama, music (vocal), 
photography, video-taping, tie dyeing. 

Proposal Writing and Preparation--Much of this day would be focused on 
helping the participants begin to pull their ideas into a formal proposal 
which would be presented to adult "reaction" panels during the next 
afternoon. Emphasis was placed upon clear problem definition, use of 
quantitative and life experience data to illuminate problem definition; 
realistic budgeting, etc. 

Friday Panel--A combination of public officials from the hometowns of 
the youth participants, resource people from the University, and staff, 
served as "reaction panels." They became the Des Moines City Council, 
the Fort Dodge School Board, or whatever body was needed by the proposal 
content. By having people familiar with the community, panel reactions 
were very authentic. The youth would present their "proposed" solution 
to the panels--a request for a youth center, a change in the curriculum 
to include more black studies, an art fair, a youth center plan, etc. 
The panel would accept/reject the proposal and would then critique youth 
on how they possibly could have been more convincing. 

- . . . ~ - --- -- .-• . ·- ·-- -- ... -

Post Workshop Activity 

Counselors voluntarily met with youth when they returned home to plan 
any follow-up action; the'· local extension coordinator was to assist when 
possible. This model was abolished after the first year. The only youth 
who "collectively" implemented their plans this first year was a group 
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which came from one community as part of their summer work experience 
(the workshop served as part of their orientation). This group developed 
a youth newspaper, an art fair, and conducted a very successful cross
cultural workshop. In the second and third year of the project much 
effort was spent to get youth jobs in the same agency and to get one 
person designated in that agency who would work with them. This approach 
worked more effectively and seemed essential to insure maximum follow
through by "groups from a city." Projects conducted included: 1) cultural 
art fairs; 2) coordination with adults seeking black teachers in schools. 
Youth testified at a :school board meeting regarding this issue; 3) presen
tation of a proposal to the Recreation Board for a part-time staff--posi
tion later funded; 4) recreation program for young children developed and 
conducted; 5) a black student organization was revitalized and a sponsor 
obtained; 6) follow-up with city council person met at camp to discuss 
plans .. for a-::;. teen center then was referred to teen council in community; 
7) youth developed a leadership experience for other youth. 

On the level of the individual participant schools, colTITiunity residents, 
etc. reported better self concepts in some youth; more participation in 
activities in school and community by workshop participants. There wer.e 
more aspirations for college attendance and community work careers. 
better job performance and greater awareness of their racial identity. 
These were the changes reported .which seemed to excite some people who 
work in the youths' environment. 

For two years youth were given locus of control questionnaires in an in
formal survey to determine if the workshop had an · ffect upon participants 
perceptions of what forces controlled their life--internal, {extennal), 
luck/chance/powerful others.Questionnaires were given on the first and 
last day of the workshop. They were readministered in the coJTtnunity two 
to four months from the time the participants left the workshop. During 
the first testing participants rated luck and power·ful others Of ~nimary 
forces that controlled events in their lives. The internal scale was 
lowest. By the end of the weekend the internal scale was highest with 
external dropping to second and third position. In the community test 
the internal scale had dropped somewhat, but still remained higher than 
external/luck forces. A more systematic research project is .needed. 

What was Learned from this Project? 

John Mitchell addressed one phenomenon we reaffirmed over three years of 
experimenting with LWCD. Youth need to feel important and to contribute 
to their communities. Mitchell contends that: "The only way self-impor
tance can be completely experienced is as a result of doing important 
work ... we have come to accept the idea that young people feel important 
if we tell them they are important or if we demonstrate to them that 
we hold them in high esteem. This is only partially correct, and these 
techniques only partly satisfy the need for self-importance. Proof is 
in doing, not in being told. A corollary of the need for self-importance 
is the need to make significant contributions to the environment in which 
one lives. Again being told is not enough. Youth need to contribute 
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to the significant events in their world. We sublimate this impulse by 
granting token opportunities for contribution as with sexual sublimation, 
however, this is not successful and results in frustration. 11 3 Whether 
the participation of the youth was in the management of the Leadership 
Workshop for Corrmunity Development, developing an art fair, or present
ing a proposal to a panel of officials the young people experienced 
significance--their effort made a difference. 

1. Youth need "s i gni fi cant 11 adults who can directly work with them to 
help them assess their various strategies and ideas. Those youth who 
worked in groups with a sensitive facilitator were more likely to create 
11 corrmunity 11 projects than individual youth or those in more informal re
lationships with adults. Reality testing from an experienced person is 
essential for youth development in corrmunities or as people. 

2. Adult attitudes toward youth as participants and influences of 
decision-makers is a clear limitation of what youth can impact in many 
communities. "We (adults) know what is best for them." This same attitude 
applies to the poor and other disenfranchised until they can organize 
a critical mass. 

3. Youth with multiple personal social-behavior barriers can benefit 
from such an experience, however, it related more to being in an accept
ing environment than the skill development orientation of the program. 
Those youth who have previously participated in community affairs, those 
who have high concerns about conditions in their conmunity and those who 
are intellectually curious may respond most favorably to the didactics 
of a conmunity problem solving workshop. The challenge is to keep program 
content flexible and supplemented with events such as recreation, a 
cultural arts fair and initiative exercises to temper the more 11 school
like11 content. A diverse population accented this need and would be re
conmended for the future. 

4. There must be an organizational corrmitment which seeks to do this 
style of citizenship education by key administrators in an organization-
whether on a state or local basis, extension service or neighborhood home. 
Any program focus on creating more political awareness and skills to 
create more effective participation of new audiences in the corrmunity can 
become a political football within an organization or within the community, 
i.e., when fuding becomes a question (youth did not pay to attend this 
program). 

5. It became clear that many more youth and adults could benefit from a 
similar experience. The same format seems operative, adapted to the 
work schedules of people in a conmunity. Two local corrmunities did local 
youth projects using the Leadership Workshop for Community Development 
model. with success. The traditional 4-H Leadership Camp adopted the part 
of the model which had youth identify problems while · still in the commun
ity; they now use 11 live 11 adult reaction panels. A counselor sunmarized 

3 (Mitchell, 1975, p. 38) 
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the Leadership Workshop for Conmunity Development in the following poem: 

They came from different places 
They all had different faces 
They came to get things done 
And getting things done they did. 

Wonderful ideas they had, 
Wonderful ideas they shared. 
Now they are all aware, 
Of the things they can do. 

They have met new people and friends. 
Now that things have come to an end, 
Let us all say thanks 
And hope this will happen again. 

Alvin Watson 
Counselor, LWCD 
Des Moines, Iowa 
1974 

An adult project was conducted in Fort Dodge adopting the model of the 
Leadership Workshop for Conmunity Development. 

Conclusion 

The LWCD project focused on training people for conmunity participation. 
The process is not only one of giving people information about group 
process and conmunity influence strategies, but it is one of giving 
people a "support system" which can provide encouragement and additional 
technical assistance if needed. It is a process of altering concepts 
of reality about groups and organizational dynamics by "breaking it 
down." It is a process--most importantly--of changing people's self
concept about their "importance" and "value" to themselves and others. 
A training approach which combines these processes may have a greater 
chance of developing roore participation of the young, poor, non-white 
and disenfranchised in conmunity decision-making. 
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AUDIO-CASSETTES FOR USE BY 4-H AGENTS IN TRAINING 
PARAPROFESSIONALS RESPONSIBLE FOR VOLUNTEER PROGRAMS 

Marjory Mortvedt, Ph.D., Leader 
Staff Development and Program Analysis 

The Ohio State University 

Extension specialists in the Land-Grant Universities have long 
assumed the responsibility for in-service training of Extension 4-H pro
fessionals in recruiting volunteers and managing volunteer programs. For 
more than 70 years the Land-Grant Universities have reached large numbers 
of 4-H youth at the county level by use of volunteers under the direction 
of professionals. In 1973 a 4-H paraprofessional position, the Program 
Assistant, was added in many states. Program Assistants were directed 
to increase the numbers of youth in the 4-H program, and thus to assume 
responsibility for a great deal of volunteer recruitment and support. 

PARAPROFESSIONAL TRAINING NEEDS 

Difficult problems are often associated with the assimilation of a 
new position into an ongoing organization. Decisions must be made about 
the ways in which the new position holders will be used, the levels of 
proficiency desired, and the responsibility of the organization in devel
oping the desired skill levels. Responses to these problems are related 
to the type of person employed. 

In Ohio the educational level of the Program Assistants averages 13 
years and ranges from 10th grade through the Master's degree. More than 
60 percent have been 4-H members, and half have been club officers. Their 
prior experience has frequently left them with outdated concepts of 4-H 
programming and volunteerism. Thus, most of the new Program Assistant 
position holders need training in recruiting and working with volunteers. 

Training policy for Extension Program Assistants varies by state. 
In Ohio, paraprofessional training is provided by county, and occasionally, 
area professionals. County professionals are trained by state and area 
staff. Often county 4-H professionals are young and inexperienced and have 
a high rate of turnover. They have many educational needs, and the amount 
of in-service training available to them with respect to volunteerism is 
limited by their need for many types of training. Frequently, young county 
4-H professionals have little knowledge of the managerial aspects of a 
volunteer program, and their in-service education generally has been con
centrated on other areas. 

Most training provided to Program Assistants has been on a one-to-one 
basis by their supervising professionals. This is workable when profes
sionals possess subject matter useful to the paraprofessionals and convey 
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it accurately. The training available with respect to the volunteer pro
gram has been widely varied. Its quality has depended upon the 4-H pro
fessional' s knowledge level, the time available, the professional's skill 
in teaching, his or her interest, and the relationship between the pro
fessional and paraprofessional. 

Extension philosophy for its clientele has been to help people help 
themselves. As an example, research has been carried out in the univer
sities to determine economically feasible agricultural practices. Extension 
specialists have put the findings into understandable and usable forms for 
local agents and lay clientele. In its ideal form this delivery system has 
channeled information from researcher to Extension specialist to agent for 
application by clientele. 

This system is not well implemented with respect to much of the train
ing available to paraprofessionals. A prime example is in information about 
volunteerism. Little research about volunteerism has come out of Land-
Grant Universities. The research which exists is not integrated or developed 
into a useful guide for the practitioner. Because there is so little empir
ical information, most volunteer program behavior exists as an art, not a 
science. Specialists who wish to give leadership have a meager research 
base ·to draw upon. When the specialist is restricted to working with pro
fessionals, even this information is limited by each professional's fil
tering process in cormnunication with the paraprofessional. 

Alternative paraprofessional training strategies that take better 
advantage of the Extension delivery system are required to develop the 
skills of paraprofessionals. Methods which make use of the best research 
available and educational guidance by Extension specialists need to be 
integrated with local training. There is a need for cost-effective train
ing which brings the best available information to each paraprofessional 
at the lowest possible cost; for time-effective training which can be 
conducted using minimum time of both agent and paraprofessiona~ and for 
human resource development training which results in a paraprofessional 
who is equipped to effectively fulfill volunteer program responsibilities. 

A possible supplemental alternative to conventional county training 
is the development by specialists of a basic, sequenced volunteer cur
riculum for agents to use in training paraprofessionals. These lessons 
can be delivered by individualized audio cassette instruction. This 
instruction can be accompanied by training by the professional which 
builds on the cormnon base generated. Using audio cassettes assists 
an inexperienced professional to learn along with the paraprofessional. 

Such a lesson series has been developed in Ohio for the 4-H para
professionals. Use of this type of training helps compensate for re
source constraints such as policy restricting specialist contact with 
paraprofessionals, limitations in agent training strengths, frequent 
turnover, and wide dispersal of 4-H paraprofessionals throughout the 
state. 
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CASSETTE DEVELOPMENT 

The training materials were developed and put into service by 
working with a broad representation of members from the Extension deliv
ery system. The initial strategy decision to use audio cassettes to 
reach program assistants was made in the state training office in Ohio. 
The implementation of that strategy required use and reinforcement of 
linkages between Federal Extension Service specialists, specialists in 
several states, Supervisors, Area Agents, county agents, and parapro
fessionals. 

Audio cassettes were innovative for training Program Assistants and 
potentially expensive to develop. Limited amounts of dollars were avail
able in Ohio Extension, thus additional funding sources were sought. The 
Ohio Bell Telephone Company was contacted and expressed interest in devel
oping video cassettes, audio cassettes, and printed training materials 
jointly in return for a comparison of their cost-effectiveness in -employee 
training. However, they, too, had dollar constraints and were forced to 
withdraw. 

The 4-H Foundation in Washington, D.C. responded to a funding request 
by providing $3,000 in September, 1975. In return two Ohio specialists, 
one from 4-H and the author, were requested to lead a workshop on training 
4-H paraprofessionals at the 4-H Center in Washington. The audio cassettes 
were introduced at this workshop. Four-H monies permitted initial develop
ment of the audio cassettes. 

There still remained a need to evaluate their effectiveness. A 
Special Needs Grant in the amount of $27,217 was given by the Federal 
Extension Service in April, 1976 to determine the cost-effectiveness of the 
training series. The long range objective of the evaluation was to pro
vide information for decision making about training modes to be employed 
for paraprofessionals and professionals in the Extension Service. Three 
additional states, Virginia, Nebraska, and Iowa were included under this 
grant. They. and Ohio formed a consortium for final content development, 
testing, and evaluation of the materials. A fifth state, Massachusetts, 
joined the consortium after the 4-H paraprofessional training workshop in 
Washington. 

The first step in actual cassette development was taken prior to the 
4-H Foundation grant. An Ohio committee was chosen to assist during the 
entire process from content selection through evaluation of the materials. 
Eighteen people served initially on the advisory committee: 4-H agents, a 
Home Economics agent, Area 4-H agents, paraprofessionals and state special
ists. This committee decided upon volunteer program management as the 
cassette subject matter. 

Knowledge about volunteerism was extensively researched as the basis 
for content of the training. This was accomplished by a thorough search 
of the literature and contact with people active in volunteerism. The 
graduate assistant working on the project was a mature woman with an 
extensive background in a volunteer fund raising organization. Her actual 
experience made a major contribution to the subject matter content. The 
experiences of 4-H agents and program assistants whose work with volunteers 
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was superior were also collected during county visits. Agents and program 
assistants were asked to share their ideas and knowledge as a means of 
keeping the material valid and realistic. A further contribution was made 
by cassettes taped during actual county planning and recruiting meetings. 

The number of people who advised on the project grew to 38. Meetings 
to verify content and increase its acceptability were held with 4-H special
ists and all 4-H agents in two areas of the state. Troublesome words were 
eliminated, concepts clarified, and potential "turn offs" discovered. By 
these processes content was based on both research and practice and was 
presented at the . level of actual county experience. 

The last major revision occurred after meeting with specialists from 
the other three states and the Federal Extension Service. The group at 
this meeting decided that an Agent's Guide was needed to support and 
define the agent's role in training with the audio cassettes. 

CASSETTE FORMAT 

During the period of content development other important decisions were 
being made about format. Valid content represents only one of the qualities 
needed by effective training materials. The format for their presentation 
and use is vital to acceptance. 

Audio cassettes _are extremely versatile and can be used in many inno
vative ways. Tapping this versatility and other important strengths 
increases the acceptability of audio cassettes by the three groups of 
people most involved in paraprofessional training: learners, teachers 
and funders. 

Learners find these advantages in audio cassettes. They may: 

- select the time and frequency of use 
- listen more than once 
- listen in an environment of their own choosing 
- learn in spite of lack of reading and writing skills 

Teachers like audio cassettes because they are: 

- self paced 
- useful for many kinds of subject matter and different lengths 

of presentation 
- able to be keyed to local people, events, etc. 
- credible because local keying can be combined with specialist 

authority 
- simple to operate 

People responsible for funding like audio cassettes because they are: 

- low in cost 
- standard in format with no problems in compatibility of cassette 

and player 
- quickly and inexpensively duplicated using high speed equipment 
- easily stored 
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In short, audio cassettes make possible individualized instruction by 
providing an uncomplicated, inexpensive playback system which may be used 
at the learner's discretion. The advantages listed more than compensate 
for their disadvantages which are: 

- difficulty in locating a specific section of content 
- problems in overdriving speakers on playback equipment to get 

sufficient volume for large groups 
- need for inital production on reels to allow editing, necessitating 

subsequent transfer to cassette format 

After careful consideration of their advantages and disadvantages, the 
following format was developed for audio cassette use in 4-H parapro
fessional training. 

Two related segments are presented on each of six audio tapes. The 
first segment is a dramatized experience about one aspect of the 4-H vol
unteer program. After listening to the first segment, the learner is to 
turn the tape recorder off and complete the accompanying work sheet. When 
this is done, the learner is to turn the recorder on again and listen to 
the second segment. In the second segment, suggested answers are given to 
the work sheets. Each cassette has a story, music, an opportunity for · .. 
activity in completing worksheets, and aut~oritative answers to questions. 
Both sides of each tape are the same to facilitate use. 

The cassettes are mounted inside the cover of an attractive vinyl note
book. The entire package of notebook, six audio-cassette tapes, and related 
teaching materials form a training module. Scripts for each cassette are 
included in the module, along with worksheets, an Agent's Guide, an appen
dix, and a glossary of terms. The scripts and worksheets are a different 
pastel color for each tape and are indexed by color and name of tape. The 
notebook has a green logo on a royal blue background, and the logo is used 
on each script and worksheet. The attractiveness of the art work and colors 
aid in module acceptance. 

Quality of sound also influences acceptability of audio cassette train
ing. Experimental tapes were cut using Extension personnel. However, 
their reading proved too stilted. University theater students were selected 
to make the final tapes, though one of them had some difficulty in reading. 
(For future tapes, students of radio will be used.) The tapes were cut and 
edited in the university radio studio, producing generally excellent sound 
reproduction. 

CONTENT 

The title of the module, "The Volunteer Community," reflects one of its 
underlying themes. Emphasis is given throughout the module to building net
works of people whose relationships underpin the entire volunteer program. 
The techniques and ideas suggested in network building are based on principles 
of organization and community. 

Another basic framework is management, especially decision-making and 
problem solving. Specifically, in tape one the process of goal setting 
and strategies for reaching recruitment goals are outlined. In tape two 
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considering alternative recruitment strategies and choice of those most 
appropriate are illustrated. Tapes three, four and five discuss alterna
tive methods for contacting, retaining and recognizing volunteers. In tape 
six ways to evaluate are described as means of improving program, documenting 
results, . and assuring support. In this way management concepts are pre
sented in a specific, applied form. 

Each tape has as its theme a basic process in the 4-H volunteer pro
gram. These are: #1 Planning recruiting; #2 Implementing recruiting; 
#3 Contacting potential volunteers; #4 Retaining volunteers; #5 Recog
nizing volunteers; and #6 Program feedback. Many ways are suggested in 
each tape for carrying out the process under discussion. 

The scripts for each tape are preceded by learning objectives which 
capsulize content. For example in the tape on planning, the learning 
objectives are that the learner will be able to: 

1. Plan an organized recruitment campaign which is: 

- initiated by an analysis of the situation 
- realistic in goal setting 
- controlled by a schedule 

2. Plan a volunteer program which includes: 

- using volunteers from many backgrounds in diverse capacities 
- conducting awareness efforts 
- retaining ongoing volunteers 
- using the resources of people in the community 
- combining ongoing and special efforts 

After reading these objectives, the learner knows what he or she is expected 
to be able to learn to do and at the same time has an overview of the content 
before becoming involved in specifics. 

The scripts are accurate copies of the content on the tapes. Learners 
can read as they listen to reinforce the learning process. Points of empha
sis in the tapes are clearly outlined in the scripts, and the learner can 
underline especially important concepts or ideas. The scripts help over
come the cassette disadvantage of inability to find a particular point 
because specific ideas can be easily located. 

Each worksheet amplifies the content in the first part of the tape. 
It initiates an inductive learning process in which information about the 
county or local volunteer situation is developed. For example, Worksheet 2 
on implementing contains these questions: 

1. What are the characteristics of 4-H volunteers in your county? 

Sex; Race; Age; Special Skills; Educational Level; 4-H Background; 
Length of Service; Occupation. 
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2. What organizations and people other than those listed on the tape 
could be used in your county to help you get the names of prospective 
volunteers? 

3. What are the best months for a special 4-H volunteer recruitment cam
paign in your county? 

4. What are the advantages and disadvantages of organizing a special 
recruiting group in your county? 

5. List personal qualities that the more successful volunteers in 
your county have. 

6. How can you best conduct an awareness campaign in your county? 

From answers to these questions and those provided by the second section 
of the tape, the learner goes on to develop and use activities to conduct 
a recruitment campaign. In this way the learner provides and acts on rele
vant content. He or she makes behavior changes, the real test of learning. 

Additional materials for learning experiences are found in the appendix. 
These include examples of volunteer job descriptions, a position description 
worksheet, a volunteer application, evaluation formats, suggestions for 
teaching volunteers and an Extension Service publication, "Developing 4-H 
Curricula for Training Volunteers." These materials are intended for use 
in expanding the cassette content. They provide illustrations of ways 
concepts can be given reality. 

LEARNING EXPERIENCES 

The module was planned as a guide to inquiry. It was assumed that 
both 4-H professionals and paraprofessionals have varied personal experi
ences which will contribute to the knowledge gained. Both the professional 
and the program assistant will be involved in an inductive learning experi
ence in which new ideas are developed for use in the county. The profes
sional' s role will be that of guiding the learning process, assigning learning 
experiences, highlighting valuable ideas, summarizing, and relating different 
ideas to each other. As the last step in each lesson, the professional's 
role will be to lead the decision-making necessary for applying the new 
ideas developed to the county. 

As with any teaching method, this module will be most effective in 
changing behavior if it is used when the learner is at an appropriate stage 
of readiness. The program assistant's work experience must be adequate 
before he or she is expected to learn how to conduct a comprehensive vol
unteer program. 

The professional must be familiar with the module content before 
assigning it to the program assistant. The materials included are 
complex, and not always easily recalled. Familiarity with the concepts 
will help the professional give better back-up teaching. 
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Learning will be most effective when the cassettes are assigned 
individually. Enough time should be spent on each cassette to allow 
for reflecting, completing the work sheets, and internalizing the con
cepts. 

Two types of learning experiences can occur with cassettes. A passive 
experience results if the learner merely listens. On the other hand, if the 
user does something in addition to listening, active learning occurs. 

To get the most benefit from the cassettes, the learner must be active 
rather than passive. Ways of doing this include: 

· 1. Preparation for Listening 

Discussing the format of the module and the content of each tape 
before using it helps make learning active. 

For example, talking over volunteer recruitment in the specific county, 
or ways the professional and program assistant view their roles can 
help develop positive attitudes toward the materials. The content on 
the tapes may not be exactly the way the volunteer program is carried 
out in the county, and a simple statement such as "Okay, now let's 
listen to the tapes and see how what is said fits in with us," gives 
positive reinforcement. 

2. Completing the Work Sheets 

Thinking through and recording answers to each applicable question on 
the work sheets helps make learning more active. It is suggested that 
the actual writing be done on copies of the originals found in the 
module. The work sheets can be completed by the pro~ram assistant 
or the professional and program assistant, whichever is most suitable 
to the situation. Eliminating the work sheets may be a temptation 
in order to save time, but they're important links which give meaning 
to the second part of the tapes. Writing down answers on paper brings 
feelings, thoughts, and ideas into the open. And, the process involved 
in finding answers helps make the concepts useful to a specific county. 

3. Feedback After Listening 

After the user has listened to the tapes and the work sheets have been 
completed, it is critical that some discussion between the program 
assistant and professional takes place. This provides an opportunity 
for feedback concerning perceptions and feelings about the module and 
its implementation. Specific application of the tapes to a county can 
be made at this time. 

4. Relistening 

A helpful way to increase retention is relistening and discussing all 
or some of the tapes from time to time. Or, it may be useful to listen 
to the summary at the end of a tape. It is surprising how much can 
be missed with only one playing. 
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The role of the professional is crucial to complete training. By using 
the module, the paraprofessional can become familiar with volunteer program 
"how to's." However, the most effective audio cassette instruction is 
accompanied and followed by supplementary training which builds on the common 
base generated by the individualized instruction. With both types of train
ing, the program assistant will have the needed tools to implement an effec
tive volunteer program. 

The Agent's Guide provides the 4-H professional with several kinds of 
assistance for use in training the program assistants. The Guide contains 
six sections, one for each lesson. Each section is divided into: 

1) Generalizations 
2) Experiences 
3) Materials Needed 
4) Topics for Discussion 
5) Decisions to Make, and 
6) Application 

To illustrate these elements, one is taken from each section of the guide. 
The generalizations from Planning - #1 are: 

- An organized recruitment program results in greater numbers of 
volunteers than unorganized efforts. 
Using the resources of community people in recruitment results in 
a greater number of volunteers than using only paid staff. 

- An organized recruitment program is initiated by an analysis of 
the situation, is realistic in goal setting, and is guided by a 
plan. 

- A recruitment campaign is part . of an organized recruitment pro
gram, is an intensified effort, and is controlled by a schedule. 

Two of the "Experiences" from Implementing - #2 are: 

- Think about desirable characteristics for volunteers in your 
county, different types of 4-H volunteer jobs possible, and ways 
community people can be involved. 

- Develop a form for listing potential volunteers' names, addresses, 
telephone numbers, volunteer job asked to do and alternatives, 
acceptance, or refusal and reason. 

The"Materials Needed" for Contacting - ~f3 are: 

- Information about the 4-H program useful to recruiters. 
- Examples of materials used in previous recruitment (radio spots, 

sign up sheets, handouts, letters, record sheets, etc.). 
- Information about the role playing technique. 
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Some of the "Topics for Discussion" suggested in Retaining - #4 are: 

- What would be the advantages of using volunteer job descriptions 
in the county? Disadvantages? 

- What kind of 4-H volunteer training are we doing? What subjects 
are included? 

- How well do we use methods for teaching adults? 
- What efforts are we making to develop positive relationships 

in the county volunteer network? 
- What opportunities for change in responsibilities are available 

to county 4-H volunteers? 
- Are 4-H volunteers evaluating their own performance on the basis 

of their job descriptions? 

The "Decisions to Make" suggested for Recognizing - 15 are: 

- What kind .of 4-H volunteer recognition should we use? 
- Do we ne~d to improve our network of "recognizers" for 4-H 

volunteers? 
Do we need to improve staff relationships with volunteers? 
What is an appropriate division of county recognition responsi
bility? 

The "Application" section for Evaluation - :ff6 contains these two 
behaviors: 

- Use of activities which effectively evaluate county 4-H volunteer 
program and volunteer performance. 

- Assignment of evaluation activities to professional and/or pro
gram assistant and selected volunteers. 

The professional selects the generalizations, experiences, topics for 
discussion, and decisions to make which are most appropriate for the local 
county as he or she guides the learning process. 

Those professionals having limited organizational experience or who 
are new to the job will find use of the module, with assistance from the 
Agent's Guide, a simpler process than if they had to be the main source 
of information. All professionals should find the materials helpful in 
providing the ·basis for learning experiences. 

LEGITIMIZATION 

Even well done materials will be used only if they are entered into the 
Extension system using appropriate channels. In order to develop support, 
a large group of Ohio Extension personnel chose the subject matter area and 
assisted throughout the materials development. A four state committee gave 
final approval to the content. Its members spearheaded module use in their 
states and ·supervised its local evaluation. 

National 4-H Foundation and Federal Extension Service Special Needs 
funding was secured, and the module was introduced at a national para-



professional training meeting i.n Washington. Subsequently, manufacture 
and promotion were taken over by the 4-H Council. The module was also intro
duced at a regional Extension staff development workshop. The present paper 
represents its introduction to a nation~ide university audience. 

In Ohio supervisory and administrative personnel were kept informed 
about the progress of the materials as they were being developed. At the 
time the materials were completed, Area Supervisors were given individual 
demonstrations and asked to help plan dissemination and evaluation. Area 
Supervisors indicated the counties likely to retain Program Assistants 
after a funding change in January, 1977. They then assisted in drawing a 
random sample to receive cassette training. Four-H professionals in each 
of the counties velected for the sample were given local training responsi
bility. They are using the cassette series to train their own program 
assistants. 

The legitimization process can be traced from state to federal, 
regional, area, and local Extension personnel and to others who were 
interested. Their awareness and support of the materials and process 
helped make crea~ion and use .of the "4-H Volunteer Cormnunity" possible. 

SUCCESS? 

The strengths of the Extension delivery system have been utilized in 
preparation of this module. Specialists at the university level have worked 
closely. with national, area, and local Extension personnel in developing 
training materials for county paraprofessionals. The specialists have 
taken ultimate responsibility for developing understandable and effective 
materials for use by local agents in training 4-H program assistants. 
The specialists have used research findings, coupling it with data .from 
the most effective local practice, ~n an attempt to develop valid content. 
They have also taken all steps possible to legitimize the training format 
and process in order to assure its acceptance. 

The next question is, did it work? . Is the training effective? Will 
more volunteers be recruited and retained in counties where the audio 
cassette training materials were used? At present a .five state evalu
ation of these materials is being conducted to answer these questions. 
The final report will be completed in 1978. 
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TRAINING VOLUNTEERS FOR SERVICE IN THE JUVENILE 
AND CRIMINAL JUSTICE SYSTEMS 

William S. Stephenson, Coordinator 
Continuing Education In The Justice Systems 

School of Social Work 
Virginia Commonwealth University 

Richmond, Virginia 

Dramatically increasing interest during the present decade in the juvenile 
and criminal justice systems has led to both a groundswell of persons de
siring to give their services to the systems voluntarily and to a gradual 
increase in the number of justice systems administrators willing to use 
such services. These phenomena have occurred nationwide and have been en
couraged by such federal legislation as the Omnibus Crime Control and Safe 
Streets Act of 1968 as Amended, and the Juvenile Justice and Delinquency 
Prevention Act of 1974. Additional encouragement has come from profession
al organizations such as the American Correctional Association, the Nation
al Center for Voluntary Action, and the National Information Center on Vo
lunteerism. 

In Virginia the growth of interest in giving volunteer services and of in
terest in accepting such services has received official sanction and stimu
lation from a variety of sources. Notable among these are the Virginia 
Council on Criminal Justice, which, using LEAA blck-grant funds, has made 
numerous grants, through the Division of Justice and Crime Prevention, to 
fund volunteer programs, including both training and administration com
ponents. 

Subsequent to the initial support shown by the Council on Criminal Justice, 
Governor Mills ' E. Godwin, Jr., created the ' State Office on Volunteerism, 
by the action cited below: 

EXECUTIVE ORDER NUMBER TWENTY-FIVE (75) AS AMENDED 

STATE OFFICE ON VOLUNTEERISM 

By virtue of the authority vested in me as Governor, I hereby establish 
the State Office on Volunteerism, within the Division of State Planning and 
Community Affairs. 

A. State Office on Volunteerism 

1. Purpose: This Executive Order is issued to establish the State 
Office on Volunteerism to encourage and enhance volunteerism in 
the Commonwealth through the concentrated and coordinated use of 
Federal, state, regional, and local public and private resources. 

2. Administration: The Office shall be headed by a State Coordinator 
on Volunteerism. The Office will report administratively to the 
Secretary of Administration and Finance through the Director of 
the Division of State Planning and Community Affairs. A member of 
the Governor's immediate staff shall provide progrannnatic direc
tion to the Office on Volunteerism. 
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3. Duties: The Office shall perform those activities necessary 
to encourage and enhance volunteerism within the Commonwealth, 
which includes: 

a. Collection and dissemination of information on volunteerism; 

b. Assistance and support to volunteer-oriented groups, state 
or local; as determined to be in the best interest of the 
Commonwealth; 

c. Liaison and coordination of federal, state, regional, and 
local volunteer efforts; 

d. Foster and promote training for volunteer directors, staff, 
and volunteers; and 

e. Fostering and promotion of the recognit ion of the accom
plishments of volunteers and volunteerism and their accom
plishments within the Commonwealth. 

4. Resources: The Office shall, to the extent feasible, make use 
of the fiscal and staff resources available within the Division 
of State Planning and Community Affairs, and work through and 
with existing federal, state, regional, and local agencies and 
with private groups. The Director of the Division of State 
Planning and Community Affairs may employ such personnel and 
contract for such services as may be required to perform the 
duties of the State Office on Volunteerism. 

B. Advisory Committee 

1. Appointments: The Governor shall appoint the members of the 
Advisory Committee to the State Office on Volunteerism. 

2. Composition: The Advisory Committee shall consist of fifteen 
(15) members and the regular term of office for each member 
shall be two years. The members shall - (a) have knowledge, 
skills, and expertise in volunteerism and shall be represen
tative of the public and private segments of the state in
volved in volunteer programs; and - (b) elect from their num
ber a chairman for a one year term in such a manner as they 
may determine. 

3. Duties: The Advisory Committee shall advise the Division of 
State Planning and Community Affairs, State Office on Volun
teerism on the methods, techniques, and procedures to accom
plish the duties of the Office. 

Given under my hand and the Seal of the Commonwealth of Virginia, this 
7th day of November, 1975. 

(signed) · Mills E. Godwin 
Governor 
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More recently, and most significantly, the Virginia General Assembly in 
its 1977 session amended the Code of Virginia as follows: 

Be it enacted by the General Assembly of Virginia: 

1. That the Code of Virginia is amended by adding in Title 2.1 a 
chapter numbered 32, containing sections numbered 2.1-422 through 2.1-427, 
as follows: 

CHAPTER 32 
VIRGINIA STATE GOVERNMENT VOLUNTEERS ACT 

2.1-422. Declaration of legislative intent; short title-Since the 
spirit of volunteerism has long animated generations of Americans to give 
of their time and abilities to help others, the Cormnonwealth would be wise 
to make use of volunteers in State service wherever practically possible. 
Effective use of volunteers in State service, however, requires that State 
agencies be provided guidelines for the development of volunteer programs 
and the utilization of volunteers. The General Assembly intends by this 
chapter to assure that people of Virginia may derive optimal benefit from 
volunteers, and that the time and talents of volunteers in State service 
may be put to their best use. 

This chapter may be cited as the Virginia State Government Volunteers Act. 

2.1-423. Definitions.-As used in this chapter, the following terms 
shall have the following meanings unless another may clearly be inferred 
from the content: 
1. "Volunteer" shall mean any person who, of his own free will, provides 
goods or services, without any financial gain, to any agency, instrumen
tality or political subdivision of the Cormnonwealth; 
2. "Regular-service volunteer" shall mean any person engaged in specific 
voluntary service activities on an ongoing or continuous basis; 
3. "Occasional-service volunteer" shall mean any person who provides a 
one-time or occasional voluntary service; 
4. "Material donor" shall mean any person who, without financial gain, 
provides funds, materials, employment, or opportunities for clients of 
agencies, instrumentalities, or political subdivisions of the Cormnonwealth; 
5. "Department" shall mean and include all departments and divisions enu
merated in 2.1-1 of the Code and local agencies under the jurisdiction or 
supervision thereof. 

2.1-424. Scope of chapter; status of volunteers.-A. Every department, 
through its executive head, is hereby authorized to develop volunteer pro
grams and accept the services of volunteers, including regular-service 
volunteers, occasional-service volunteers, or material donors, to assist 
in programs carried out or ad.ministered by that department. 
B. Volunteers recruited, trained, or accepted by any department shall, 
to the extent of their voluntary service, be exempt from all provisions 
of law relating to State employment, hours of work, rate of compensation, 
leave time, and employee benefits except those enumerated in or consistent 
with 2.1-426. Volunteers shall, however, at all times comply with appli
cable work rules. 
C. Every department utilizing the services of volunteers is hereby au
thorized to provide volunteers with such incidental reimbursements as are 
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consistent with the provisions of 2.1-426, including transportation 
costs, lodging, and subsistence, as the department deems appropriate 
to assi t volunteers in performing their duties. 

2.1-425. Responsibilities of departments.-Each department uti
lizing the services of volunteers shall: 

1. Enlist the services of the Virginia State Office of Volunteer
izm to assist in the development of volunteer programs. 

2. Take such actions as are necessary and appropriate to develop 
meaningful opportunities for volunteers involved in its programs and 
to improve public services; 

3. Develop written rules governing the recruitment, screening, 
training, responsibility, utilization and supervision of volunteers; 

4. Take such actions as are necessary to ensure that volunteers 
and paid staff understand their respective duties and responsibilities, 
their relationship to each other, and their respective roles in ful
filling the objectives of their department; 

5. Take such actions as are necessary and appropriate to ensure 
a receptive climate for citizen volunteers; 

6. Provide for the recognition of volunteers who have offered 
exceptional service to the Commonwealth; and 

7. Recognize prior volunteer service as partial fulfillment of 
State employment requirements for training and experience established 
by the Division of Personnel. 

2.1-426. Volunteer benefits.-A. Meals may be furnished without 
charge to regular service volunteers, provided scheduled work assign
ments extend over an established meal period. Meals may be furnished 
without charge to occasional-service volunteers at the discretion of 
the department's executive head. 

B. Lodging, if available,. may be furnished temporarily, at no 
charge, to regular-service volunteers. 

C. Transportation reimbursement may be furnished those volunteers 
whose presence is determined to be necessary to the department. Rates 
or amounts of such reimbursement shall not exceed those provided in 
14.1-5 of the Code of Virginia. Volunteers may utilize State vehicles 
in the performance of their duties, subject to those rules and regu
lations governing use of State vehicles by paid staff. 

D. Liability insurance may be provided by the department utili
zing their services both to regular-service and occasional-service vo
lunteers to the same extent as may be provided by the department to 
its paid staff. Volunteers in State service shall enjoy the protec
tion of the Commonwealth's sovereign immunity to the same extent as 
paid staff. 

2.1-427. Filing of reports; required information.-A. Each depart
ment shall include in its annual statement filed subject to 2.1-2 of 
the Code of Virginia: 

1. Information relating to the total number, location, and duties 
of all volunteers, including regular-service volunteers, occasional
service volunteers, and material donors; and 

2. Information relating to the total number of annual hours of 
service provided to the department by all volunteers, including regu
lar-service volunteers, occasional-service volunteers, and material 
donors. 
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B. Prior to the development of any new programs or presentation 
of any budget requests by or on behalf of any department, efforts should 
be made to explore avenues of community involvement through the use of 
volunteers. Each budget request made to the General Assembly by or on 
behalf of any department shall be accompanied by a volunteer impact 
statement outlining the number and types of services which volunteers 
will provide during the budgetary period and the fiscal savings occa
sioned by such services. 

The foregoing background information is offered to illustrate the growth 
of volunteerism in the justice systems, to demonstrate official recog
nition and encouragement of volunteer services in activities long con
sidered the exclusive concern of public agencies, and to put into per
spective Virginia Commonwealth University's current training programs 
for both volunteers and justice systems personnel who work with volun
teers. 

As can be noted from Governor Godwin's Executive Order and from the le
gislation cited, the need for training has been officially recognized. 
Earlier, applications for funds made to the Council on Criminal Justice 
frequently set forth the needs for training programs. 

This is so because in Virginia, and probably elsewhere as well, the 
growth of each group - volunteers anxious to serve and administrators 
willing to use their services - has made apparent pronounced needs for 
specialized training and education services for both, with the realities 
of the situation usually dictating that such services must be comprehen
sive, thorough, intense, brief, and often on site. 

It is obvious that Continuing Education, by definition, is ideally suited 
to provide individually designed institutes, seminars and workshops, as 
needed, on site, and meeting the other criteria noted, as well. Addi
tionally, training of volunteers through accredited Continuing Education 
activities offers other advantages e.g. the legitimacy of the academic 
cachet, given for successful participation in university-based programs 
unhampered by rigid entrance criteria and drawn-out classroom instruction. 

Such activities allow able individuals with limited formal academic achieve
ments to participate in Continuing Education activities designed to impart 
the specialized knowledge and skills necessary for anyone who wishes to 
work successfully in the justice systems on equal footing with persons 
holding advanced degrees in disciplines unrelated to the specific subject 
area of the activity. The housewife, skilled worker, student, laborer, 
etc., may participate on equal footing with certified, credentialed pro
fessionals, to the mutual advantage and enrichment of both, and learn 
their roles as volunteers in one of the justice systems, both of which are 
largely uncharted ground for the majority of aspiring volunteers. 

Sensitive to the increased needs for training opportunities for persons 
on both sides of voluntary activity, the School of Social Work of Virginia 
Commonwealth University, through its Department of Continuing Education, 
currently offers a variety of continuing education experiences for persons 
interested in or actively involved in volunteer service in the juvenile 
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and criminal justice systems, and for paid personnel using or super
vising volunteer services. 

Using institute, seminar or workshop formats, and sometimes but not al
ways using consultants, each activity is individually designed to meet 
the needs of specified groups in specific sponsoring agencies, preclu
ding any possibility of "canned" programs. 

While the School of Social Work and the University have a variety of 
audio-visual material to draw on, frequently special materials for a 
given setting must be prepared. Evaluation instruments, usually testing 
for individual gains in terms of program content, have to be designed 
for each activity. 

Representative activ~ties completed in recent months include training 
Juvenile and Domestic Relations Court volunteers in the juvenile justice 
process and in interviewing techniques, training volunteers in jails and 
in adult courts in the criminal justice process and in interviewing 
techniques and training VISTA volunteers in the justice systems. 

Projected for 1977-78 are three institutes to be held in different urban 
areas of the state, to train volunteers in systems linkage in the criminal 
justice .system. Funded by an ACTION grant, these institutes are designed 
to broaden the volunteer's conceptual field to include the individual 
offender, the offense, the victim(s), law enforcement, the judiciary and 
corrections. 

Experience has shown that university-based programs of continuing educa
tion are highly appropriate to offer training not only to volunteers 
but to administrators of volunteer programs and to staff working with vo
lunteers, offering, as they do, professional-level knowledge of the spe
cific service area in which given volunteers will work combined with the 
detachment of professional education. 

An example of a specific program may be of interest. 

When the School of Social Work is requested to provide Continuing Educa
tion services to an agency planning to design and implement a voluntary 
service program, the Coordinator of Continuing Education in the Justice 
Systems (funded by Division of Justice and Crime Prevention Action Grant 
76-A3412) meets with the responsible administrators and offers the follow
ing outline as one suggestion of how to begin: 

1. Conduct Needs Assessment 

1. Are volunteers needed to 

.•. assist exsiting staff? 

... supplement staff efforts? 
••. perform jobs for which there is no staff? 

2. Does adequate supervision for a volunteer program exist? 
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3. If not, can adequate supervision be obtained and budgeted? 

4. Can administrative approval for use of volunteers be obtained? 

5. Can existing staff be trained to accept and work with volunteers? 

II. Design Program 

1. Spell out how many volunteers are needed to provide which servi
ces, when. 

2. Write job descriptions 
... listing qualifications 
... listing duties and responsibilities 
... listing working hours 
... listing period of commitment 
... listing chain-of-command. 

III. Recruit 

1. Consider volunteer volunteers. 

2. Personal appearances before groups. 

3. Individual contacts. 

4. Appeals to specialized groups and organizations. 

5. Media. 

IV. Screen 

v. 

1. Through use of applications. 

2. Through personal interviews. 

3. Through reference checks. 

4. Through police checks. 

Train 

1. Train staff in utilization of volunteers 
•.• reassure as to replacement fears 
... reassure as to status fears 

2. Train volunteers 
... in role and function of the agency 
... organizational structu.re of agency 
.•• rules and policies of agency 

and all applicable laws 
•.• role and function of individual volunteers 
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VI. Supervision 

1. Spell out to the volunteer and to the appropriate staff member 
exactly what supervision involves, the persons involved, and 
the purposes of supervision. 

VII. Records and Evaluation 

1. Design and implement a plan to keep records of volunteer service. 

2. Design and implement a plan to evaluate volunteer service. 

The outline is not and does not pretend to be an all-inclusive formula for 
the design and implementation of a success'ful volunteer program. It does 
provide a useful checklist and can be adapted to the special and specific 
needs of the agency requesting service. 

After consideration of the outline, and its adapj?_ation to the agency, Con
tinuing Education plays its major role in Phase y_, which is the training 
component. 

As has already been mentioned, each Continuing Education activity is indi
vidually designed, and while each has some commonalities, each has some 
differences. 

The role and function of each agency must be considered. Its concept of 
a volunteer program must be taken into account. The climate in which 
voluntary activities will take place, the characteristics and personali
ties of participants and prospective participants - all must be considered. 

And the specifics of the situation must be included. 

For example, the Code of Virginia contains a little-known provision which 
has the potential of seriously damaging if not completely wrecking any 
volunteer program operating in the correctional system. 

In Chapter 10, Crimes Against The Administration of Justice," Article 7, 
"Escape of Prisoners." states in section 18.2-474: 

Delivery of Articles to prisoners.-

No person shall wilfully in any manner deliver, or 
attempt to deliver, to any prisoner confined under 
authority of the Commonwealth of Virginia, or of 
any political subdivision thereof, any article of 
any nature whatsoever, without first securing the 
permission of the person whose charge such priso
ner is, and who may in his discretion grant or re
fuse permission. Any person violating this sec
tion shall be guilty of a Class 1 misdemeanor. 

The example given is just one example of one phase of the training which 
is necessary for acceptable and successful volunteer programs in the jus
tice systems. 
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There is every indication that public concern about and interest in the 
justice systems, those enormous consumers of public funds, will conti
nue and will grow, and it would seem that colleges and universities, 
which exist to provide training, education and service, have an inherent 
duty to assist society by providing the training and education services 
which are manifestly needed. 
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APPLYING MANAGEMENT OF CHANGE TECHNIQUES TO IMPLEMENT AN INTERNSHIP 
PROGRAM IN A TRADITIONAL' UNIVERSITY 

DONNA L. LAVINS 
A CENTER FOR SERVICE-LEARNING 

UNIVERSITY OF VERMONT 

Developing an internship program in a traditional institution 
of higher education may require as much skillful preparation and poli
tical knowledge as proposing a bill to Congress. Colleges and univer
sities are institutions where survival depends on vast amounts of 
monies from disparate interest groups; where actual institutional 
goals are unclearly defined, where values and norms are in flux; and 
where staff and faculty idiosyncracies are indulged and competitiveness 
is encouraged. Although rigid bureaucratic hierarchies prevail, they 
are often shrouded and hidden by protectors operating behind closed 
doors. 

In this paper, I will present guidelines for developing a change 
strategy which have been useful in instituting the Service Learning 
Internship Program (SLIP) at the University of Vennont. A case history 
is also provided to illustrate various aspects of the change concepts 
in operation. 

Whoever tries to initiate internship programs must recognize 
the complexity of their institutions. Typically, the institutions are 
composed of a multitude of autoncmous and interconnected divisions and 
departments. The university must be viewed as being an open system 
and analyzed according to the interrelationship and interdependence of 
its staff and faculty members, the student population and the outside 
environment.l The university as an open system is a dynamic institu
tion where one change in one subsystem can cause change in other sub
systems. Because the university is not closed or static, it is parti
cularly vulnerable to external and internal pressures. 

The academic and administrative offices of a university are 
expected to .work together in harmony to produce a desirable education 
for a college student. Internally, philosophical differences and a 
hushed competitiveness inhibit the sharing of trade secrets. Often 
the administrative staffs and the academic divisions are not fully 
cognizant of what is really happening and how they work together. The 
student graduate remains the only corrmon denominator of the myriad of 
independent offices. · 

Adaptability to numerous external influenc.es determines whether 
a university is to remain solvent or whether a university dissipates 
into the archives of higher education. Student, private and public 

1 .. 
The Concept of open system is described in Wendell C. French and 
Cecil H. Bell, Jr., Or§anization Development. Englewood Cliffs, 
Prentice Hall Inc., 1 73, p. 74-83. 

-487-



-488-

support monies are allocated to those colleges which support specific 
interests. To stay alive, a college continually bends, bursts open 
and re-establishes itself. Prevailing economic trends, changes in 
societal values, population factors, cofTITlunity and student demands 
determine a never ending redefinition of a university's mission. 

In sumnary, because a university is an open system, it is 
subject to internal and external pressures. While some of these pres-
sures may appear obvious and unrelated, their impact on developing 
internship programs is substantial in that they fonn the arena in 
which change occurs. 

In presenting the strategy and the case history, specific 
management of change tenns are utilized. The tenns are defined to 
assist the reader in understanding the strategy. 

DEFINITION OF CHANGE TERMS 

Five components of change adopted from Philip Kotler's "The Elements 
of Social ~ction" are used to provide a framework for the management 
of change. [Kotler, 1972) 

1. The Change Agent is the individual or organization whose primary 
mission is to advance a cause or change. 

2. The Change Problem is the underlying need which has been identified 
to which the change is addressed and will resolve. 

3. The Change (or Cause) is the social objective or undertaking that 
the change agent believes will provide some answer to the change 
problem. 

4. The Chan~e Target is the designated individual(s) or organization(s) 
who must be nfluenced to change for resolution of the problem. 

5. The Change Strate~y is the plan of action which is developed to 
effect change. The c ange strategy takes into consideration the 
pressures of the open system, their influences on the change target, 
the change agent, and the definition of the change problem and the 
change. 

2Philip Kotler, "The Elements of Social Action", in Gerald Zal'bnan, 
Philip Kotler and Ira Kaufman (Eds.), Creating Social Change (New York: 
Holt, Rinehart and Winston, Inc., 1972, pp. 172-185. 
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GUIDELINES FOR DEVELOPING CHANGE STRATEGIES 

A change program begins with a statement of purpose which is 
based on concrete facts. The single most important aspect of a change 
strategy is to identify a problem that exists in real life. It is not 
sufficient to state that there is a problem. The identified purpose 
of the change program must be experienced or observed by enought people 
and supported by enough data to dispel any doubt by colleagues that 
the problem exists. 

In addition to researching the dimensions of the problem, a 
change strategy's success depends on the ability of the institution to 
resolve the problem. Careful study of a college will reveal whether 
resources are available and whether the faculty and staff have the 
necessary expertise to provide resolutions. 

At the beginning of a change program, change agents often 
assume leadership positions. Knowledge, sensitivity, an ability to 
channel resources and an ability to conceptualize long range plans are 
necessary attributes. Of primary importance, the change agent must be 
introspective enough to understand why he/she is trying to affect 
change and how others will view that effort. Through self observation 
and evaluation, the determination of how a change agent can affect an 
institution helps to define the change strategy. Because a college 
is an open system the change agent's values, attitudes, position and 
abilities will affect the strategy for change. To influence change, 
one must work within his/her institutional parameters and must have 
the credibility necessary to influence others. The reasons for asses
sing all aspects of relationships within a college are obvious. Under 
normal circumstances, a change agent will be most successful while 
operating within his/her program focus. An arts instructor may not 
be able to change educational methodology in the physics department, 
but may be effective in his/her own department, despite relatively 
low status. 

Professional affiliations are important. And if the change 
agent is a member of a committee on academic affairs, there may be 
potential for influencing change in other academic areas. Affiliations 
become currency within the college. An effective change agent views 
the institution with discriminating zeal and knows how to establish 
relationships that will promote change. 

The next stage in developing the strategy is to identify the 
possible change targets by asking the following questions. Who does 
the change problem effect? Who can be most helpful in having the 
change adopted? Who has the power and prestige necessary to resolve 
the problem? Who will be most interested and supportive? Consider 
all aspects of the change and include faculty members, student groups 
and conrnunity groups. 

Contacts with change targets must be planned incrementally 
according to assessments of who influences whom within the university. 
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The selection of an approQriate intervention level is critical to the 
success of a new program.3 [Huse, 1975] Finding out who has the power 
to help is the key factor. For example, a part time lecturer may be 
enthusiastic about internship programs, but his/her influence in a 
department may not be as great as that of a highly regarded tenured 
faculty member. 

Because change is often resisted by the change targets, flexi
bility must be built into the strategy. Resistance is an indication 
that someone feels threatened. Internships, for example, could be 
viewed as threats to some academicians. Although the faculty member 
has ultimate authority in the classroom, in an internship program the 
student typically works off-campus. Faculty members would therefore 
feel a loss of prestige and power unless they were directly involved 
in the academic component of the internship program. Ideally, the 
choice of goals for a change should benefit the target as well as the 
agent, the faculty as well as the student. 

The change strategy should address itself to neutralize the 
resistant forces as much as possible. An application of Kurt Lewin's 
"force-field analysis"h helpful to identify forces which support and 
oppose the internship program within the change target.4 

For example, the negative and positive forces that influence 
a chairperson of the Sociology Department may be visualized as follows: 

Negative 

Personal traditional values 
i 

Fe~ls loss of control 
' 

50% of facu~ty opposed 
1 

In time 

Positive 

The majority of the students 
want internships 

President of college wants 
community involvement 

50% of faculty supportive 
~ , 

ternships take 
~ 

~ 

Community demands 
---~~-----------~----: 

They thought of it first 
i 

' 

.. 

.. , 

3Edgar F. Huse, Organization Development and Change, (St. Paul: West 
Publishing Company, 1976), p. 7. 

4Kurt Lewin, Field Theory in Social Science (New York: Harper and Row, 
1951). 
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The size of the vectors connotes the strengths of the influence 
in either direction. The change agent will be called upon to interpret 
these influences and to work with them to develop the strategy. 

Working collaboratively with key faculty members and staff 
lessens intra-college competition and helps to reduce resistance. 
Collaboration between disparate interest groups leads to improved 
program planning. Shared goals and resources lead to compatable long 
term efforts and most people are likely to endorse a program that they 
helped to establish. 

Cooperation, collaboration, compatability and comprehensiveness 
are important qualities of a change program. 

In many ways the change agent is like a gardener. S/he knows 
when to plant (proper timing), what to plant (the right ideas), how to 
plant (the right skills) and where to plant (the right change target). 
A change agent, similar to a gardener knows the planting cycle as well 
as the harvesting cycle. Weeds and weather conditions can deter or 
destroy a garden's growth: resistant forces which are not effectively 
addressed can destroy change. 

Successful change agents know that to promote change, one must 
see with a third eye and listen with a third ear. 

The concepts presented are applied to the case history of the 
strategy used to institute internships at the University of Vennont. 

CASE HISTORY--SERVICE-LEARNING INTERNSHIP PROGRAM 

In October, 1976, the Office of Volunteer Programs at the 
University of Vermont changed its name to A Center for Service-Learning. 
The name change resulted from an alteration of purpose, program empha
sis and relationships within the University. 

The successful implementation of the Service-Learning Internship 
Program (SLIP) provided an important impetus towards this new focus. 
Briefly, SLIP enables college students to work with a community agency 
(organization or business) for one semester while earning academic 
credit. 

The Change Agent, the Office of Volunteer Programs (OVP), has 
been an administrative office of the University since 1969. Before 
the Service-Learning Internship Program (SLIP) was developed, the 
office administered volunteer programs for college students and communi
ty members. A central resource file of several hundred positions is 
maintained and volunteer recruitment occurs throughout the year. 

In addition to the part-time volunteer placement service, OVP 
also supervises an extensive year-long volunteer prpgram, University 
Year for ACTION (UVA). The UVA Program, funded by ACTION (the foreign 
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and domestic volunteer program), enables students to work in the com
munity for one full year to address problems caused by poverty. Each 
UVA student earns full course credit towards their degree and a living 
allowance. 

Through its massive volunteer efforts, OVP successfully estab-
1 ished working relationships with the community. However, within the 
University, OVP lacked visibility and prestige. Although UVA broadened 
the mission of OVP and constituted its first academic program, most 
faculty members still viewed OVP as a student volunteer organization. 
Intra-college politics also effected OVP's rating among faculty members. 
Course credit for the UVA Program was awarded through the College of 
Education. A political struggle between Education and Arts & Sciences 
exists. Often, students enrolled in the College of Arts & Sciences 
were discouraged from participating in UVA. UVA was perceived as a 
program in which students lacked academic direction and earned credit 
for work without study. 

OVP's lack of credibility within the majority of academic depart
ments undermined many of its positive attributes. The staff at OVP had 
expertise in many programmatic areas. Resulting from the experiences 
of administering volunteer programs, OVP staff members know how to 
develop effective networks of corrmunity communications, program plans, 
recruitment procedures, academic and field-work evaluations and how to 
counsel students into selecting desirable community projects. 

In summary, the change agent, the Office of Volunteer Programs, 
had proven itself proficient in administering volunteer programs for 
college students. Although UVA had been operating for five years, the 
majority of academic departments did not recognize OVP as having a 
valid academic focus. OVP was interested in developing an internship 
program to provide students with more academic opportunities and to 
solidify constructive relationships within the University. 

The need for SLIP arose lar~ely through student demand. Many 
students who inquired about the University Year for ACTION Program 
found that they were ineligible to participate. Problems regarding 
distribution requirements, personal health, financial difficulties, 
discouragement from academic advisors or the lack of positions related 
to their interests emerged during their initial application to UVA. 
Those students who were interested in part-time or one-semester intern
ships discovered that no mechanisms were available to pursue these 
programs. 

Other undergraduates were altogether frustrated by their col
lege education's lack of relevance and often felt like "dropping out" 
of college. These students wondered why they were pursuing their 
college education if it did not help them clarify their educational 
or professional goals. Feeling isolated from the "real world", they 
were anxious to seek alternatives to the classroom. 
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Students, as consumers of services, do have some control over 
change within a University. They typically will boycott classes if 
an instructor is too demanding, too easy, too boring or too uncommitted 
to teaching. Because of underenrollment, many classes are terminated. 
Sometimes whole academic departments are closed because of lack of 
student interest. 

Similarly, high student interest can promote academic reform. 
New teaching methodologies and new programs have often been established 
to respond to student demands. 

At the University of Vermont, many students who wanted practi
cal experience in their majors, expressed their desires to their aca
demic advisors and to the staff members at the Office of Volunteer 
Programs. 

Secondarily, many corrmunity organizations suggested that stu
dents receive some compensation for their volunteer work. Also, a small 
number of faculty members were interested in providing their students 
with broader experiences in their majors. 

The need for an internship program was therefore identified by 
students, community agency supervisors and by some faculty members. 

The change was then defined. OVP launched a campaign to develop 
and implement internship programs for college students. Potentially, 
all students would be eligible to participate, regardless of their 
academic major. Service-learning is based on the principle that 
learning derived from work experience via a process of structured 
reflection and assessment with experienced faculty is a productive 
educational methodology. The program was conceptualized to service 
environmental studies students, forestry students, political sciences 
students, as well as education students. 

The change targets selected were three departments within the 
College of Arts & Sciences; Political Science, Economics and Sociology. 
These targets were chosen for several reasons; high student interest, 
applicability of the internship concept to these disciplines, availa
bility of related internship placements and by estimates that these 
departments would benefit from the "change" program. 

The plan was to create effective and well designed programs for 
the first change targets before contacting more academic departments. 
If the program was successful during its first year, the credibility 
acquired would provide future potential for expanding the internship 
program. 

The first contact with the academic departments was detennined 
by considerations of how to maximize influence and power. An appoint
ment was scheduled with the Chairmen of the three departments, because 
of their "position power" and their authority in administrative issues, 
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personnel and curriculum. After the initial interview, another appoint
ment was scheduled for purposes of speaking to their faculty members at 
departmental meetings. During the departmental meeting, the faculty 
members were infonned of the possibility of having internship programs 
developed specifically for their students. The faculty was then asked 
to articulate concerns, criticisms and suggestions about internship 
programs. 

After OVP received tentative approval to develop SLIP, a pro
posal was written and disseminated to each of the departments. The 
proposal had incorporated their suggestions. Careful attention was 
given to address problems previouslr identified (e.g., lack of conmuni
cation between faculty and students) and to establish mechanisms for 
the operation of the program. Each academic department was asked to 
comment on the proposal for further amendments. 

The final proposal was distributed to the Dean of Students, 
the Vice President of Academic and Conmunity Affairs, the Associate 
Dean of the College of Arts & Sciences, to members of a Faculty 
Senate Subcorrmittee on Field-Based Learning and to the administrative 
assistants and secretaries in each department. 

I 

Through the identification of appropriate change targets and 
appropriate intervention levels, the change agent succeeded in gener
ating support for the programs. This support from the three academic 
departments legitimized the program when the final proposal was sub
mitted to the offices of the Deans and the Vice Presidents. 

Simultaneously, community agencies were approached and were 
asked to develop projects for college students while considering the 
project's relevance to either Sociology, Political Science or Economics. 
Copies of the projects were sent to the academic departments for their 
review. 

The programs and services of OVP and the academic departments 
were carefully integrated. OVP assists in recruiting students, inter
viewing the students for internship placement and helping the students 
to contact faculty members. The facultr sponsor (i.e. the person who 
awards course credit for the internship) supervises the student 
through a learning contract and receives periodic assessments and 
reports which are administered through OVP. 

Program information is coordinated through several vehicles. 
OVP sends brief job descriptions to the academic departments periodi
cally. The faculty is requested to post the listings or to announce 
the availability of internships in their classes. OVP also publishes 
listings in the "Cynic" (student newspaper). 

The internship program provides some flexibility for students· 
enrolled in the College of Arts & Sciences. While providing alterna
tives to classroom participation, the program is viewed as a method 
to enrich curriculum. Students who participate in internships or who 
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have work related experience before graduation are better prepared 
to seek employment or admission to graduate schools. A large number 
of students who previously would have transferred to the College of 
Education and Social Services because of the lack of field based 
learning in Arts & Sciences, are now eligible to participate in their 
own colleges. 

Resistant forces that opposed this change program were addressed 
throughout the development of the SLIP proposal. For example, the 
faculty were not threatened by SLIP because they did not lose control 
of the academic component in the internship program. Faculty members 
still grade the students and still supervise their academic perfor
mance. Structural barriers between the administrative office (OVP) 
and the academic departments have been trespassed to provide students 
with a viable learning program. OVP is viewed as a service to the 
academic departments, not as a competitor. Although OVP lacked 
prestige within the University, resistance to the adoption of the new 
program was lessened because the change agent was operating within 
its institutional parameters and because the change agent had the 
necessary skills. 

During the past two semesters, fifty students have participated 
in SLIP. They have primarily earned credit through Political Science 
and Sociology. The students have worked in diverse positions ranging 
in focus fran environmental protection to crime analysis. The pro
gram has already been partially adopted by other departments who were 
not the initial change targets. A student from the Department of 
Plant and Soil Science earned credit through her department while 
working on geranium propagation. Thus, there is positive ·evidence 
that diffusion of the program is already occuring. 

In review, the strategy used to develop the Service-Learning 
Internship Program at the University of Vermont was consistant with 
management of change techniques. I believe that these concepts will 
be useful to other faculty and staff members currently engaged in 
developing new programs. 

To understand the complexity of a change program, the University 
is viewed as an open system. The subsystems effected by the change 
included staff, faculty members, students (internal pressures) and 
comnunity people (external pressures). 

The stages of the strategy consisted of defining the need for 
change, identifying the change program and assessing the change 
agent's ability to institute change. Change targets were selected 
according to their position in the university and according to their 
potential for sharing goals with the change agent. 

The strategy encouraged cooperation between the academic depart
ments (change targets) and the Office of Volunteer Programs. Through 
collaboration between these two interest groups, the program's design 
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was vastly improved. Resources, skills and ideas were integrated to 
provide a comprehensive program for the students and to establish 
communication networks between the faculty, OVP and the community. 

Most of the resistant forces (including questions about control 
and authority) were reduced through these collaborative effects. 
Each component is consistent and compatible with the program partici
pant's area of expertise. Faculty members define the academic expec
tations, community agencies develop the job descriptions and super
vise the students' work performance, OVP administers the program and 
the student earns course credit as well as work experience. 

Despite the success of the change strategy, philosophical 
opposition to field based learning is still evident. There are 
faculty members who feel that students can only benefit from classroom 
instruction. Tradition-oriented faculty members will only be influ
enced by their colleagues and through concentrated efforts to provide 
them with studies that support the academic validity of service
learning. Obviously, the program itself is limited and is not always 
appropriate as an alternative to the classroom. 

Finally, the strategy does not end after the change has been 
instituted. Communications between the change agent and change 
target occur on a continual basis to resolve any problems that emerge 
and to increase support for the program. 

The Service-Learning Internship Program will have potential to 
expand in new academic areas if it continues to receive positive 
recognition from the faculty. 
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PREPARING VOLUNTEERS FOR WORK IN LONG TERM CARE 
FACILITIES FOR THE AGED: A UNIVERSITY PERSPECTIVE 

George A. Hughston and Nancy Britton 
Virginia Polytechnic Institute and State University 

According to the U. S. Census Bureau, approximately 1.1 
million individuals age 65 and over live in some form of long 
term care facility, or nursing home. While comprising only 5% 
of the total elderly population, this number still constitutes 
one of the most visible segments, and comprises a group which 
receives considerable public interest (not to mention financing). 
Viewed from another perspective, nearly 23,000 long term care 
facilities exist in the U. s. today. This number is growing at 
a phenomenal rate, from 11,500 in 1960, and can be expected to 
grow at an even faster pace in the future. If one assumes for 
a moment that each facility utilizes (on the average) 10 
volunteers, and that of these, 2 are students, there are approx
imately 46,000 volunteer students working in long term care 
facility provides a major source of field placement for students 
from all academic disiplines - psychology, sociology, recreation, 
social work and human development, just to cite a few. A review 
of current literature reveals little direct evidence of con
structive efforts by universities to deal with the special 
problems of the elderly within this particular setting. Past 
training of volunteers had fallen to the facility by default, 
in spite of the fact that volunteer training has inherent value 
for all concerned - the university and the student, as well as 
the long term care facility. 

A few questions need to be asked in order to clarify the 
issues. First of all, why hasn't the university assumed a more 
active role in the preparation of student volunteers? Secondly, 
what needs to be done in this area? What goals should be 
accomplished? Finally, how can these objectives be met, working 
within the university framework? Is there a program which can be 
effective and efficient for each oY-the populations involved? 

These are just a few of the questions addressed in this 
presentation. The long term care facility offers a unique 
opportunity for observations of aging, an institutional environ
ment, and the frustrations and rewards found in a combination of 
such situations. The fullest use of field placement potential 
should be made. 
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GOALS OF PREPARATION 

The problems currently associated with the placement of 
volunteers in the long term care (LTC) facility are not insur
mountable. A well-planned policy for volunteer preparation can 
do much to minimize the negative and emphasize the positive. 
The development of such a policy begins with the specification 
of the objectives of the program, or the goals of preparation 
in this case. Six broad goals may be identified, though more 
specific ones may be applicable depending on the exact nature 
of the program and the university. Naturally, the easiest way 
to begin is to specify the goals of a university program of 
preparation. Such basic goals of preparation, when implemented 
should allow students, the faculty (or university) and the 
facility to gain full benefit from the experience. For 
students, a well-planned field experience may provide an 
opportunity to learn precisely how well they can work with the 
elderly. It should also provide a chance to ~omplish specific 
objectives with constructive supervision and guidance. For the 
faculty, a well-organized practicum will remove some of the 
burden of trying to "get across" to students the practical 
application of classroom principles. It allows the student to 
test for themselves basic principles in a variety of insti
tutional settings, without being led step by step through the 
experience. The LTC facility will also benefit from a university 

, program of preparation. Unprepared students waste both time and 
resources. A prepared student, well grounded in the fundamentals 
of human development and service, will allow the facility to make 
full use of his or her potential to increase the flow of new 
ideas. 

To reiterate, the best place to begin is the beginning. 
Therefore, Goal 1 is to operationalize the model within 
university guidelines. 

Naturally, these guidelines vary from university to 
university. There are however, certain common elements. The 
number of credits allowed, the number and types of prerequisites, 
the requirements of such a course - that is, the number of hours 
to be spent in volunteer· service and the means of evaluation, 
the selection and approval of an advisor, all these are factors 
which need to be considered prior to a field experience, and 
these are generally dictated by the university. 

Goals 2 and 3 are also relevant to this superstructure. 
A basic prerequisite for the planning of an effective field 
work experience is a working knowledge of the principles involved. 
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Each student requires a fundamental grounding in aspects of 
human development and social psychology. Goal 2, the provision 
and requirement of an essential, fundamental background know
ledge of human development and Goal 3, provision and requirement 
of basic knowledge of institutional sociology address this 
problem directly. The fulfillment of these goals may, indeed, 
mean that field work experience must be postponed until the 
sophomore or even the junior year. It seems preferable to 
spend this time in the classroom however, in order to foster a 
working knowledge of some basic principles. This may help to 
reduce the number of volunteers who are severely disillusioned 
by their field experience because they still cling to various 
stereotypes and misconceptions concerning nursing home residents. 
All are not "at death's door", "too old to learn", "senile", 
"incapable of doing anything for themselves". The list is end
less. Prerequisite course requirements can reduce the effect 
of such stereotypes. Essential too, to an effective field work 
experience, is an understanding of the sociology of the nursing 
home itself. Though most disavow the title "institution" and 
prefer instead to be thought of as "homes", many of the 
principles of institutional sociology are suprisingly applicable. 
There is a status system which is operational and there is a 
resident "culture". If facilities really desire to rid them
selves of the institutional image, they need to be aware of the 
"institutional" patterns. Students need to be prepared to work 
within this system. Part of an overall field experience 
involves learning to work as a part of the system while 
producing creative changes. 

It is easy to forget the fact that the field work 
experience should be designed primarily for the student. 
Goal 4 is designed to keep this concept in the forefront. 
Goal 4 is the specification of the particular goals of the 
student - what he or she would like to accomplish. It is 
important that these goals be specific, not "I want to work 
with old people." Students need to be encouraged to work 
toward specific objectives. Again, an adequate background 
is important. Ideally, the student should be aware of the 
potential experiences available in the LTC setting, and it is 
obvious that each field experience should be tailored for the 
student. Much of this tailoring needs to be the responsibility 
of the student since they should know best what experiences 
they are looking for. Complete responsibility cannot rest with 
the student however. Goal 5 addresses a serious problem in 
most field work programs. It provides for effective supervision, 
both in the field and in the university setting. Advisors need 
to be encouraged to take an active role in the supervision and 
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guiding of the student. Periodic conferences can and should be 
an integral part of the field work syllabus and, if at all 
possible, the student should be observed in the field. The 
supervisor within the facility need not be the sole source of 
information. A field work supervisor or coordinator provided 
by the university can remove much of the burden from professors 
and the facility alike. Professors frequently lack the time 
and/or the inclination to do an adequate job of supervision. 
A field work coordinator could assume responsibility for the 
mounds of paperwork, and even some on-site supervision, thus 
freeing practicum advisors for conferences with the volunteer. 
These conferences should be somewhat structured, focusing on 
the experiences and perceptions of the student. 

The final goal is also related to this point. Goal 6 
provides for the sharing of experiences and problems of the 
student. It is unfortunate that all to often, a university's 
only concession to what has transpired before is an ill
maintained file containing the names of the field work 
placements. Again, the field work coordinator can assume an 
important role. Prespective volunteers should be able to 
research the prespective placement thoroughly. Indeed, the 
different placements even within the LTC facility can provide 
a very different perspective on the facility and its func
tioning. Reports submitted by volunteers completing service 
should be included in these files. A further step toward 
meeting this goal can be made by requiring periodic conferences 
among the students themselves to encourage the exchange of 
ideas and problems. The insights of other students can often 
be very helpful in minimizing the frustrations which can be 
encountered. 

In sununarizing these goals, one can note several broad 
areas of preparation. The first of these is the need for 
fundamental grounding in aspects of human development and 
social psychology. Such knowledge provides a framework upon 
which to build. Secondly, provisions for field supervision 
and coordination of experiences is essential to eliminate the 
disorganization now prevalent. Many times the student is 
sent forth with only a few words of wisdom, or with the 
thought that he need only put in his time, only to find that 
other students have made similar mistakes - mistakes which 
could have been avoided. This leads to more frustration for 
both the student and the facility, and a general downgrading 
of the program by all concerned. 
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Finally, "individualization" of the field work experience 
is a goal of preparation which must be stressed. The university, 
represented by the advisor and the field work coordinator, must 
work closely with the facility to insure that the needs of the 
volunteers are provided for. Working within the university 
guidelines, requirements for each student should not be identical. 
This is, all students should not be required to read certain 
books in conjunction with the field work, or to participate in 
the same programs. A rigorous field work experience should be 
tailored for each student. Admittedly, this requires more effort 
by all involved, but it is time that field work rid itself of 
the "easy A" image. Field work, particularly in a LTC facility 
carries great potential for gaining a feel for differing 
patterns of growing old, and this potential should be pursued 
to the fullest. 

In the course of discussing these six goals of preparation, 
some elements of a model field work program have emerged. First 
among these is the field work coordinator. Again, the duties 
of this position include providing the link between student 
volunteers themselves, and their placements. Scheduling of 
conferences and an active role in helping the student select 
his or her placement are also included. 

Two additional elements are provided by provisions for 
increasing interaction among all participants - the facility, 
the university and the student. Both the facility and the 
student need to feel the presence of the university, not in a 
constricting sense, but instead in a resourceful, guidance 
sense. This can be encouraged by periodic conferences and 
field observation of the student by the university. 

Adequate preparation is another provision of a model 
program. Naturally, the definition of "adequate" depends 
somewhat on the individual volunteer. In spite of this, 
courses in human development and institutional sociology are 
particularly relevant to volunteer work in the LTC facility. 
A prerequisite course in "Fundamentals of Field Work" can 
provide considerable insight into the potentials and 
limitations of field work placement, and serve as a guide to 
the maze of options available to the student. 

In addition to these elements, provision is made for the 
individual nature of the field work experience. Student
specif~ed goals in conjunction with the opportunities available 
within the LTC facility can encourage the full development of 
talents and abilities of each volunteer. 
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Finally, a currently much neglected area has been provided 
for, that of supervision and guidance. This alone can improve 
the quality of a field work program 100%. This remains a 
paramount area too frequently neglected by harried professors 
who are unable to take the time required. This time is required 
however, if the student is to make maximum progress. 

These elements provide the core of a model program of 
field work preparation. In conclusion, what is the role of 
the university in preparing students for work in a LTC facility? 
First and foremost, it has the role of Educator - to provide 
the student with the background necessary for him or her to go 
forward in his education, and not simply "mark time". Secondly, 
the university needs to intensify and accept its responsibility 
for student supervision. This role should not be delegated 
completely to the facility. Imbedded within the supervisor 
role is the guidance role. In the past, the university has 
tended to forsake this role, leaving the facility and the 
student to "guess" what is expected of them. By providing 
constructive guidance, the university can reduce the tremendous 
waste of opportunity and talent and help bridge the gap between 
the placement and the university setting. 

Finally, the university has a responsibility to both the 
student and the facility to assure high-quality experiences. 
This includes monitoring the facility and working with them 
to insure a variety of positive experiences. On the other 
hand, the university must be able to assure the LTC facility 
of the quality and preparation of its student volunteers, thus 
reducing wasted time and resources on their part. 

By assuming a less passive role in the field work 
experience, universities can encourage the full development 
of a placement with great potential - the LTC facility. The 
large spectrum of students to whom this placement is relevant 
dictates its increasing importance to the university field work 
program, and the university must recognize this importance and 
respond accordingly. 



Training Volunteer Work1•rs in Extension Education 

Elizabeth B. Bolton 
Virginia Polytechnic Institute and State University 

The role of volunteer workers in our society is becoming increasingly 
significant. Private and public agencies are expanding their use of vol
unteer services in order to involve larger ntnnbers of clients in the ser
vices they provide. Individuals in all age groups and levels of society 
are becoming more oriented to involvement with others for the purpose of 
providing more meaningful roles for themselves. According to Cynthia 
Nathan (1971) the volunteer of the seventies ... "will not be a lady. 
She may be a he, a young student of either sex, a retired professional, 
a welfare mother, a former felon, or an industrial giant. But whatever 
the age, whatever the sex, whatever the economic stratum, (they) will 
bridge the generation gap and will offer no opiates." (p. 289) 

Although the experiences and commitment of the volunteer workers are 
essential to their effectiveness, something else is needed if these expe
riences are to be wisely utili·zed for the agency represented, the popula
tion to be reached, and the personal fulfillment of the individual volun
teer. That essential component is a training program which bridges the 
gaps between the goals of the agency, the experiences of the volunteer 
worker, and the needs of the clients. Often the volunteer workers have 
never had any formal training in working with or teaching adults. While 
their intentions may be good and their experience relevant, their teaching 
skills may be very poor. Thus the task of the extension agent is to train 
the volunteer workers in the use of effective techniques for reaching the 
client population. 

This is especially important be.cause the impact of a given program 
often relies on how well the volunteer workers represent the agency's 
misston to the client group. Figure 1 shows the relationship among these 
three groups. 

Insert Figure 1 About Here 

The arrows between the columns -indicate that the information or 
service flow is from left to right, starting with the agency representative 
and continuing to the volunteer workers and ending _with the client. For 
purposes of brevity, these three groups will hereafter be refered to as 
trainer, trainee, and client. As indicated by the arrows, there are three 
places in which information/services flow could fail: (1) The trainer does 
not provide effective instruction to the tr;-iinee. (2) 111e trainee does not 
learn the desire cl information and thus inadequately represents the agency's 
mission to the clients. (3) The client does not learn the sldl ls taught 
and/or fails to use the information provided. While each step in the infor
mation flow is important, the first is by necessity the most important. It 
is the foundation and unless it is successful, the others are doomed to 
failure. 

The subject of .this presentation is to examine the extension agent's 
role as a volunteer . trainer and to suggest how certain competencies support
ing that role may be improved. As a trainer, the extension agent performs 
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essentially the same tasks as de) other professional educators such as 
classroom teachers, professors, ;!_nd training directors in business and 
industry. In training volunteen: , however, the unique aspects of a 
training model centers on the di fferences between volunteer trainees and 
typical students~ While it is difficult to generate a profile that 
describes all volunteer workers, the distinguishing characteristic lies 
in Webster's definition of a volunteer. Volunteers are those who enter 
into any service of their own free will. They offer their services and 
abilities without constraint or compulsion. A training model for 
volunteer workers must therefore go beyond the traditional instructional 
procedures and incorporate steps appropriate to the characteristics of 
volunteer workers. 

\ 
The need for training volunteer workers is well documented. According 

to Zimering (1969), a training program for volunteers in the broadest 
context should include: "(a)' Skills that enable the individual to do his 
job effectively; (b) clarification and explanation of duties; (c) other 
sources of help in direct reference to the specific assignment; (d) mutual 
exchange of ideas regarding program development to meet the needs of those 
served by the agency; (e) opportunity to meet with other volunteers and 
professiona l s sharing similar interests; (f) training and guidance in 
organzing programs; and (g) leadership towards personal growth and develop
ment." (p. 105) 

Naylor (1967) states in her book on training and working with volun
teers that training the volunteer worker should begin rather early in the 
volunteer's association with the agency. This training is very specific 
and "is different from other learning experiences jn having the subject 
matter organized, to be learned in a logical an<l psychologically sound 
sequence, with the emerging needs of the learner determinant." (p. 116) 

Stenzel and Feeney (1968) identify an organizational framework for 
training volunteer workers. "The specific organizational needs and goals 
(based on analysis) are at the top of the frame, while its base is the 
overall purpose of the organization upon which all programs and services 
are built. . . The two sides are the specific volunteer job or jobs and 
the needs and in teres t ·s of individuals." (p. 56} 

Schindler--Rainman and Lippitt (1971) identify competencies needed 
by trainers in order to effectively train volunteer workers. 

1. Skill in diagnosing needs, readiness, and potential 
for learning. 

2. Competence in macro designing. 

3. Competence i.n micro designing. 

4. Skill in tnaking interverit ion decisions. 

5. Skill in personal counseling and individual 
consult at ion. 

6. Skill in involving learners in planning and 
evaluating their learning experiences. 
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7. Competence in documentfog and evaluating training 
programs. 

8. Skill in developing training materials. 

9. Competence in developing team work skills. 

(p. 85-91) 

The purpose of this presentation is to describe a training model for 
volunteer workers that is appropriate for · extension agents. It attempts 
to systematize the broad elements cited by Zimering into six specific 
steps. It incorporates Naylor's suggestion in that it provides a frame
work for organizing the subject matter to be learned into a logical se
quence. It includes elements of Stenzel and Feeney's framework in that 
the purpose and philosophy of the organization provide the foundation for 
the model. Finally, it is designed for use by the extension agent or 
other professional trainers because it assumes that · because of their past 
experiences and education, they would possess most of the competencies 
identified by Schindler--Rainman and Lippitt as being essential for 
trainers. 

The steps in the model are shown be.low and are identified by short 
descriptors that capture the essence of each step. The straight . arrows 
indicate an uninterrupted progression through the model~ and the broken 
arrows indicate re-entry at various points within the process. A more 
detailed description of each step and the various re-entry points are 
explained on the following pages. 

Insert Figure 2 About Here 

ASSUMPTIONS 

Since the model focuses on a very specific process and this paper 
must be somewhat limited in its presentation, cer _tai.n assumptions must 
be made regarding its use. The first four assumptions relate to prior 
recruitment, orientation, and preparation on the part of the agency. In 
a broader context ~hey could be expanded into additional steps prior to 
the actual training process, and the extension agent is urged to do this 
before using the model. Assumptions five through eight are concerned with 
the most effectiv~ use of the model it~elf. 

1. The trainees have been recruited ·from community 
members with ;rn interest in the program and :i. ts 
goals. Furthermore, they have been ori.ented to 
the significance of their function in the total 
program and the responsibilities they assume when 
representing the agency. 

2. The needs and interests of the clients have been 
established through some sort of formal or 
informal needs assessment, and they are known to 
the trainer. 
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3. The trainees are motiv8ted learners and are concerned 
about the clients to whom their efforts are directed. 
External factors for motivating the volunteers . to 
join are not built into the model. 

4. A climate conducive to learning by adults is established 
by the trainer. Such a climate includes attention to 
the psychological and physiological needs of the trainees. 
It also assumes that many of the trainees have experiences 
and knowledge that would be helpful to the trainer. 

5. The amount of time for performing each step in the model 
can be varied. 

6. The model can be used for short term training such as 
a three~hour session or over longer periods. The length 
of the training period depends on characteristics and back
ground the trainees and the complexity of the subject matter 
to be taught. 

7. The steps in the model should be performed in the order 
listed for maximum effectivness. It is possible, however, 
that steps three through six may be repeated within a given 
session without repeating steps one and two. However, they 
should be repeated in order. This is also true for steps 
five and six. 

8. Step four may be omitted for cognrtive objectives ~1ich 
deal with information rather than with performance 
objectives requiring demonstrations of specific skills. 

STEPS WITHIN THE MODEL 

1. Who--Client Characteristics 

This step refers to client identification and is based on the 
assumption that the trainer knows the general characteristics of the 
clients in order to communicate them to the trainees. Identifying the 
general, and if possible, the specific characteristics of the client 
groups serves several purposes. (1) The trainer is forced to look 
beyond the immediate trainees to the final recipient of the information, 
which is essential if he is to perform effectively. (3) qient chnr
acteristics determine to a large extent learning sty I.cs and rcccptiv'i ty 
to various communication techniques. 

It is likely that the trainer will know many of the characteristics 
of the ultimate client group.. By starting with this step in the model, 
the trainer is forced ·to study the client population and to share that 
information with the trainees. Many programs that are greatly needed 
are poorly receive·d because the trainees were unfamiliar with the char- · 
acteristics of the clients, and consequently the objectives and instruc
tional methods were ·inappropriate for their needs. 
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2. What--S.pecifying Conter1! _ 

111e second step in the model refers to the specific content to 
be taught and is identified in terms of objectives. The type of content 
to be covered will, of course, be directly related to the needs and 
characteristics of the clients identified as part of step one. This 
step in the model puts those. needs into a specific fonnat so that the 
content to be delivered deals with specific units rather than with 
global -topics. The content may be specific skills, such as using a 
pressure canner or freezing fruits and vegetables, or it may be infor
mation about nutrutional requirements for the elderly. Whether the 
content is learning and refining skills or acquiring information, it 
should be broken down into units that are clear and understandable to 
the trainees with the idea that they will in turn do this for the ' clients. 

Identify the specific content of a given training session is best 
done by specifying objectives of .a given training session and the ratio
nale behind each objective, i.e., why are they important, and if they are 
arranged sequentially, why this arrangement is necessary. 

It is not necessary that the trainees know the fine points about 
structuring content into objectives. They are not designing curriculum-
they are simply delivering instruction. It is necessary, however, that 
the trainer know how to write objectives for the level of the trainees 
and clients to which the objectives pertain. 

3. How--Selecting Methods and Materials 

The how part of the model deals with selecting instructional methods 
for attaining the objectives identified in step two. The instructional 
procedures must he congruent with the objectives and client characteristics 
and, ,to some degree, are pre-determined by these two steps. For example, 
the· characteristics and needs determined in step one and the objectives 
specified in step two will provide the trainer with valuable clues as to 
how · the content may best be delivered. 

Typically, trainers find one method that works well for them and/or 
is easy to arrange and use this method consistently without considering 
alternatives. However, there are many resources available to the trai.ner 
who wishes to expand on his or her options for instructional strategies. 
These options include seminar and discussion, audio-visual packages, 

· competency based modules, simulations, and observations, to name just a 
few. In settings involving cognitive type learnJng, Bergevin, Morris, 
and Smith (1963) provide an overview of numerous techniques and procedures 
that have been found to be effective in training adults in large and small 
group settings. 

4. Demonstrate--Demonstration of Skills to be Learning/Taught 

The demonstration step in the model is perhaps the most neglected 
part of most training situations. It is one thing to tell someone how 
to do something and quite another to show them how it should be done. 
The demonstration step addresses the issue of "show me how to do it," 
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and it purposefully follows the "tell me what is to be done" rather then 
preceding it. The rationale behind this sequence is that if the trainees 
are first told how the objectives will be attained, they begin to anticipate 
what to expect and are then more prepared to attend to the steps in the 
actual demonstration. Theo_retically, telling the trainees \That before 
demonstrating how has the effect of setting up the attending stage in the 
learning process. They. are then prepared for th.e reception st age of the 
learning process, which in this model is the actual demonstration. This 
in essence serves as an advance organizer for what is to follow in the 
demonstration and succeeding steps. 

Many times the demonstration centers on a simple skill or technique 
and thus is informal and requires little advance preparation. At other 
times it may involve. somewhat technical skills and requires more prepara
tion. The fallowing list of suggestions on conducting a demonstration of 
technical skills is summarized from Kidd and Leighbody (1966). 

a. Before conducting any demonstration, refresh yourself 
as to the exact objectives of the lesson. 

b. Make certain that all machines, tools, drawings, charts, 
instruction sheets, working materials--in fact, every 
item which is necessary to insure a smooth and uninter
rupted demonstration at hand and properly arranged before 
the demonstration begins. 

c . . Be certain that those who are to witness the demonstration 
are physically comfortable, and cru1 remain so throughout 
the demonstration. 

d. Be sure that everyone who is expected to observe the 
demonstration can see every movement and hear every 
direction or explanation clearly. 

e~ Make certain that there are no distracting influences 
which will prevent the J earners from directing their 
full attention toward the teacher. 

f. Do not begin the demonstration without first explaining 
exactly what you are about to demonstrate and connecting 
it with what .the student already knows or has done. 

g. If the direction of movement is a key elc1m~nt of the 
work, arrange the demonstration so that the learners 
view the work being demonstrated from the same position 
that the teacher views it, the same position in which 
the learner will work when he undertakes to do the work 
himself. 

h. Perform the demonstration slowly enough so that 'the 
learners do not miss the key points. 
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i. Pause at intervals and <1sk questions to determine 
whether the learners an~ understanding and following 
the demonstration. 

j .· Following the demonstration, quickly review the key 
points with the class. 

5. Practice--Providing Opportunities to Practice the 
Demonstrated Skills 

Often the practice step is combined with the demonstration step and 
presented as a single activity. However, it is reconunended that when the 
trainees are inexperienced, the two steps be treated separately and in 
the sequence su~gested. A combination approach is more appropriate when 
the trainees are experienced instructors. 

Practice also requires careful planning. Allowing the trainees to 
practice what was demonstrated in step four is extremely important for 
a number of reasons: (a) It reveals to the trainer any gaps or weaknesses 
in the demonstration, i.e., what must be demonstrated once again. (b) It 
provides a second or third means to the trainees for learning the desired 
skill. They have heard about it, they have seen it, and now they can 
practice doing it. (c) It emphasizes to the trainees that they, too, 
must allow the client to practice the behavior to be learned. (d) Perhaps 
most importantly, the practice . step allows ·for and implies the necessity 
for step six, feedback. 

6. Feedback--Appraising Performance and Suggestions for Retraining 

In this context we are using feedback in the literal sense--telling 
the tra.inees whether or not their performance during the practice step 
was &atisfactory and ·if not, how it can be improved. Also implied in 
the definition of feedback is appraisal of the . trainees' efforts. Pointing 
out weaknesses is often taken as criticism rather than as constructive 
suggestions. Offering feedback that is constructive and reinforcing rather 
than destructive and punishing is not a skill that one is born with; it 
must be learned . . It is especially important with adult trainees whose 
participation in a program is not compulsory, but . voluntary. The assump
tion is that the volunteer (the trainee) is a valuable resource to 
e~tension services and, like other valuable and scarce resources, needs 
to be utilized wisely, conserved, and cared for. Appropriate feedback 
techniques _will help maximize the services volunteers provide to a program 
and at the same time provide them with a sense of accomplishment. 

Feedback can be provided during the practice step or after the practice 
step is completed. It can be directed at individuals or at the total group 
of trainees. The trainees can also provide feec.lhack to each other concerning 
their individual performance. Whether done by the trainer, trainee, or both, 
the purpose of the feedback step is to answer the question, "How am I doing?" 
In addition to answering this question for the trainee, it indicates to the 
trainer how well or how poorly he has done and at which step, if any, he 
should begi.n to recycle the training model. 
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RECYCLING THE STEPS 

The possibilities shown in Figure 2 are largely self explanatory. 
Figure 2 illustrates the feedback loop and suggests re-entry at any one 
of the preceding steps begi.nning with step two. The arrow from feedback 
to practice indicates that the traihee simply needs additional oppor
tunity to practice. The arrow from feedback to demonstrate indicates 
that the trainer needs to explain or demonstrate once again the procedure 
to be ·learned. The arrow from feedback to how indicates that instructional 

. methods were perhaps inappropriate for the objectives. 

CONCLUSION 

The approach for training volunteer workers described above may appear 
somewhat mechanistic at first glance. However, rather than limiting 
opportunities for personal development and creativity, it enhances them 
by providing a systematic framework for planning various group as well as 
individualized activities. The trainer is encouraged to look beyond the 
six steps in the model and focus on the volunteer trainees as individuals 
having special ·talents and experiences who are willing to share them. 
"Volunteers may come to training for a variety of their own reasons, but 
primarily they want to learn how to carry the assignments which they have 
assumed as volunteers.'-' (Naylor, p. 107) That can best be done·by provid
ing a systematic plan for training them to deliver the agency's services 
in th·e most effective way. Effective instruction is a very systematic 
process. It requires more than just a knowledge of the subject matter and 
an intuition about the clients. It must· be carefully and thoughtfully 
planned if the delivery is to achieve the impact desired~ 
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Role 

Function 

Task 

Volunteer Leader 
(Extension Agent) 

Represents agency 

Volunteer . Worker 

(usually an 
employee) 

Represents agency 
(usually non-paid, 

---1) part-time worker ~ 
f ro.rn community or 
group to which 
services are 
directed) 

Client 

Represents group 
to which services 
are directed 

Train volunteer Deliver specific Use the infor-
workers to ~ information or ~~~) mation or 
deliver specific services to clients services provided 
in format ion or 
services to 
cli.en ts 

Figure 1. Relationship Among Volunteer Leader, 

Volunteer Worker, and Client. 
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STEP 1 T 
STEP 2 WHAT 

STEP 3 

STEP 4 

l 
HOW ~-----------------------~---~~ 

1 
DEMONSTRATE (------------------

1 
STEP 5 

STEP 6 

EXIT . . 
< 

PrCTICE -(----------------1 · 

FliDl~~~===================}----~ r--~~~~~~__, ___________________________________ _J 

Figure 2. Steps Within The Training Model 

For Volunteer Workers. 
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VOLUNTEERISM AND THE UNIVERSITY-
PROCEED WITH CAUTION 

A Non-Paper 

Frederick A. _Noble 
President, Madison House, Inc. 

Office of Volunteer Community Service 
at the 

University of Virginia 
Charlottesville, Virginia 

A non-paper. What does ··that mean? ·The fact is that I would argue 
that I have no pap.er to present. What I have are some ideas that I have been 
struggling with for some months now and some notes and other things I have 
thrown together recently on the role of volunteerism, the role of the University 

·and how they might interact. I don't pretend to have what anyone would call a 
polished paper and I don't intend to publish anything in the proceedings that 
will come out of this conference. What I do have is a position that I want to 
defend, that I want to throw out as a caution, and a warning to see how it sits 
with the folks who are here at this conference. The position simply stated is: 
Be very careful when you are "mixing" volunteerism with the University. I want 
to throw up a yellow flag of caution for this relationship so that we can 
possibly avoid throwing up a red flag later. 

·I think it's only fair for you to know some of my personal background before 
I further explain this position. I have been involved in volunteerism since 1970. 
I was a Big Brother for one year when I was a graduate student at the University 
and then for somewhat unknown and very complicated reasons I became president of 
this organization known as Madison House. Madison House is a non-profit corporation 
located in Charlottesville. It is at the University of Virginia but its not 
legally part of the Univ~rsity. It could be looked at as a private foundation 
of some sort, it has an endowment fund, it has its own building, it is also a 
quasi department of the University, it has had a long and interesting history 
starting as the YMCA. In 1969 Madison House began getting involved in volunteer
ism and it has gro~m and developed considerably since I first'had my relationship 
with it as a Big Brother. The years from 1969 to 1977 could be thought of as 
"golden years.-" In this time that I have been involved in volunteerism I have 
seen many interesting things; local, state, and national organizations have 
developed, a body of literature has begun to appear, a multitude of conferences 
are taking place. I have participated in ·these sorts of activities--! have read 
a lot of the books on volunteerism, I have written my book reviews, and I have 
been to a lot of conferences. Increasingly of late I have been asking myself 
what does it all mean--where is volunteerism headed? 

Now for a historical perspective on this particular situation I am in right 
now (i.e., presenting a "paper"). I have been to Virginia Polytechnic Institute 
several times for conferences. I have known Del Dyer for some time now and we 
have had some interesting talks concerning volunteerism. Well, in October or so 
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we received this "Call for Papers" for this conference. I assume most people 
got the same sort of thing (i.e., notice of the conference). My initial reaction 
w~s kind of to laugh and kind of to be put off, ou~raged, maybe internally to 
"cry" a little bit about it. What :i.s going on? Are they really going to have 
a conference on the roles of colleges and universities in volunteerism with 
academic papers presented? I was feeling very strongly this was something I 
didn't want to be involved with. After talking with my assistant, Bob McDonnell, 
some other people at Madison House, and especially with my wife, I decided that 
perhaps my obligation was to come to the conference and challenge tbe idea of even 
having a conference like this. So over the past number of months what I have 
been doing is attempting to think this thing through so that my views can __ he _ ·-
expressed in an understandable manner. It has been difficult. In some cases, 
I am sure that what I have to say has been said before in other contexts but I 
feel strongly that it needs to be said today. 

I don't know whether it is just my good fortune, circumstances, coincidences, 
or what, but just the other day I received an article that brought all my ideas 
into focus. I have a subscription to the Chronicle of Higher Education and in 
its issue dated April 25, it has an essay (back page column "Point of View") 
called "The Professionalization of the Humanities". What I want to do is to 
quote extensively from this but to modify it as I go along in such a way as to 
substitute for "humanities" the term "volunte~rism". What is being said in this 
essay April, 1977 I think might. eventually be said about volunteerism in April, 1987 
if, as I fear, some of the things that are currently taking place in volunteerism 
do lead us in the direction that is outlined here. So if you will bear with me: 
This is written by Simone Reagor who was director of the division of research 
grants at the National Endowment ·for the Humanities from 1974 to 1976. 

ScholaJLb a.nd tea.cheJr.l, o 6 volwt:teViMm once beU.e.ve.d they played a. k.e.y Jta.te. 
in ~ocle.ty M conve.yoM 06 a.n -lmpoJtta.nt cul..twtal he.JU;ta.ge a.nd M Yl.UJttUJteM ..in the. 
young 06 a. vai.ua.ble. a.tt,i~ude. towa.JtdJ, l..i.6e a.nd ma.nfU.nd. 

TheiJL 6oc.u.~ WM wiquu--Uonably on thw a.dvoc.acy; they ga.ve Jtela.,tivel..lJ lfttee. 
a.tte.nilon .to 6otanal JtewMd6. Sc.holaJLb p~u.e.d the.ht inte.Jte6:l6 .bec.atMe. they c.a.tte.d 
gJte.a.tly a.bou.t what the.y weJr.e. doing. 

In Jtecent Ume6 the dW...ude 06 teac.heM and .&c.holaM in voluntevU6m ha;!> 
undeJtgone a. Vla.gic c.hange.. Theift ~eri6e on cl..vic.· and J.>ocJ.,a,t Jte6poMibil.Lty hM 
d.i.J.,appe.alr..ed. Mo!Leove.Jt, 6-lna.nclal a.n.d c.MeeJt '1..evXVtM Me. now mo!Le -lmpoJtta.nt 60'1.. 
mo.&.t 06 them .t.ha.n aJc.e the impoJtta.nc.e rr..nd pUJtpMe 06 theift Jtole6. SomewheJte along 
the way voluntee.JLMm iea.deM th~el.ve1.> ha.ve come. to de6ine tltw '1..UpoM..ibilfty 
n.o.JrJtowly to thehl.. 6ie.ldJ.,. Now the. hr.on c~ 06 theift 1.>peclaf.Ltlu .&epa.JuU:e :them 
6Jtom e.a.c.h otheJt a.nd 6Jtom 1.>acle.ty. The buuUilon hM va.whed behind the Unu 06 
indlvidu.al ~~pl..inM .•..• 

Sepa.Jta.te depo.Jttme.nt./.> ewt -lr:. evvr..y Me.a 0 6 valuntee!U.6m--a.nd J.>Uil Yl.W<Ut a.nd 
mo!Le llmlted onu Me. being c1tea.,t.e.d e.ac.h yeM. Lecvmed 1.>oueUM a.nd p!Lo6eMional · 
01r.ga.nizatioM 06 ev~-c_y '-'ctfv[e.ty have be.en uta.bwhed, Jtanging 6Jtom g!Lou.p.6 wu.h bJLoad 
a.c.a.demic a.n.d .& c. ho R.aJcl_y pwc.po ~ e6 to t.ho.& e with naJUtoWVL .lnt.Vr.UU • ; .•. 

ObvioMly, mu.ch good can be Mu.d 60'1.. the p!Loi)u.&ion.a.l deve.lopme.nt-6 .ln 
voluMeefl.i.6m; aU have Jte&ponded to vMi.oCM ne.e.d&. &lt U h, equally btue that the 
oJtganiza.Uon.a.l deve1-opmerii~ 06· vof..untee.1t«m hM c.ontJUbu.ted to thw bec.omin~ Jt-i..aid 
a.nd poll:tlc.ctl. . • • • ... ~ 
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P1to6U.6.lonali.za:li.on ho.-6 .lnt.Jtodu.c.ed poweJt poli.:tlCA to volunteelt.l.6m, to 
:the po.ln:t :that. poli.:tlc..6 .<A now a.6 dorn.lna.nt a 601tc.e. M U .l.6 .in the .6c..lenc.u 
oil. even .ln the. bMinu.6 wo!tld. Foll. ma.ny teac.he!L.6 :the p!t.lmMy goa.l6 have 
bec.ome the nex;t pJtomoilon, a biggeJt depaJLtmental budget, a.nd at.ta..lnme.nt 06 
pM6eMi.onai. o66ic.e. oJt pubUc.at..ion 06 yet anothe1t book OJt. a.Jtt.lcl..e. The 
motivating 601tc.e 06 U6e AA :the du.bc.e 601t the c.on6.ta.nt ac.c.JteZi.on 06 p1r.uilge 
and .6ta:tu&. Maneuve)Lhtg a.nd in-6,i.ghtlng 60Jt. thu e. c.Meelt goal.6 have bec.ome 
.60 c.ommon tho.,t they c.1te.<Lte. .the ac.c.epte.d tone. in many de.pa.titme.nt.6 and p1to6e&.6ional 
01tga.n.lzat..io n6 ••••• 

Whil.e :the c.OJr.pu& 06 le.a1tn.lng ho.-6 c.eJttai.nly expanded, the d!Llve to poweJt 
hM c.ontJri.bute.d to :the. wil.d inc.1te.Me in the numbe1t 06 jo~, the enoJr.mow., 
p!todu.c.ilon 06 boolu, and a.Jtt.lclu, and the development o·6 M.&oc.1..a.t..lon6 and 
c.ente~. Bee.au.& e. o 6 the. impoJt:ta.nc.e. o 6 at.ta..lning po.&ition and powe.Jt, .the.1te AA 
a. tendenc..y wheneve.Jt cll66e1tenc.u 01t cUAa.g1teeme.nt.& o.Jr.L!,e in a. 6ie1.d !,01t one 
.6egment to bJteak away to 6oJr.m a. new M.&oc.1..a.t..lon oJt to u.ta.bU.&h yet a.not.he.It 
jouJr.na.l. UndeJt the in6£.ue.nc.e. 06 thAA poli.:tlc..lzing 601tc.e. voi.unteelt.l.6m .&c.hola.!c..6 
have .6p1tea.d ou:t in ne.vJ cU!tec.il.oM in oil.de.It to b1toa.de.n thebr. powVr. bM e, :t.hw., 
g.lving mo1te. people oppolLtlotU.lu to win po.&.l:U.cm and p1te.6ilge .•.•• 

The c.uJUte.nt 6ina.nclal c.JtUnc.h in the e.duc.a.tlona.l woltld hcu c..eJttai.nly 
btten.&ifrle.d the pJtoblem.6 06 pM6U.&iort.aliza.tlon. Unde.Jt :the .&tltU.6 06 e.c.onomlc. 
cU.6f,.lc..ui..tiu and the. inte.n.&e. c..ompe.tUion 601t job.& and t~Wte, a.c.a.demlc..6 a.Jte 
.impel.led to 6ind way.& to .&tJte.ngthen thebr. !luwnu, to .&how an even h.lgheJt level 
06 p1to6u.&ional a.c.c.ompU.&hme.nt. Ma.ne.uve.Jting 6oJt g1ta.nt.6 and po.&ition.& .in 
de.pa.!Ltme.YLU and 01tganization.& bec.omu eve.It mo1te .&a.vage. But the pltoc.u.& o 6 
pJto6u.&.lort.aliza:U.on and the. 1tuulti.ng poli.:tluz.lng 06 volunte.eJr.-iAm wa6 wtde.Jt 
way well be60Jz.e. -t.he ec.onomlc. cU66.lc.ulti.u be.ga.n. 1t would be. a. .&e.Jtiow., m)A:ta.ke. 
to pla.c..'1. a1.l -t.he, blame. 601t thue p1toble.m.& on the. c.uMe.nt cJU.J,.i-6. Ra.theft, the 
lte&poM.lbil.Uy Uu wUh -t.he people who have c.ho.6en volwtte.e.Jti.6m cu a. U6e 
C..OUIL6 e ••••• 

ObvioMly Lt i-6 not po.&.&ible. to Jte.tu.Jtn to a.n eo.JLlieJt level a 6 in601Unai.,U:.y 
and .lnnoc.e.nc.e.. Nolt i-6 U dui!ta.ble.. The. p1to6u.&.lona.Uza.tlon 06 voi.untee.Jti.6m 
dou have. .60me. be.ne.6.lt6. Bed: i6 we Me to 1te.a.p tho.& e. be.ne.6U.6 6uliy, we. mw.,t 
Jte.c.og•uze. the. dangeJL.6 and the. damage alJte.a.dy done.. The. he.a.Uh 06 volunte.e.Jti.6m 
c.a.n be Jtu.t.01te.d only by .lncllvidu.o.l.6, by people.. who c.Me mo1te a.bout what :they 
Me doing than a.bold: thehr.. poli.:tlc.al po.6.lUon .in a. de.paJLtme.nt olt 6ield. Un.lve.Mliiu 
mU.6.t 6-Utd way.& to e..nc.oWta.ge. thi-6 IUnd 06 .&el6-dhr.ec...t.lon .•••• 

That's a very lengthy quote. I wish I had written it. I am glad somebody 
wrote it about the humanities and I think honestly someday somebody might be 
writing it about volunteerism. 

Now I would like to get into some of my own personal notes that I have 
tried to put together. My own feeling is that volunteerism might work. In fact 
there are a lot of people who think it already is working and it is working 
pretty well. Some even see it as a viable, long run, increasingly dynamic, social 
force. Others maybe are not quite so sure. From a university's perspective (its 
so called "mission") on the one hand this situation is a challenge, an opportunity•:'' . 
to explore volunteerism, criticize it, dissect it, participate in it. These 
people who do believe in volunteerism want and need to know how and why it works. 
Academia may have some answers for that. Those who doubt volunteerism's real 
value want more information so that can decide whether its worthwhile or not. 
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The growing interest by the academic world offers benefits to the volunteer 
movement if it is approached with considerable caution. 

Now from volunteerism's perspective the university does offer resources 
which if recruited and coordinated properly, will enhance and promote the 
growth of a voluntary society. Volunteerism has enjoyed a period of prosperity-
let's call them golden years. Though, it has not been a period of economic 
prosperity necessarily. I feel that the growth and development of volunteerism 
is due in large part to certain inherent qualities that it has relative to 
other fields. There is a lot of independent initiativ~ in volunteerism, sort 
of grass roots stuff, lots of creativity, flexibility, spontaniety. A great 
deal of self renewal is evident. There's a constant turnover of the people who 
ate involved in volunteerism and. there's continuing questioning of what they are 
doing and could they be doing it better. This is good~ The challenge that 
volunteerism faces is to continue to grow and develop and build on those things-
the specific qualities and strengths it already possesses. The danger to 
volunceerism is that it will fall prey to other forces (not all academic), 
some of which are mentioned in the article that I quoted. Especially things like 
the self-preservation, overspecialization, publish or perJ.sh mentality. I think 
that anybody in academia can point to certain things that have gone wrong in the 
development of that discipline. What I am trying to do is point out what can 
go wrong with volunteerism based on what we have seen go wrong in these other fields. 
Since a great deal is unknown about volunteerism, that is one of the things that 
makes it vulnerable. It has grown very rapidly. Of course there has always 
been volunteerism (not always called that)--anyone who had done a history of 
volunteerism goes back and quotes de Tocqueville and on· back. But when you look 
at the statistical reports on volunteerism you see that there has been a 
tremendous growth in the late 1960's, expecially among u~iversity volunteer 
programs, such as I am involved with, and high school programs. This rapid 
growth may have been haphazard and this makes volunteeri.sm very vulnerable. It 
is an attractive thing for academia to come in and inquire about. If you are 
perseptive, you can already see volunteerism getting hooked. For example, there 
is a debate going on about the operational language of volunteerism. How do you 
define volunteer, voluntary, volunteerism? It is a prelude to development of a 
jargon, I am not sure there is a volunteerism jargon yet, but there is the 
environment for it. There is a great deal of interest in the motivational 
aspects of volunteerism. Why do people get involved; how do you kee.p them going; 
how do you determine their specific motivation and channel them into proper 
most efficient use of that sort of motivation? Theres also a great deal of 
interest in applying business management techniques to volunteerism. I personally 
think this is a really good idea. Volunteer supervision, training, evaluation, 
and marketing aie all relevant areas of study. 

Given this sort of environment you ·can see how volunteerism can benefit 
from a relationship with a university. The real question is: Are the best 
interests of the volunteer movement and the university's mission a) an intersecting 
set of issues, b) a conflicting set of iisues, or c) a null set. I think I 
personally have ruled out the null set and I would like to see it be an intersecting 
set of issues, not a conflicting set. And that to me means both parties have 
got to enter into this relationship with a great deal of respect for each other. 
They can not abuse each other for their own purposes. For instance I don't . think 
that academia should be using volunteerism as a "guina pig" to test out its new 
social theories. At the same time volunteerism can not expect academia to contribute 
its knowledge without some reciprocal benefits. 
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Volunteerism is at a crossroads; it is under a microscope and more 
questions are raised tr.an are answered. What I propose is a philosophical 
approach which is based on what is known in economics as a "Pareto optimal"--
a situation in which everyone is better ·off and no one is worse off from the 
interaction of the two parties. I hope I have already begun to warn of some 
of the impending dangers of an unplanned relationship. I think the role of 
universities in volunteerism is to raise questions, test viability, encourage, 
criticize, guide, support and especially to intergrate existing and newly 
developed knowledge. The danger is that it won't do any of these sort of things 
or it will start to do· some of these other things I have alluded to, especially 
over-prof essionalization. Since supporters of volunteerism have always talked 
of working within the system, avoiding duplication, supplimenting not replacing 
the services of professionals there is a chance in a relationship with a 
university to abide by these sort of philosophies . . Why can't courses in· vol
unteer administration, if we want to call it that, be incorporated in existing 
curriculum areas. For instance, business and connnerce s chools can do an awful 
lot by just modifying their current curriculum to deal with the issues that 
are especially relevant to volunteerism. The fields of education, sociology, 
psychology, urban affairs, and many others all have . the potential to contribute 
significantly to volunteerism. I don't think that· volunteerism, however, should 
totally submerse its social identity within these other disciplines. It does 
need an identity but not necessarily an entire curriculum (or worse a department) 
based on volunteer administration, certification, etc. 

I have got another quote which states in another way the feelings I have 
about the appropriate relationship between universities and volunteerism. It 
deals with action learning which is sometimes described as volunteerism for 
academic credit. Action learning is really a multi-disciplinary approach to 
education. It is a quote from Alan Toffler who wrote Future Shock: 

"The · c.omb.bw.tion 06 action-leaJtning wUh ac.ade.mic. wo1tk, and both 06 :thue 
with a 6ld:Wte oJvlen:ta:tlon, C.Jteatu a powe1t6ul.ly moilva.ting and powe1t6u.Uy peJLJ.>onal 
leaJtnhtg .6Uua.tlon. It help!.) c.lo.6e :the gap between c.hange oc.c.U!Uting 'out :theJte' 
and c.hange oc.c.WUU:ng wUhin :the .lndiv.ldu.al, .60 :that R.eaJtne!t.6 no lorr.geJt JtegaJtd 
:the wo!tld a.6 cUvoJtc.ed 6Jr.om :them.6 elvu, and :them!.> el vu a-6 -lmmune to (and pell.hap~ 
.lnc.apable o 6 ) c.hang e. 1 n a :twr..bulen:t, h.lg h- c.hang e en v .bto nm en:t, Lt .£-6 o n.ty 
t.Jvwugh the development 06 a 'p.6yc.hology 06 :theJ nu:twr..e' that eclu.c.ciUon c.an c.ome 
to ;tVl.m/.) wUh leaJtning • " 

There is currently a lot of talk in education about a so called "life centered 
curriculum." In· a sense , since volunteerism reflects life, volunteerism can be 
thought of as a life centered curriculum. To reiterate, though, I don't think 
volunteerism has to have its own special department or its own special niche 
within the university. · 

Even worse than a lack of interaction between volunteerism and the university 
would be something called "academic voyeurism." This is the study of other 
peoples problems for academic self gratification. This goes back to the guinia 
pig thing. Should academic institutions be trying to identify the body of 
knowledge which is unique to volunteerism? Should practicioners be certified 
and recertified to insure competency? Who should do this? How many professional 
associations are needed? I understand that there are at least 13 or 14 and they 
have even formed an alliance of the 13 or 14. Thereare alot of journals and 
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publications coming out now. There are a lot of conferences taking place 
(this is about the sixth I have gone to this year. I am trying desparately 
to get unhooked). Therefore it is possible, to overspecialize volunteerism. 
Sure, those certain conferences and programs designed to share experiences 
and get folks together who have common problems are ~ine. I think that · perhaps 
this conference could be a classic example of over specialization. The jury 
is still out on the conference. I am here for as long as I can be to see if 
volunteerism is going down the wrong road. I don't think volunteerism needs as 
much theory as some people seem to think it needs. I think it . needs more 
interaction, more intergration, it needs people doing things, not watching 
other people doing things. I don't think it needs to be cut up into little 
specialities. For instance, I don't want to become part of an organization of 
student volunteer administrators in the southeast region of the United States 
with universities with 20,000 students who have over a 1,000 volunteers. As 
absurd as that sounds, I really think there is a danger that it might happen. 

People like me I guess cry wolf. I think all these dangers I have tried 
to catalogue can be avoided, and I think the time to start avoiding them is 
very close at hand. Volunteerism is _ a very interesting social phenomen. It 
is well worth inquiry to ascertain the reasons for its success. But if vol
unteerism' s needs are not served in such an inquiry and the universities' 
needs are served, then I think volunteerism has sold itself short and lost an 
opportunity. We can look at other developments, other disciplines and learned 
from them. We must before it is too late. 
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INTRODUCTION 

My interest and involvement in volunteer partnerships has emerged from my 
experiences as a Director of a volunteer early childhood program, Program 
Specialist for a children's coordinating council, administrator for a 
federal inservice project, and President of our local Voluntary Action 
Center. Within the scope of this paper, I will be drawing upon these ex
periences as a foundation for raising some issues concerning volunteerism 
and suggesting a framework for meeting these issues and challenges. The 
paper will concern itself with the philosophy of a university-community 
volunteer partnership, the progranunatic action needed to create the partner
ship, the roles of the university, school, and community in the partnership 
system, and finally, the implication for such an integrated human care system. 

THE SEEDS OF A PHILOSOPHICAL PARTNERSHIP 

I am a believer in the gradualist school of change. This means I somewhere 
between the status quo and the revolution. Because of this belief, I see 
a vast and rich system of resources available for use by schools, neigh
borhood associations, governmental bodies, community agencies, and citizen 
councils which exist within the university resource setting. However, the 
wealth of expertise in research, development, and special instructional 
programs of the university must be translated into action and community 
enrichment. John Friedman (Retracking America, p. 110, 1973) outlined the 
heart of this partnership between expert (university) knowledge and client 
(community) action. The requirements of this mutual communication are: 

The expert, to work with models abstracted from the real world 
and operating under controlled environmental conditions; 
The actor, to work with models of the real world under the 
variable conditions of a shifting environment; 

The expert, to work without regard to an existing power distri
bution and to be unconcerned with outcomes in the real world; 
The actor, to take the distribution of power as the starting 
point of his analysis and to consider, first, the means through 
which a course of action may be carried out; 

The expert, to search for certainty in results by means of con
tinuous exposure to critical views; 
The actor, to take on normal risks of action and keep opponents 
ignorant of his own strategies; 
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The expert, to be content with general solutions within the 
assumptions of the model; 
The actor, to seek deterministic answers to the problems of 
a special case; 

The expert, to interpret the past; 
The actor, to make the future; 

The expert, to work without limitations of time; 
The actor, to work under the pressure of time; 

The expert, to specialize in one branch of knowledge at a time; 
The actor, to demand a general expertise, capable of taking 
many branches of knowledge simultaneously into account; 

The expert, to look for success in academic recognition; 
The actor, to look for practical payoffs in terms of profits 
and power. 

These requirements of mutual communication will not produce a partnership 
between the university and conununity. There must be something more than 
a theoretical description. There must be a commitment to human dialogue 
(Friedman, pp. 178-181, 1973). This human centered dialogue ... 

· presumes a relationship that is grounded in the authenticity of 
the person and accepts his "otherness" as a basis for meaningful 
communication. 

presumes a relation in which thinking, moral judgment, feeling, 
and empathy are fused in authentic acts of being. 

presumes a relation in which conflict is accepted. 

presumes a relationship of total communication in which gestures 
and other modes of expression are as vital to meaning as the sub
stance of what is being said. 

presumes a relation of shared interests and conunitments. 

presumes a relationship of reciprocity and mutual obligation. 

presumes a relationship that unfolds in real time. 

We at the Eugene Teacher Corps Project have written a proposal for 1977-79 
which states that mutual technical assistance which will exist between 
teachers in the school district and the secondary faculty of the Teacher 
Education Division. The proposal is entitled, Inservice Education and 
Curriculum DevelQEment: A Research Based Strategy, 1976. The university 
will assist a high school to implement an interdisciplinary program. The 
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school staff will assist the secondary faculty to develop a model inservice 
program. These groups have needs which can be met by the knowledge, exper
tise, and experience of each other. This commitment is the first stage in 
such a project partnership. 

I realize how easily the conununication between expert and client tan break
down and become a source of conscious or sub-conscious conflict. When I 
wear my citizen hat, I often find myself saying, "they (meaning the pro
fessionals) don't understand, or why won't they listen". If it can be 
that frustrating for me, how is it for citizens who are suspicious of well 
intentioned, committed professionals? Frustration and discouragement are 
not the sole possession of expert or client. In order that any partnership 
can exist, the conunitment to dialogue must become the subs tance of the 
relationship. Only in a relationship of I and you becoming we can a moral 
human care system exist (Jantsch, p. 83, 1976). 

THE PRAGMATIC PARTNERSHIP - A HUMAN CARE PERSPECTIVE AND THE CONSIDERATION 
OF TRAINING 

There are some questions I would like to raise which will lead us to a 
discussion of a functioning university-community partnership. For instance, 
in the planning, coordination, and delivery of volunteer services should 
these services be separated into their own unique category? To be a little 
more explicit, should volunteer services be an incorporated category of 
long range planning (3-5 years) like educational planning or a unique subset 
of itself? One can gain a perspective on this question by asking to what 
extent is mental health separate from health in the planning, coordination, 
and delivery of services. In Oregon, there are two allied systems, the De
partment of Education and the Department of Human Resources which are respon
sible for our children and families (Kutz, 1976). These systems attract 
the majority of our volunteer resources yet no where are volunteer services 
a major unit of any Department. · 

Let's pose another similar question related to the context of training pro
fessionals who work in a human care and resource development system (Figures 
#1 ·and #2). Who at the university level ~uld be responsible for the 
.E.Eeservice training of the volunteer counselor, specialist, coordinator, and 
administrator? A corollary question is, how can these professionals receive 
inservi~ training and what is the role of the university and college regard
ing this un-captive clientele? Assuming that a human care and resource -
development system should integrate long range planning, coordination, and 
the delivery of services with the involvement of the community, what type 
of professionals are needed to energize it and where ought their training 
occur? The ecology of this training is an important variable since one must 
interact with the special conditions of ·the setting to do and EE.2~· It is 
equally important to recognize that parents, volunteers, and other community 
residents are themselves professionals in the context of professing their life 
in the cormnunity, and must continue their life-long learning in the human 
care setting. 
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At this point, let us revert back to our first question, should volunteerism 
be a separate component in a human care and resource development system? 
Although I could be persuaded to answer yes, I feel that volunteerism should 
be integrated into such a system. It is difficult for me to conceive of it 
any other way although the strength of volunteerism is beginning to demon
strate itself as we face the era of finite resources, inflation, and constric
tion of human service funding. The trained volunteer, in many ways, is be
coming more valuable than the paid professional. 

If we buy the notion that volunteerism is an integral element of such a 
human system, then it follows that preservice and inservice education should 
also be included in this partnership since one's professional development is 
partly a function of the setting in which s/he operates. Consequently, it 
is the agenda of the university to assure that it also operates ~ithin this 
integrated context, practices !ield research and £r08.!~ development, and 
joins with the community to form a partnership where the research, develop
m~nt, planning, programming, and delivery of services occur at the most 
organizationally integrated, and geographical unit (Edwards, Moorhead, 1973). 
Only within this context can the knowledge of the university be joined with 
the action requirements of the community to create a partnership which 
utilizes the best of both systems. Because there exists the need for clients 
to receive services at the most organizationally (school) and geographic 
(community) integrated unit, the ~ocus for the training of volunteer pro
fessionals becomes the school-community milieu. One example of this milieu 
approach is our current Teacher Corps Project. 

PARTNERSHIP LESSONS -- THE EUGENE SCHOOL DISTRICT - U OF 0 TEACHER CORPS PROJECT 

The Teacher Corps program began as a national attempt to alleviate the teacher 
shortage by recruiting liberal arts students to the teaching profession. As 
the overage shrunk and teachers became in oversupply, the Teacher Corps Pro
ject recognized the need to focus its effort on inservice education within 
the school !!!!2 community. An implicit value behind this type of partnership 
is the recognition of changing the priorities of teacher education and colleges 
of education and enhancing the relationships between schools, universities, 
and communities (Teacher Corps Brochure, 1977). To this end, it is para-
mount that the universi!Y_ join with the ~choo! ~nd £_Q~unity to create a 
partnership which will integrate prqgram development structures, policy forma
tion structures, and project review and documentation structures within 
ecological settings such as federal projects (Kutz, 1977). This overall 
connnunication and coordination system allows the partners to collaboratively 
manage their efforts (Figure #2). 

Inservice education as a key element of this partnership comes into being as 
a function of the situation in which teachers, aides, volunteers, parents, 
conununity service agents, and others define their needs. It makes sense that 
the university professionals would realize the strength of any preservice 
program is a result of their inservice program. This means that a university 
coordinated preservice program for volunteer training is a necessity. The 
U of 0 has a program called ESCAPE (Every Student Caring About Personalized 
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Instruction) where students volunteer in the schools and receive course 
work in various departments. ESCAPE also allows students to administer 
the program themselves, thus assuring experience in administration, super
vision, and program development. 

But there are a number of factors w~ich inhibit the easy development of 
school and community inservice programs. One factor is the fragmented 
relationship between the school and community itself. Oregon is becoming 
nationally inf~mous for its school closures, but other states are not 
far behind. Another factor is the increasing power of teacher associations 
and their willingness to become more active in professional development. 
And, a third factor is the perception that the university is an alien to the 
school and community. 

As I mentioned earlier, in the world of inservice education there is no 
captive clientele as there is at the preservice level. For the university 
to become a major resource, school and community residents must view expert 
knowledge as translatable to their environment and finally to their situatio~ 
as they exEerie!!£~ it. A fourth factor that adds further complexity is 
centered around the nature of the geography and residents of the school. 
Teachers are natural residents, but volunteers, parents, and cont~unity agents 
must be also conceived as school residents so that their involvement becomes 
a ~tural part of the ecological setting. This type of partnership must 
evolve if all the school staff are to see themselves and each other as of 
one kind and capable of cooperatively affecting the human system in which they 
collectively exist. 

At this point I'd like to share with you some of the lessons we have derived 
from the 1976-77 Teacher Corps experience. Teacher Corps requires that in
service be available to all school staff including aides, volunteers, and 

, parents. For parents, classes in parent education were conducted. Training 
sessions for volunteers and aides were presented on communication skills 
anq understanding children, assertiveness training, and problem solving, 
and tutoring in reading and math. Approximately 100 volunteers were trained 
in three months. In order for us to come this far, a volunteer management 
system was implemented to encourage a positive relationship for volunteers 
within the school organization. 

In delivering inservice for teachers, we have experimented with the idea of 
request/response inservice (Turner, 1976). The basis of this idea is more 
closely allied with the agricultural extension agent model, a model which 
most of you are familiar with, whereby the agent links the need to the re
source. In other words, we are using a model which is derived from the 
fields of connnunity development and continuing education. A major conceptual 
breakthrough became established since finally an inservice model not a ----- ---' preservice model, was used in an inse~ice ~etti!}g (Turner, Hersh, Arends, 
19 77). 

Some interesting patterns and events are emerging from the application of this 
concept. First, teacher associations have become very interested in the po
tential of the model because it begins with the teacher. Second, a trusted 
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inservice educator must operate in the school milieu. We have averaged 
one request per day where our inservice specialist operates and none where 
he does not; even when those schools are in our target service area. 
Third, when the diagnosis of need is done by a third party (not the original 
client), the resource consultation has proved to be unsatisfactory. Fourth, 
approximately 90% of the consultations are done by district personnel and 
10% by university consultants. We originally believed the percentages would 
be reversed. Fifth, seldom does the need become met in one consultation. 
And, sixth, about 1/3 of the requests are programmatic, that is, centered 
outside of an individual classroom situation. The concepts and emergent 
patterns are becoming significant indications of the future role of train
ing, not only of teachers mut also those in the service of school and 
community. A serious question arises: h)w can the university and the 
comnunity together influence quality training for volunteers and profes
sionals in the school-community setting? 

SUGGESTIONS AND SUMMARY 

In order that a human care partnership exists between the university and 
community (See Figure #3), planning, coordination and service delivery 
must be integrated. The isolation of citizens from this structure and the 
fragmentation of effort is no longer justifiable. We have the conceptual 
models and mechanisms to assure an integrated effort (Kutz, 1976, 1977). 
The training of volunteers and professionals must emerge out of this 
ecological system. The results and experiences of this in-the-service-of
effort must be fed into the university training program in order that pre
service training be guided by the nature of inservice training. Because 
professionals and volunteers work in school and community settings, the 
university experts must be involved in this setting in order that they can 
learn what is working and why. This will require the university itself to 
internally integrate their own human resources. Only if they can accomplish 
this task will human resource students leave with a vision of the whole 
and how it may operate. If university and community do not accept this 
role, by default volunteers, professionals, and other professionals will look 
to community colleges, agencies, and each other for continued education. 
Some universities and colleges are already moving toward Colleges of Human 
Services in the attempt to capture what is already transpiring in the 
client w~rld. Perhaps the most influential role colleges and universities 
could take would be to research and develop programs and deliver the programs 
which would assist schools and communities wanting to create their own · 
partnership at what ever level they identified and in doing so would be 
capable of creating such a partnership within their own setting. 
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RESPONSIVE INSERVICE - A PRIMER 

(The purpose of this primer is to ir1troducc an inscrvice model which 
is very different from the convent· iunal one. If the reader needs more 
information call the Teacher Corps Project (687-3522) for copies of 
the three papers noted at the end of the paper.) 

WHAT IS IT? 

The new model inservice proposes to make help available to teachers 
in much the same manner that agricultural extension agents consult with 
farmers who have a problem. The essential attributes of the new model 
are that demand-response time is short, consultation is done on an in
formal and individual basis, and the life span for each consultation 
is negotiable by both the "agent" and the person asking for help. 

The mechanism will operate briefly as follows: (1) a staff member 
in the Churchill area identifies a problem related to teaching; (2) the 
problem is relayed to the Teacher Corps Project whose personnel will 
immediately begin searching for an appropriate College of Education 
staff member to link up with the District person having the problem; 
(3) at the earliest mutually convenient time the two individuals would 
meet at the school site. This initial consultation would have one of 
several possible outcomes: 

. (a) The initial meeting produces relief and the consultation termi
nates. 

(b) The initial meeting leads to subsequent meetings, observations, 
etc. which other staff members may join. 

(c) The initial meeting may balloon into a conventional DCE type 
inservice class if both participants concur that the need can 
be best met that way. 

(d) The entire transaction may be terminated after any meeting if 
either party concludes that further consultations would probably 
be fruitless. In this event the mechanism could be recycled to 
call in a different consultant. 

WHO IS DOING IT? 

The inservice model is an experiment being funded and conducted by 
the University of Oregon - School District 4J Teacher Corps Project. 
A coordination committee, composed of Keith Acheson (Project Co-Director), 
Martha Harris (Churchill Region Curriculum Specialist), Dick Hersh 
(Associate Dean for Teacher Education, University of Oregon), and Jack 
Turner (Project Intern Team Leader) will oversee the linkage and coor
dination. Jack Turner will serve as the primary conduit, clarifying 
and linking requests with campus resources. Jim Bavry, a Project mem
ber located on the campus will handle coordination on the University 
side. 

The Eugene Teacher Corps Project has as its main focus assisting 
school staffs in implementing the Oregon Minimum Standards. Project 
members are particularly interested in providing training in the areas 
of diagnostic/prescriptive teaching, goal and competency development, 
program assessment and community involvement. The new inservice model 
would not, however, be limited to inservice in those particular areas. 

APPENDIX #1 
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WHEN WILL IT HAPPEN? 

We intend to be in business by the first of February. The experi
ment will continue functioning until the end of the current school year 
when an evaluation of its usefulness will take place. 

WHERE WILL IT HAPPEN? 

Because the Teacher Corps Project is a federal project focusing 
specifically on Patterson and Churchill High School, our first priority 
must be to serve those two schools. As resources allow we will make 
the service available to all schools in the Churchill attendance area, 
then perhaps to all schools in the district. 

The inservice consultations themselves will be presumed to occur 
at the school site except where it is apparent that the consultation 
would be more useful if held elsewhere. 

WHAT ARE THE MODEL'S LIMITS? 

As indicated above the service will be limited somewhat in its 
availability to teachers district-wide due to our project focus in the 
Churchill area. Anct:her limitation implied by our model is that it pro
vides for individually perceived needs only (as opposed to system needs) 
It does not provide for flying in "name" consultants from distant places 
nor is it intended to pay for new programs sought by school staffs. 
Finally the model is not intended to duplicate or infringe on the inser
vice efforts currently operating in the district. We recognize the fact 
that there are many inservice needs being adequately met by the present 
system. We will communicate with other district inservice agencie~ and 
refer needs to them which are not suited to this model. 

WHAT ARE THE MODEL'S POTENTIALS? 

(1) One-to-one professional consultation on a specific problem 
which should generate an individualized and specific response. 

(2) Rapid response to expressed needs of teachers. 

(3) Increased relations between U of 0 staff and 4J staff. 

(4) Increased awareness of each other's settings by both Universit: 
and District staffs. 

(5) Possibility of reciprocal inservicing between the University 
and District. 
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EXPLANATORY PAPERS 

(1) "Open Letter to the Dean on Inservice Education" by Bill 
Drummond, University of Florida, March 3, 1976. (Drummond 
is the source of the extension agent model in this twenty
two page letter which does an excellent job of identifying 
the problems arising from the inservice mechanism as pre
sently conceptualized.) 

( 2) "Inservice: Needs Assessments, Academic Freedom and the 
Six O'Clock News" by Jack Turner, Eugene Teacher Corps Pro
ject, November, 1976. (This short paper attacks the value 
of needs assessments, the cumbersome nature of conventional 
inservice, and advocates for their replacement by the exten
sion agent model.) 

(3) "Charter of Churchill Area Teacher Corps Inservice Coordina
tion Committee", January, 1977. (This charter details such 
things as who is eligible for consultation, acceptable 
sources of consultants, the mechanism and how it will oper
ate, and limitations on the experiment.) 





VOLUNTEERING AS A TEAM 
Colin Ducolon 

Champlain College Burlington, Vermont 

Two programs within the Community Services Division at Champlain 
College in Burlington, Vermont, are based on the philosophy that combining 
academic work with on-the-job experience enhances the student-learning 
process. Students in both the early childhood and social services pro
grams spend time each semester volunteering in schools and agencies to 
further their own knowledge and further the efforts of teachers, counselors, 
and social workers. 

This is not unique. Most education and social work programs involve 
both academic work and field experience. What is somewhat unique is our 
method of combining theory and practice for our early childhood students. 
I would like to describe that method and also to suggest its application 
to other fields of education and training. 

The initial course in early childhood education, Observing and 
Recording Behavior, finds all twenty-five freshmen working in our campus child 
care center. Students work in groups of four or five spending one-half day 
per week interacting with these three, four and five year olds. As a team 
they may be assigned specific tasks such as recording the number of times 
children use the block area or the amount of running between interest areas, 
planning mid-morning snack, organizing a walk around the neighborhood, or 
designing a new toy or game and evaluating its use with children. This 
initial experience is organized with guidelines and specific goals. Students 
are not left totally to their own devices to meet the needs of the young 
children. However, it is each student's unique experience that provides 
the framework for child development theory. 

The inductive approach is emphasized. Rather than starting with 
general principles of child development and applying these principles to 
actual situations, we start with real "hands-on" experiences and their 
involvement with children. Hypotheses regarding the causes of behavior are 
generated through active involvement with children and their parents. 
Gathering data and evaluating its implications on the original hypothesis 
makes child development theorists out of each freshman student. "Learning 
by doing" is emphasized throughout the experience. 

As the college supervisor of the child development team, I can discuss 
individual children's behavior knowing all students have a common frame 
of reference. A variety of approaches to understanding and evaluating 
behavior is encouraged. Once the behavior is observed, recorded and discussed 
we can proceed to the ideas of some of the "experts" in the field. Piaget, 
Erikson and Montessori seem much more relevant when their approaches can 
be compared with the students' own. It is exciting for me to observe 
students questioning these aut.lilorities in light of their own observations. 

Members of this child development team grow both individually and 
collectively. Self-confidence is built up in the small team approach. 
Such confidence can later be applied in the weekly total-group seminar. 
The reticent freshman may have valid and relevant ideas but hesitate to 
share them with a large group. The cohesiveness and support of five or 
six encourages each to share and express opinions. 
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Strengths are supported and weaknesses are often overcome with team 
members' help. The sharing of a morning's observations certainly furthers 
communication skills--both verbal and written. When a student's written 
records are not clear or objectively stated, a fellow student's constructive 
criticism brings greater results th?n my red pen. Providing verbal argu
ments for one's position develops both self-confidence and self-esteem. 

The logistics of this approach are quite simple. Twenty-five students 
are divided into five or six groups which plan and work together one-half 
day per week in the child development center. A team conference is held 
with the college supervisor every other week and individual conferences are 
held every three weeks. Conferences are used for evaluating each day's 
activities, discussion of children's behavior, and planning future ·activi
ties in relation to the behavior observed. Total class seminars are held once 
a week for a three-hour period. Close student-supervisor contact is main
tained throughout the semester. Textbook theory is presented during the 
seminars as specific aspects of child development are observed and discussed. 
Responsibility for basic child development theory is not left to the student. 
The supervisor must generate discussion in areas that may not be evident 
to students. 

Along with teaching the weekly seminar and leading team and individual 
conferences, I also plan some model micro-teaching units with the young chil
dren. Video-taping my own activities with the young children provides much 
of the support for my suggested methods of dealing with behavior. s·uch 
tapes can also be used in discussing individual children's behavior. My 
approach often does not bring the best results. Student suggestions and 
conunents on their college instructor's behavior may be novel. College 
freshmen are not often given this opportunity or this responsibility--for 
with criticism must come some positive suggestions for change. 

This initial semester is followed by three more which may or may not 
include teams of students working together. Some students are now capable 
and anxious to work on their own. Others may need or simply prefer the team 
approach. However, the foundation has been set. Students have begun in a 
safe, comfortable environment which builds self-confidence and responsibility 
to others. 

The team approach is beneficial to the student, the college supervisor 
and to the client being served. I believe this approach is applicable to 
situations beyond the early childhood setting. 

Twenty students studying the aging process in a Psychology or Human 
Development course could innnediately apply information gained from textbooks 
and lectures to volunteer work in a nursing home or home for the aged. The 
college instructor would provide the framework within which students could 
learn about the needs, concerns and problems of the aged directly from the 
aged themselves. 

One of the most misunderstood life stages could be experienced first
hand. The reluctance of some to directly work with "old, senile people" 
might be lessened somewhat by the team's support. 
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Last semester one of our most vocal, outspoken seniors at Champlain 
had accepted a volunteer assignment at a private nursing home in Burlington. 
Her goals included visiting two elderly residents on a regular basis. 
Initial reaction was quite negative and was openly expressed in the team 
conference and the weekly seminar. Her strong negative feeling toward close 
contact with the aged raised many questions for the supervisor. On her first 
visit to the patients' room she broke into tears recognizing her own grand
mother in one of the ladies. After some time it was learned that her 
grandmother had died in a home similar to this one. She wanted to overcome 
her strong feelings but needed support. The supervisor and her classmates 
provided that support. On her weekly visit she left notes to the resident 
supervisor ranging from, "I could only take it for ten minutes today" to 
"I was here for two hours; I deserve a gold star!" The semester is now over 
and the girl continues to visit her friends in this nursing home. Responsi
bility was developed through the student's own action. She has gained greater 
understanding of the aging process, institutional care; and perhaps most 
important of all, a greater understanding of herself. This might not have 
been achieved without the support of the supervisor and her classmates. 

Other types of institutions could certainly benefit from team efforts. 
Elementary and secondary schools continue to need extra help in classrooms. 
Often, however, student volunteers become confused and frustrated due to 
a lack of organization in their efforts. A college supervisor acting as 
on-site coordinator could alleviate many of the school's problems and further 
the efforts of the student volunteers. Communication among the college, 
the student and the participating institution is direct and open. Daily 
and weekly review sessions enable the student to evaluate his performance 
and set realistic goals. 

Medical hospitals, institutions for the mentally ill, retarded and 
emotionally disturbed, as well as housing developments and recreational 
programs also seek the assistance of concerned volunteers. Such field 
locations are not only within the bounds of social work or education pro
grams however. 

A team field experience in such places for students in sociology, 
psychology, political science or economics courses would certainly add a 
great deal to the usual lecture and textbook. Knowledge in these areas 
is applied on a first-hand basis. Students learn as they build connnuni
cation skills. Students increase their own self-confidence and sense of 
responsibility as they become better community citizens. The college 
supervisor becomes involved in an area where he or she is also challenged 
and required to try new approaches to teaching. The trite statement that 
one should "practice what one preaches" is realized fully when college 
instructors get out of the classroom and into community service work. 

It may seem that this team approach is limited to colleges located 
in large urban areas. This is not true. I would like to conclude my 
remarks by suggesting two ways colleges can utilize this approach without 
necessarily needing large cooperating institutions. 
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First, students could meet the needs of people in individual settings 
and then bring their observations and records back to a team conference 
for discussion and evaluation. A couple of examples--accounting students 
could organize a free income tax service to citizens in their conmtunity. 
Classroom learning would be applied directly as students gain self-·conf idence, 
and learn how to deal with people effectively. Nursing or home economic 
students could provide nutritional information to expectant parents 
and/or families. Home visits in student teams would provide support and 
valuable information could be gained first hand on family relationships 
and food buying habits. These are just two examples. I am sure you can 
think of others. Citizens in our communities have unmet needs. Perhaps 
the college community can help satisfy some of these needs by designing 
their own volunteer programs on an individual basis. 

Secondly, I would suggest that colleges establish their own facility, 
institution or .program to meet an unmet community need. 

Two years ago, Champlain College established a Community Education 
ACCESS Center to provide counseling and career information to adults in 
Burlington. Staff for this center came from the secretarial, social work 
and early childhood programs. Team effort was most important. Caring 
for an infant while a mother took an interest inventory, helping a high 
school dropout type his resume, and building group communication skills 
were just some of the tasks organized by students with the aid of the 
Ce:nter's director. The Center continues to grow in its service to adults 
in Burlington. The students continue to grow in their first-hand experi
ences with people in need. Learning does not benefit the learner only. 
It is a reciprocal relationship when the student, the instructor and the 
client all grow from the field experience. 

Other programs could be developed--youth programs, suunner recreational 
programs, family counseling centers, after school activity centers, 
informational and counseling centers, and educational resource centers. 
The possibilities are limited only by the imagination, creativity and 
flexibility of students, instructors and clients in need of service. 

These are two ideas that could be tried in areas that do not contain 
large cooperating institutions. 

Volunteering as a team is one approach to enriching student and 
faculty growth and development. It has worked at Champlain College and 
continues to add strength to our programs there. It may be an approach 
some of you might wish to develop. 



FORMS AND FORMALIZATION OF VOLUNTEERISM: AN HISTORICAL PERSPECTIVE 
Charles G. Tildon, Jr. and James c. Thomson, Jr. 

Maryland Service Corps 

As practitioners in the field of volunteerism, rather than academicians, 
our interests are somewhat different, and our perceptions can be assl.111ed to 
be more subjective and visceral, than those of a social scie.ntist or an his
torian. 

With these constraints in mind, therefore, we hope to illuminate the 
present and future of volunteerism, and some roles of the university within 
it. From our vantage point in this final quarter of the 20th Century -- and 
the first quarter of the nation's third century, we propose to review the 
forms of volunteerism which were normative in each of the three major socio
economic eras of our nation's history; the Agrarian Age -- which preceded the 
substantive and ubiquitous impact of the Industrial Revolution; the Indus
trial Age -- which was the fulfillment of that Revolution; and the Techno
logical Age -- which is the infant child of the Post World Ward II Technolo
gical Revolution. Our purpose is to seek to identify at least some of the 
primary sources of the ferment and conflicting viewpoints which are charac
teristic of volunteerism today. 

Our primary interest, and the focus of this paper, is volunteers; de
fined as individuals who of their own free will provide personal service to 
other identifiable individuals and conmunities. This is a much narrower 
focus than that of others whose interest includes the origins, nature, and 
functioning of voluntary associations -- like churches and veterans organi
zations, as well as voluntary political, envirormental, and consuner action 
movements and groups. For the purpose of this paper, we are also excluding 
voluntary service on boards and conmittees. 

Nevertheless, our narrower focus is quite broad, enc<X1'>assing three 
types of volunteer service which we define as follows: 

1. The first we call "Neighborly Helping". These 
acts of service are typified by those numerous 
instances of direct helpfulness among kinsmen, 
neighbors, and strangers. Generally, these 
acts are unrecorded and frequently anonymous; 
ranging from the simple response to a stranger's 
request for the time of day, to preparing food 
for a neighbor on the occasion of death in the 
family, to helping a friend pack and move to a 
new hane. This type of volunteering is rooted 
in the Agrarian Age. 

a. For a ••cond type of volunteer aerv1c• we u1• the 
more technical label, Mediated-Restricteds 
"mediated" to indicate that volunteer service is 
rendered through an agency or organization, and 
"restricted" to denote that the volunteer, the 
agency, and the recipients of the service belong 

-541.-



-542-

to the sane population group. In this category 
are nllllerous mutual aid associations established 
at various times during the Industrial Age by 
ethnic, racial, economic, religious, social, and 
other sub-populations to care for their own. The 
early days of the Hibernian Society and the NAACP 
are exanples of organizations covered by this type 
of volunteerism. The Girl Scouts, however, which 
serve a population group defined by age and sex, 
come under our ·third type. 

3. This we call, Mediated-Universal, and is the type 
we believe most frequently comes to mind when the 
term "Volunteerism" is used today. The Universal 
type covers the more or less organized prograns 
operated by or for a host of public and private 
agencies and institutions. This is the primary 
arena of professional volunteer coordinators and 
adninistrators, Volunteer Bureaus, and Voluntary 
Action Centers, who recruit volunteers from the 
public-at-large to serve in hospitals, schools, 
libraries, and multitudes of other human service 
agencies. It may be argued that there are two 
types of Mediated-Universal volunteerism; one 
which had its origins as a private movement in 
the Industrial Age, and a newer public form which 
was born in the Technological Age. We choose 
to link them as a single type, however, because 
though their distinctinve origins are a major 
source of current tension, they are also moving 
toward greater coherence and cohesion. 

During the more than 300 years between the settlement of the early 
Colonies and the beginning of the Nation's third century in 1976, Ameri
can society has undergone phenomenal changes. Until recent times, the 
single most influential engine of social and cultural change was the de
velopment and diversification of the machine; an essentially reliable 
substitute for hllllan and animal muscle power. 

The Industrial Revolution significantly impacted on virtually every 
social i nsti tut ion, past and present. It gave· birth to some - such as 
labor unions; brought extinction or near extinction to others - such as 
the fanily farm; and changed the appearance, if not the essence, of scores 
of others. Of particular interest to us here_ is its impact on three in
stitutions which have survived; volunteerism, the fanily, and the univer
sity. Each of these institutions was affected in different ways and to 
different degrees by industrialization. 

In the 18th Century and earlier, the typical American volunteer was 
not known as a "volunteer", and by today's standards, did not act like a 
volunteer. He or she -- and frequently he .!D.SL.she together -- were sim-
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ply helpful neighbors. The typical Anerican family were farmers; members 
of a close-knit face-to-face conmunity c~ntered around a small village 
or town. 

Except for the occasional physician and teacher and circuit-riding Prea
cher there was nothing analogous to what we now call "service delivery sys
tems". The vast majority of hllllan needs were met within the fC¥Tiily - which 
frequently encompassed several households. Catastrophies like fires, floods, 
epidemics and other major needs were met by the whole conmunity, as typi
fied, for example, by "barn raisings" anong the Amish and other Pennsyl
vania German religious sects. 

The farm was a basic economic unit for both the fC¥Tiily and society as 
a whole. It was operated and maintained by the manual labor of all able
bodied members of the family. The basic rhytnn of life and ordering of 
activities was governed by the Sun and the Seasons; a system of governance 
which provided fanilies and conmunities with a great deal of flexibility 
for meeting the needs of farnil'y members, neighbors, and strangers. 

These early rural conmunities were generally homogeneous because they 
tended to be settlements of people from a corrmon homeland, of a corrmon 
language and faith, -- and in most places, without significant distinctions 
of caste or class. Birth, death, sickness, baptism, and marriage were can
munity events; with almost everyone performing sane kind of supportive role. 

For the very reason that "neighborly helping" was a totally integrated 
element in the fabric of the Agrarian Age, and not conceptually distinct, 
we cannot really speak of an interfacing between the University and Volun
teerism at that point in our history. In addition to the fact that this 
kind of neighborliness went on among students and faculty in the small, 
private, and often church-related colleges, the curriculun generally was 
oriented toward the ''helping" professions; preparing students for subse
quent apprenticeship for the Ministry, Medicine, Law, and Education. 
Therefore, whether in the village or the caq:>us, life was personal, essen
tially stable, and place-oriented. 

In the 19th Century, and progressively expanding through the mid-20th, 
all this underwent change; at first subtle, and then substantial. With the 
development of mining, which stoked the fires of the Industrial Revolution, 
work became less and less a farnily affair, and a family 1 s livelihood was 
increasingly based upon productive activity separated from the home. Even
tual ly the hub of American society moved from the farm to the factory. The 
close-knit and seanless fabric of rural life becane tattered. Gaps developed 
between hllllan needs and the abilities of family and conmunity to meet those 
needs under the old forms of neighborliness. 

Understandably, we believe, the early !!.Q.!l-relationship between cloistered 
higher education and the rest of society continued for a time after the In
dustrial Revolution began to iq>act on agrarian America. As colleges were 
conmunities of though rather than labor, they were affected indirectly rather 
than directly by the labor-saving machine. But clearly, these indirect effects 
were substantial; most notably in a dramatically expanded view of the occu-
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pational ends of education and a corresponding growth of public higher edu
cation. Through the Morrill Act (Land Grant) of 1862, it became national 
policy to encourage State goverrments to focus on higher education, so as to 
stimulate the development of the "agricultural and mechanical arts". 

As industrialization gained momentum, the earlier homogeneity of place 
was gradually superceded by the heterogeneity of urbanization -- an end 
product of industrial growth, inmigration fran Europe and the Orient, and 
transmigration within America. 

In the midst of this social and cultural turbulence, organized volun
teerism was born. Because we are neither professional historians nor social 
scientists, it is not clear to us whether the Restricted and Universal types 
developed concurrently, or whether one preceded the other. We tend to be-
1 ieve they developed at more or less the sane time because they were re
sponses to different but coexisting conditions. 

As ports and other cities of conmerce became centers of industry, inmi
grants from Europe and. the Orient, and migrants from rural areas expanded 
the urban population. Language, religion, and color were three primary 
factors which determined where people lived and the kind of work they could 
get. The greatest options were available to the white English-speaking 
newcomers who were already integrated in the established culture. By choice 
born of necessity, however, East Europeans, Scandinavians, English-speaking 
Catholics, .and others settled in ethnic enclaves where they organized a 
variety of mutual aid associations, such as the Hibernian Society which was 
founded in 1853. A somewhat similar pattern developed among blacks; a grow
ing nl.lllber of whom migrated from the rural South. But there was a difference. 
In many instances black urban settlements were established, not by choice 
born of necessity, but by necessity born of law. Several cities established 
black territories by local ordinance.1 

At the sane time, however, in addition to the problems and solutions 
which were internal to these population groups, urban society-at-large was 
developing educational, recreational, and welfare needs which could no longer 
be met in the home or neighborhood. The latter half of the 19th and early 
20th Centuries was the period when well-known contemporary national volunteer 
organizations were formed; such as the Red Cross, the YM and YWCA, and the 
Girl Scouts and Boy Scouts. And while the Hibernian Society and the NAACP 
were established to serve the needs of their own brethren, the universal 
type of volunteerism was organi.zed to serve strangers; people whose eligi
bility for receiving services was based simply on need. 

Like industrial society itself, volunteerism becane a creature of the 
time machine, the clock. In the mine and factory terll>oral flexibility was 

1John Hope Franklin, From Slavery to Freedom, (New York, Alfred A. 
Knopf, 1967), P• 436 
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radically dimished. From a nation of self-efll>loyed farmers and small entre
preneurs, whose day began with the Sun and the Cock's crow, we became a na
tion of ef11>loyers and efll>loyees, regulated by the clock and the factory 
whistle. 

Our concern here is not to list the organized progeny of volunteerism, 
nor to elaborate on the wide range of services they were established to per
form. Rather, we wish to elll>hasize that these responses to hllllan need were 
organized to tap the neighborly attitudes and helping instincts of people 
during non-working hours. 

The modern concept of volunteerism developed as a corollary of the con
cepts of "spare time" and "leisure time" (Parenthetically, it may also be 
said that vo 1 unteer service was seen as ''non-work'') o And because the Indus
tri a 1 Revolution produced a more clearly identifiable class system based on 
income, and a new societal group -- the Middle-Class, the typical American 
Volunteer of the Industrial Age continues to be the non-employed Middle-
Cl ass homemaker.2 She represented the primary social group for whom the 
use of time remained most flexible. To be sure, though she had more "feee 
time" than many others, she, too, could be flexible only within the time 
constraints of a society in which the education of her children was a matter 
of law, and mealtime was determined -- however indirectly, by coq>any po-
l icy. In other words, there were times when she had to be at hane. There 
were legions of others, of course - men, women, youth -who performed 
voluntary service after work or after school; but the Middle-Class homemaker 
was most typical • . 

One partial exception to this was to be found on the Anerican college 
CC111>Us. During the Industrial Age a more overt relationship began to emerge 
between higher education and organized volunteerism. With perhaps the single 
exception of the Cooperative Extension Service, however, the relationship 
was essentially informal and extra-curricular. 

For many generations college and university students, with the support 
of individual faculty and other members of the canpus cornnunity -- such as 
YM and YW Secretaries · and College Chaplains, have been extensively involved 
in providing volunteer service to many populations in need beyond the canpus. 
Because learning was seen to be the primary work of students, however, most 
student volunteer service was performed on weekends. And ·though they were 
not homemakers, as higher education was predominantly private, and enrollment 
was small by current standards, even on the campus organized universal volun
teerism was a Middle-Class phenomenon. It was performed by those who could 
afford it. 

During the Industrial Age, this was the normative pattern of the link 
between Volunteerism and the University unt11 as recently as the 19S0 1 s. 

2u.s., ACTION, Americans Volunteer - 1 4 
teers in the United States, Washington, DJC.i 
1975), p.3 

a Statistical Stud of Volun
Government Printing Office, 
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As an institution, the University did little to accarmodate student interest 
in volunteer service beyond a general accomnodation to a varied range of 
extra-curricular clubs, prograns, and Greek letter societies. 

The decade of the Fifties was the beginning of the twilight period of 
transition from the Industrial to the Technological Age. The foundations 
of the Industrial Revolution had been laid over the centuries in the academic 
centers of Europe. Therefore, while Anerican higher education contributed 
to its growth, it had nothing to do with the birth of industry. In the case 
of the Technological Revolution, however, American higher education had a 
great deal to do with .i!!. birth. 

Historians tend to agree that the beginnings of the Age of Technology 
are tied to the development of Radar and the Atomic Bomb in the mid-Forties. 
To use an image of Marshall Mcluhan,3 as the machine was an "extension" of 
man's arm, the electron and atanic particle were "extensions" of his mind; 
and this .i.! the work of the university. 

Before the end of this century's sixth decade, history's most nearly 
global war had ended, the United Nations Organization was founded, a new 
generation of servicemen died in Korea, the Supreme Court ruled that seg
regated education was unequal, the jet aircraft engine was in cannercial 
use, the U.S.SoR. launched Sputnik, college enrollment began to climb, and 
American college students were labled "Silent". 

Then, in 1960, some of you may remember that dranatic change in be
havior when the 11Si'lent Generation" 1i teral l y changed their appearance 
overnight from CClll>US to ccwnpus across the land. They were responding 
to what then was no . more than an idea presented to a Michigan college 
audience by Presidential Candidate John F. Kennedy -- the idea of a Corps 
for Peace. 

This was a time when many .traditional barriers -- which represented 
both bondage .!!!9, security -- were falling; barriers of time and space and 
custom and law. As the world grew smaller, there was a growing sense of 
greater responsibility and interdependence in what cane to be seen as a 
global vi 11 age. 

Having been silent, perhaps, out of a sense of helplessness and 
ineptitutde in the face of such foundation shaking, the notion of a Peace 
Corps, and then the development of the progran, gave students and others 
a handle for action. But the Peace Corps could not contain the scope of 
the enthusiasm for change-oriented voluntary action and volunteerism; it 
flooded out to help carry the Civil Rights movement and related movements 
of the Sixties. 

3Marsha11 McLuhan, Understanding Medja, (New York, McGraw-Hill, 1964). 
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Like our society itself, volunteerism is still in this period of transi
tion, of ferment, and conflicting. viewpoints. There are some, for excwnple, 
who identify the origin of organized volunteerism with the founding of the 
Peace Corps.4 As we have tried to show, organized volunteerism was born a 
century earlier. What happended in the early Sixties was that the organized 
unlversal type of volunteerism went public. And in less than two decades, 
Governnent-sponsored or supported volunteerism has been replicated in many 
nations, as well as in many states and municipalities in America. In addi
tion to this record of growth, however, we believe there are other signifi
cant factors which deserve more attention than they have received. 

As practitioners, one of the things we hear is _ that certain of today's 
minorities -- especially blacks -- do not participate extensively in volun
teerism. There is a11>1e historical and contemporary evidence that Neighborly 
Helping is at least as endemic among blacks, Chicanos, and American Indians 
as anong any other minority or majority. There is also extensive evidence 
that these minorities have learned survival skills at least as well as 
others, and over the years have operated their own intra-group volunteer 
prograns. What is true is that until goverrrnent stepped into the field of 
volunteerism, the organized universal type was essentially closed to these 
mi nori ti es. 

With the advent of a sense of identity and kinship based on wealth during 
the Industrial Age, there developed also a sense of difference between the 
providers of service -- the volunteers, and the recipients of service. Much 
current volunteer literature still speaks of the "haves" and the "have nots". 
But this is a distinction which is not operative in Neighborly Helping, nor 
was it operative within the Mediated-Restricted form. It appears that these 
were labels coined by the dominant, essentially Middle-Class, society. The 
Universal form of volunteerism was for those who could afford it. And in 
spite of its altruistic intentions, it shared in the colonialist attitude 
and paternalistic values of that period of American and Western Civilization. 

Wherea·s blacks were among the earliest and continuous migrants to the 
cities of the North and West -- a migration closely associated with indus
trialization, their extended geographic and social isolation was not analo
gous to the socio-economic circunstances of a group of alien settlers in a 
strange envirorment. It was the result of cultural and legal sanctions of 
American society. 

Over the years ·u.s. Census data have indicated that as . blacks becane 
urbanized, levels of education and family income increased. What the data 
does not show is that frequently, as in the Agrarian Age, it took all able
bodied members of the family to produce the income which on a statistical 
basis, may compare favorably with non-black families whose income is pro-

4u.s., ACTIO~ Re ort of the International Conference on Volunteer S rv·ce, 
Vienna Austria June 2 - Jul 2 1 , Washington, D.C.s Governnent 
Printing Office, 197 , Introduction 
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duced by one efY1>loyed member. And aside from the fact that black Hiddle
Class income has always been lower than that of the white Middle-Class, 
even having equivalent income did not mean they had the same equality of 
opportunity to choose to becane fully integrated into the Industrial Age 
society and culture. In certain respects, therefore, while learning to 
survive as residents of northern industrial centers, even to the extent 
that some of them prospered, the values and style of the black fanily 
continued to be rooted in the Agrarian Age. 

In a sense, we bel i eve, because American society in the Industrial Age 
passed blacks by, in terms of their relationship to the universal type of 
volunteerism, American blacks have skipped an entire era. Organized uni
versal type volunteerism did not become a genuine option for blacks and 
other minorities until volunteerism went public after the Technological 
Age had already begun. 

In the Agrarian Age, identity ·and kinship were rooted in geography. 
With industrialization, who you were became a matter of wealth or the lack 
of it. And in the Age which was introduced by the Atomic Bomb, the identity 
of persons, comnunities and nations -- as well as the relationships of each, 
is a matter of power. In the 1960 1 s life became more broadly politicized. 
Many persons, groups, and nations who still tend to be viewed as "have 
nots" demonstrated an unprecedented ability to control their own destinies 
and to impact on the formerly secure realms of the "haves". 

You may view the creation of the Peace Corps as altruistic, self
serving, or somewhere in between. But political interpretations not
withstanding, with the creation of the Peace Corps a national goverrrnent 
was responding to the notion that despite the differences and conflicts 
which divide the world, we are all residents of a global village in which 
the uncontrolled or irresponsible release or exercise of power could spell 
disaster. 

In conclusion, then let us briefly cite sane of the .features and effects 
of this new form of volunteerism as it coexists with the continuing earlier 
forms. 

Overall, governnental action changed the composition and broadened the 
purpose of universal volunteerism. These changes, in turn, have transformed 
volunteerism•s style, expanded its objectives, and have eroded its "leisure 
time" definition. 

1. As already noted, these new public programs opened 
the door of universal volunteerism to those who had 
been excluded. They made it affordable to segments 
of society who, during the Industrial Age, did not 
have access to the subsidy of private wealth; the 
poor, the young, the elderly, minorities,and others. 

2. Secondly, as • reflection of technology, which is the 
art of .b2l1 we do things, volunteers were enlisted to 
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solve problems rather than to simply meet needs. The 
primary purpose shifted from caretaking to develop
ment, and much recruitment and placement focused on 
specialist rather than generalist skills. 

3. Thirdly, though volunteers had special talents and skills, 
there was a deliverate effort to avoid earlier paternalis
tic styles by training volunteers to serve as equals, if 
not subordinates, to the recipients of their service. 

4. Fourth, as a result of this egalitarian style, it was 
discovered that volunteers gained while they gave. In 
addition to making it possible for us now to recognize 
that volunteers have always had a self-interest, volun
teerism now openly includes anong its objectives a 
variety of values for the volunteer. 

S. And finally, because the goverrment-sponsored prograns 
were for full-time limited term service, it has begun 
to emerge as an alternative to employment and schooling, 
rather than as a leisure-time, after-work, or after
school ~tion. Private industry itself has begun to 
provide "sabbatical" time for efll>loyees who wish to per
form vo 1 unteer servi ·ce. 

Given this picture, then, what of the roles of the university? 

What had been an essentially informal and extra-curricular relationship 
between the University and Volunteerism in the Industrial Age, has now 
become formal and curricular -- as evidenced by this conference. 

This change, like public volunteerism itself, has been facilitated 
by the infusion of public money in both public and private higher education 
for such purposes as social scientific research, Continuing Education and 
Alternative Education. 

It is all to the good that the intellectual resources of our society, 
which are concentrated in our colleges and universities, have the opportu
nity to add to our knowledge of volunteerism. From our perspective as 
practitioners, however, we see three weaknesses in the way higher educa
tion i111>acts on the current state of the art. 

1. First, we do not perceive a system of research priorities 
related to volunteerism as a body of knowledge. We do 
not know, but we suspect, that much social scientific 
research related to volunteerism is a part of a different 
frmne of reference. For example, Aging, or Unefll>loyment, 
or the Nature of Organization. In other words, a 
reaearch project on elderly volunteers, for exanple, may 
be one study anong many others wh.i ch inc 1 ude the hea 1 th 
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of the elderly, income of the elderly, remarriage 
anong the elderly, and other factors which have nothing 
to do with volunteerism. 

2. Secondly, for a nl.lllber of reasons which need not be 
gone into here, one impact of the Technological 
Revolution has been to lower the priority of one of the 
traditional roles of the University : nanely, to be 
the critic of the contemporary age. Therefore, we 
believe what we have attempted to do in this paper 
is what the university should be doing. There is a 
need for Historians of volunteerism who could help 
to identify issues for research which could have 
early utility for practitioners. 

). Finally, then, it seems to us that while Departments 
and Institutes of Continuing Education have been in
creasingl y providing educational opportunities for 
practitioners like us, we believe there is a glut of 
training in acministration. Here, too, we believe, 
is another exCf11>le of technological fall-out. Be
cause Technology introduced the concepts of systems 
analysis and management, a body of knowledge and 
techniques were developed which are now being applied 
to any nunber of institutional and organizational 
fields. We believe we practitioners could benefit 
from additional subjects in a continuing education 
format; such as Changing Roles of Volunteers, and 
presentations of the results of various research pro
jects and coq>arative analysis. In other words, we 
believe there is an overell>hasis on questions of 
"How to", and an underemphasis on "What", "Why", and 
''Who''. 

We find volunteerism to be a significant, valuable, and exciting field. 
Like other institutions, change in the past came slowly. In a time of ra
pid change, however, we believe a long view can provide a perspective and 
a sense of direction which will help us keep our feet, as well as our heads. 
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Introduction 

Whenever any service performed repeatedly in society gains formal 
recognition as a specific and specialized occupation, practitioners 
of the occupation and persons who benefit from its practice become 
concerned with the educational preparation and competencies which 
practitioners require to fulfill their professional obligations. 
Volunteer administration is now emerging as an occupation with its 
own distinctive professional status. As Harriet Naylor (1975, p. 2) 
described the situation: "A special function, volunteer administration, 
is a new career option attracting altruistic, able people who need 
professional level education to perfect a philosophy, a body of knowledge 
and discipline to apply skills effectively and ethically." 

Universities have a potentially important role in the professional 
preparation of practicing volunteer administrators, though the exact 
nature of that role has yet to be clearly · defined. Some needs, 
possibilities, and potential problems pertaining to the professional 
education and development of volunteer administrators through university 
graduate programs are discussed in this paper. 

Perspectives on the Professional Education of Volunteer Administrators 

That volunteer administrators need educational preparation--both for 
career entry and continuing education--is not generally questioned, but 
the kind of education and development they need and the appropriate 
delivery systems and professional certification they require are open 
issues. Many persons in the field of volunteerism advise against creating 
a specialized degree program in volunteer administration, either because 
they feel that too little information is available about volunteer 
administration as an occupational practice to warrant such a far-reaching 
step or because they believe that programs for volunteer administrators 
should be interdisciplinary in nature. What seems to be clear is that 
volunteer administrators are not attracted to traditional college 
curricula which they believe are inappropriate to their learning needs. 

In the past few years, several studies and conferences have been focused 
on the educational needs of volunteer administrators. In 1976, the 
National Learning Resources Center conducted the most recent and 
comprehensive study, the findings of which need to be reviewed 
seriously by universities as they consider developing curriculum 
offerings in volunteer administration. The study offered these insights: 
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1. Volunteer administrator ~; perceived their most important 
learning needs to be (1) tr :lining volunteers, (2) management, 
administration, and supervision of volunteers and volunteer 
programs, and (3) recruitment of volunteers. 

2. The volunteer administrators surveyed identified their major 
learning objective as the acquisition of knowledge itself; they 
were interested in preparing themselves to do a better job. 
Forty-five per cent of the respondents stated this as their 
learning goal. Only 20 per cent expected to get a more 
challenging and better paying job as a result of their 
learning; 18 per cent wanted an academic degree or certification. 

3. Of those who were interested in earning a degree, 41 per cent 
of the administrators surveyed pref erred a generic degree in 
administration, and 32 per cent wanted a specialized degree in 
volunteer administration. 

4. The preferred learning modalities were, first, one-day 
workshops within driving distance of home and, second, 
accessible, inexpensive or free information services on demand. 

College and university efforts to meet the educational needs of volunteer 
administrators are usually of four types: (1) associate of arts degree 
programs, (2) certificate programs, (3) non-credit workshops, and 
(4) credit courses in voluntary leadership. Graduate programs in 
volunteer administration are presently beginning to be developed. 

The growing recognition of the professional nature of volunteer 
administration is reflected in the career ladder for volunteer 
administrators in the Department of Labor's Directory of Occupational 
Titles. The highest step in the ladder is the Director of Volunteer 
Services; the qualifications for this position call for experience 
equivalent to a masters degree plus administrative or supervisory 
experience. 

If the status of volunteer administration as an occupation! practice is 
to be advanced, considerably more attention should be directed to 
graduate levels of educational development, i.e., to professional 
education. Professional education for practicing volunteer administrators 
goes beyond the "how-to-do" level of training given to assist persons 
to perform specific functions within specific agencies. Persons 
trained at this level contribute services but are seldom able to 
advance an occupational practice toward professional recognition. 

Professional education for practicing volunteer administrators involves 
systematic study and skill development in three major areas. First, 
the volunteer administrator acquires familiarity with the knowledge 
base of volunteer administration, competency in the application of 
knowledge to specific problems and in the synthesis and production of 
knowledge. Second, volunteer administrators study the normative 
aspects of volunteer administration, the rationale for and the social 
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significance of the service prov ·ided, the value system which supports 
volunteerism, and the ethics of professional practice. '!be normative 
dimension of professional practice is derived . from a study of the 
historical, philosophical, social, economic, and political facets of 
volunteerism. Third, volunteer administrators study systematically the 
art of practice and enhance competencies through examination of 
problems of practice, through simulations anJ through various forms 
of action learning on the job. 

Univ~rsities which respond to the need for professional education 
should approach this task with caution; additional research and 
synthesis of present research is needed. A fuller picture of volunteer 
administration as an occupational practice needs to be developed, 
including analyses of the specific tasks which volunteer administrators 
perform and the competencies which these tasks require. 

Some competencies can be acquired through courses offered by academic 
departments such as business administration, educational administration, 
adult/continuing education, sociology, urban planning, among others. 
As yet unresolved is the question of which university academic unit 
should assume responsibility for the development and management of 
programs in volunteer administration. Programs could, with justification, 
be located in business administration, urban planning, adult/continuing 
education, and other academic units. Applications of the knowledge 
base of these disciplines may need to be made specific to volunteer 
administration; new courses or learning experiences pertaining to 
the theory and practice of volunteer administration may need to be 
developed. 

A Case Study: The Virginia Tech Experience 

In response to requests from volunteer administrators in the greater 
Roanoke, . Virginia area for responsible professional training and 
development within an academic context, the Adult/Continuing Education 
Program Area of the College of Education at Virginia Tech developed 
and delivered three graduate courses in Volunteer Management and 
Training, one course in each of three quarters of the 1976-77 academic 
year. Several planning meetings were held in advance of the first 
course to identify specific needs and preferences of potential students. 
Informal assessments were made of the degree of interest that such a 
volunteer curriculum would elicit. From these planning sessions a 
series of tentative course topics were developed and later revised. 

Students were recruited by a simple, inexpensive course announcement 
which was sent to a mailing list of a thousand persons associated with 
public or private voluntary agencies who were identified by the 
Coordinator of the Roanoke Voluntary Action Center. The Coordinator 
had a strong personal and professional commitment to seeing a graduate 
level seminar offered, and she invested considerable personal energy 
in planning the program and promoting it once it was scheduled. 
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To be eligible for enrollment, students were required to be admitted 
to the VP! & SU Graduate School. About twenty persons were ultimately 
involved in this training program. A stable core of about 11 students 
was enrolled in the curriuclum for all three academic quarters. 
Students were permitted to enroll for only one course, if they desired; 
t hey were not asked to commit themselves for all three courses. 
For this three course sequence, topics were organized into nine 
modules, and three modules were taught during each course. The 
modules contained these topics: (1) the management process, (2) styles 
of ~eadership, decision making, and problem solving, (3) organizational 
structure and climate, (4) the volunteer movement: historical and 
sociological perspectives, (5) public relations, image building, and 
marketing the concept of volunteerism, (6) recruitment, job design, 
and orientation procedures, (7) motivating volunteers and sustaining 
commitment, (8) training volunteers and professionals who use volunteers, 
and (9) funding: sources of support; budgeting; and costs of using 
volunteers. 

The objectives of this series of training events were to assist 
participants to gain knowledge, understanding, attitudes, and skills 
pertaining to several aspects of volunteer management and training. 
Specifically, participants were assisted to achieve several major 
objectives: (1) skills in managing volunteer systems, (2) skills in 
designing and conducting volunteer programs, (3) skills in marketing 
volunteerism, and . (4) understanding the volunteer movement in the 
United States. 

Of the students who participated in this new curriculum, sixty four 
per cent had never been enrolled in a graduate level course before 
their involvement with this program. Four students enrolled in the 
program had previously done graduate work; one had completed a masters 
degree. Having these courses focused directly on volunteer management 
and training and within short driving distance of home and work apparently 
served as the stimulus for the majority of these students to enroll in 
graduate courses at this time. However, as the experimental program 
ends, .58% plan to work towards a masters degree, either in Adult/Continuing 
Education or Business Administration. 

Near the beginning of the third quarter, students were asked to evaluate 
their experience in the program. Students rated the courses excellent. 
They responded most favorably to the informal, flexible seminar format, 
the variety of teaching/learning activities, the relevance of course 
content to their professional interests, and the classroom atmosphere 
which they felt was conducive to challenging intellectual stimulation 
and warm classroom interactions. Students valued their own active 
involvement in the class and the responsibility and opportunity they 
had to integrate theoretical material into their practical experience. 
They also spoke with satisfaction of the benefits of discussion with 
professional colleagues whose experience and insights were stimulating 
and helpful to them. 

Although there was little d i sappointment reflected in their evaluatory 
statements, some class participants stated that they liked least 
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those aspects of the course whicl1 required reading reviews of research 
in the academic literature, writing project papers, and preparing for 
or listening to student presentalions. Other aspects of the volunteer 
course experience which students liked least were associated with 
travel time and distance, registration formalities, and presentations 
by outside speakers which on occasion seemed somewhat redundant or 
overlapping. Although most students enjoyed the flexibility and 
informality of the course work and the learning atmosphere, a few 
questioned whether this same informality meant too little structure 
in the class. 

When asked to name five general topics most crucial to a university 
course in volunteer management and training, most students named 
motivation and retention of volunteers, recruitment, assessing the 
needs of volunteers and making appropriate placements, and evaluation 
and recognition of volunteers. Many students were aware of their need 
to become more sophisticated in the technology of management but were 
not sure what the particular components of such training would be. 

Problems and Issues in University Delivery Systems 

The Roanoke program can best be viewed as a one-time project which 
came to be because of the propitious timing of coincidences: a 
recognized need for graduate level training by some volunteer 
administrators, one of whom gave leadership to the program; the 
growing interest and involvement in volunteerism by faculty at Virginia 
Tech; and Dr. Shaw's availability to develop and teach the courses. 
Delivering off-campus programs for part-time students is not a new 
experience at Virginia Tech; the Adult/Continuing Education Program 
Area presently offers the masters degree in three off-campus 
locations and the post-masters degree in another. 

In some ways, however, the Roanoke venture did entail a new delivery 
system model. Specifically, the courses were offered as discrete 
courses for a specific target audience and not as part of an intact 
degree ·program. Participants .could elect to take the courses for 
credit or non-credit, although most students elected the credit option. 
In short, the program attempted to meet the inservice training needs 
of practicing volunteer administrators through a series of courses 
specifically designed to accommodate their job requirements. The 
intention was to provide graduate level education geared toward the 
immediate concerns of practitioners who wanted to enhance their job 
performances but who were not for the most part interested in committing 
themselves to the long-term requirements of graduate professional 
education. 

Students who entered this program had received their previous training 
in volunteer management and training through a non-credit short-term 
workshop model. Such a training model is characterized by conceptual 
presentations of a highly condensed nature and participative activities 
in which students share ideas and apply new knowledge and skills. 
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The emphasis i s on the "how" and not on the "why." One problem 
which surf aced rapidly in the Re .rnoke program was how to reconcile the 
workshop model with the profess ional education model. The professional 
education model stresses the theoretical and philosophical base of 
practice. It entails reading, interpreting, and applying research and 
conceptual materials which may have little apparent relevance to a 
specific problem of practice. It also entails opportunities to enhance 
competencies of practice through real life or simulated demonstrations 
of ability, subjected to review and evaluation by a qualified professional • 

. . 
As is almost always the case in any group of students, a wide range of 
backgrounds, professional experience, and academic skills were 
represented in this seminar group. As professionals functioning 
full-time in demanding job contexts, they believed that they had 
limited time to do outside academic assignments. Even though the 
students realized upon assuming the obligation of a graduate credit 
course that there would be substantial responsibility connected with 
that endeavor, their responsibilities as students were peripheral to 
their work and family lives. Students found that a graduate credit 
course forced a certain discipline on the teaching/learning situation 
which would not have been the case in a typical in-service training 
workshop experience. To some, the course requirements tended to be 
more arbitrary as well as more stringent than they had expected or desired. 

The challenge in this experimental course was to provide a quality 
educational product in the tradition of graduate professional education 
standards to students whose orientations and expectations were more 
inclined in the direction of the pragmatic, existential problem-solving 
and how-to-do characteristics of the workshop model. 

In this kind of situation, effective teaching with professional volunteer 
managers requires that the instructor mediate content, monitor the 
experience, but primarily function as consultant, facilitator, and 
resource guide. 

The e~pectations of the students, their sponsoring agency, and the 
university were sometimes in conflict. The dilemma of the teacher was 
how to reconcile the interests, needs, and limitations of students with 
the academic standards of the sponsoring university. One of the basic 
tenets of adult education is that no learning experience can be 
effective unless the needs of the adults to be served, their backgrounds, 
limitations and special concerns are considered in the preparation of 
learning objectives. In this series of courses, the teacher performed 
a bridging function between the students' desire for irranediate application 
and the more academic approach inherent in the university course 
structure. In courses of an in-service type, students are motivated to 
learn to improve their competencies as practitioners; the teacher has 
standards to uphold which are derived from a graduate professional 
education model. 

One recurrent challenge in this course sequence was how to connect the 
problems which students described from their working situations with 
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explanations or rationalizations in terms of theory or experience 
bases. In this group of working professionals, there was a tendency to 
depend perhaps too much on the sharing of anecdotal experience. While 
this practice was generally pleasurable and had its value, the teacher 
had to relate these informal inputs to a knowledge and theory base. The 
instructor had the challenge of expanding and enriching commonplace 
experience and placing it in the larger perspective in which analyses 
and generalizations can be made and behavior predicted. 

That · the university has a responsibility and some potent resources for 
providing educational opportunities for the professional development of 
practicing volunteer administrators seems beyond question, but exactly 
how the university should or might best respond to this need is not 
certain. Clearly several delivery systems models are required. These 
include non-credit, short-term workshops; credit courses treating 
various aspects of volunteerism; and degree programs ranging from 
associates of arts, bachelors, masters, and doctoral. The model used 
in Roanoke has substantial promise. It provides graduate level courses 
geared toward the work problems of practicing volunteer administrators 
which can be applied toward a masters degree in adult and continuing 
education or used as part of the continuing education experience of the 
administrator. 
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In recent nvnths, a grCMing nmber of human services agencies are 
requesting the assistance of volunteers to help alleviate staffing 
shortages. '!he Depart:nent of Hunan Resources (OHR) in the State of 
Georgia is one sudl agency. Because of past training provided by the 
Depart:nent of Continuing Education at West Georgia College, early in 
1975 District J.V of DHR request.ed assistance in providing training for 
new agency volunteers. Funds for this program were d::>tained through a 
grant ft.mded by Title I (HFA, 1965). "Training for Volunteers in Hunan 
Services" began in April, 1976, and tenninat.ed in March, 1977. 

A series of worksh~s were oonducted in each of four multi-county 
areas in the thirteen counties of the DHR district. Volunteers who 
were tNOrking, or wanted to "WOrk with any hunan service agency, public 
or private, were eligible to participate. Also, volunteer coordinators 
for each CX>\mty were enoouraged to attend. 

'!he purpose of the project was to provide training for 300 volun
teers and staff persoos, which tNOuld enable them to becate nnre effective 
as oon-professional, short-term helping persons. . Instruction was provided 
by West Georgia College faculty in the areas of: 

1. basic helping skills : 
2. assessment of needs for the client population . 
3. defining hunan services provided by other agencies · 
4. using and cmpiling a hunan services directory · for each of 

the thirteen oounties . 
5. training of future trainers of volunteers 

Coordination was administered by the Depart::nent of Continuing Fiiucation. 

During the planning of the pi:q>05al, the question was raised: "Is 
the oollege or tmi versi ty equipped to provide this training, or are they 
nerely interested in jmping on the vohmteerism bandwagon?'' The 
question was raised over arxi over during the following year by both 
service agency personnel and oollege staff. 

It is hoped that the experience at West Georgia College with the 
training of volunteers in hunan services will provide scree insight into 
this question. Because of a nmber of factors beyond the college's 
realm of cxntrol, there have probably been nn:re questions raised than 
have been answered. 
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'!he purpose of this paper is to examine the results of an evaluation 
of a are-year training project oonducted by the Department of Cootinuing 
Filucation at West Georgia Col lege. '!his evaluation will focus on; 
(1) the appropriateness of the training for volunteers, (2) the effective
ness of the training in inproved delivery of services, and (3) the 
appropriateness of ~st Georgia College as the vehicle for sudl training. 
Sate specific conclusions have been drawn fran the evaluation results. 
Also, scree generalized conclusions, which may be of particular interest 
to conference participants, have been drawn fran the experienre of the 
authors in planning, develqling, ccnducting, am evaluating this project. 

TRAINING DESI~ 

'llle target group for the project cxmsists of volunteers f:ran age 
18 to 80 plus, both male and female, fran the illiterate to graduate 
degreed. Because of the diversity of badcg:rounds anticipated to partici
pate,. program design was based on the CXJnoept that persons who take 
initiative in planning their own learning activities leam nore and learn 
better than those who sit at the feet of teachers passively waiting to be 
taught. [l<Ix1wles, 1976] 

'lberefore, the learning activities were planned to be proactive. 
Participants were enoouraged to ·verbalize questions and many small group 
activities were plarmed to encourage rapport anrng leamers. 

Training was provided in four phases: 

Phase I, which was ootlducted for all volunteers, inclOOed 
an introduction to volunt.eerism, an overview of the hunan 
services network, and a general orientation to helping theory. 

Phase II, also for all volunteers, aJnSisted of an intro
duction to basic helping skills. 

Phase III, for 2 persons f:ran each oounty, one OHR staff 
person and cne volmteer, caisisted of an intensive 2-day 
workshop on training of volunteer trainers. 

Phase J.V, for selected volunteers f:ran each of the 13 
eotmties, included identification of local resources ar¥l devel
cping a local hunan services directo:ry. 

In addition, the project provided certain printed materials such as: 
the volmteer handbook, a sanple service directory, and various exercises 
and background information. 

Participants were requested to cxxcplete a questionnaire during the 
last training session arxi volunteer c:xx>rdinators and oollege administra
tors were mailed questionnaires. Tv.u-hundred and sixteen (216) tNere 
distributed and sixty-one (61) returned. 

The results of the evaluation were so limited that no specific 
oonclusions were drawn, althot.gh the general tone of the resp::cses was 
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posi.ti ve. There was agreenent cm:>n:J volmteers, voltmteer coordinators, 
and adni.nistrators that the training provided was CJE:Prq>riate, ana that 
it resulted in inp:roved volunteer perfonnanoe. This inprovemnt was 
seen in the areas of listening and responding to clients, inproved under
standing of hUtBn services network, and inproved m::>rale. 

'!here was not, however, a~t annng ocmruni.ty leaders as to the 
value of training or the appropriateness of West Georgia College as the 
training provider. While sooe responses were ovei:whelmingly positive, 
others were alm:>st as ovenmelmingly negative. 'Ibey essentially can
celled each other. 

Since the survey responses did not proVide enouftl data franwhich 
to fonmtlate defini.te cx:nclusions, the auth9rs i:eviewed past experiences 
with the training project and drew sate general conclusioo.s: 

1. Based on dem:>graphic data available .throu:Jtl registration 
foms, the typical volunteer involved in the training was: 
female, aged 36-55., with a high school education, engaged 
in a semi-professional occupation. 'llle training was felt 
to be appropriately designed and cxnducted for this gl.'Oq?. 

2. There seems to be no real wa:y to 'judge the effectiveness 
of the training based on survey responses. However, volun
teer effectiveness depends on a nmt>er of other factors, 
as well ·as training, inclt.Xling assignnent, . foll~~, 
support servioes, and supervision. Therefore, the authors 
rould inake :oo finn conclusions regarding the effectiveness 
of training, in ~:ans of inproved perfonoance 

3. 'lbe authors· cxnclu:led that ~t ~z:gia College is an 
app:ropriate provider of training for several reasons: 
--the college has the resources to plan, . develq>, and 

oonduct training for volunteers; 
-as part of the state university systan, sq:p:>rted by 

public funds, West Georgia College has. a cx:mnitnent to 
Continuing F.ducati.on at all levels; 

-. the oollege has the facilities . for training various 
nurbers of people, frcm small grotps to large bodies; 

-the oollege has a public relations staff which can 
provide caiprehensi ve pd>lici ty. '1he Depart:nent of 
Hman Resources <i:)es not have district or county staff 
with ptblic relations as the primary assignnent; 

- ·the college has facilities for the printing of training 
materials. The faculty also serves as a resource for 
the develcptelt of printed materials; 

-oollege SIX>J150rship has positive influence en the 
cx:mmmity which is enhanced by the awarding of oontin
uing education tmits. 

Faculty nect>ers should be aware of the levels of education and the. 
sq>histication of the volunteers, and b e · able to adapt teaching styles 
to these levels. '!he authors screened faculty merrbers to find th:>se whO 
could adapt their teaching nethods to ~t the needs and abilities of the 
participants. · [Action, 19 72] 
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'lbe two major problems that arose during the project. were inadequate 
recruitnent, and lack of follcw-throu;Jll by Departnent of Hunan Resources 
staff. Both these problems \tJere related, and may explain the f~ 
respooses to the questionnaire. 

Before the training program was developed, the autlX>rs initiated a 
rooeting with the District Coordinator of the Departnent of Hunan :Resources 
and his top staff. '!he program developed was in resp:>nse to their assess
nent of training needs for voltmteers. In additon, they pledged their 
sq;.port and agreed to secure staff invol\etent in the project. 

Prior to the approval of funding for this project, one of the 
authors lll::!t with the district-wide Vol\.mteer Coordinators Council, 
cx:mposed of oounty-level Departnent of Hunan Resources staff 1llE!1Ders 
who had resp::msibility for recruiting, assigning and evaluating volunteers .. 
At that tine, input and s~rt were requasted fi::an the organization and 
individuals. The volunteer aJOrdinators agreed orally to recruit 
volunteers for the. training and to secure trainiIXJ sites for those 
sessions to be cx.nducted off canpus. 

After funding was approved, but before the project actually began, 
the project director again ioot with the Volunteer Coordinators Council. 
Again, their support was solicited, and again they e:xpressed such Slg?Ort. 
They did e:xpress sare :reservations about the nmrer of expected partici
pants, feeling that not that many oould be recruited. 

The nurber of participants was estinated to be three hundred (300) 
persons. '!he actual · m.11i:Jer of participants was one hundred and seventy
six (176) persons, of which forty-nine (49) were Depart:nent of Hunan 
Resources staff. Not even half of the pro]ected nurber of vohmteers were 
recruited, and rcost of these were persons <Ding volunteer w::>rk primarily 
for the Departnent of Hman Resources. Very few volunteers fran other 
agencies were recruited, alt:hou:Jh this .had been expressly requested prior 
to funding. 

· Two factors probably influenced the level of participation. ?tDst 
of tlE volunteer exx>rdinators (11 out of 13) are enployed part-tine, 
carrying a reduced caseload in addition to their duties as volunteer 
coordinators. Maey have had little or no training in recruiting, assigning,, 
and evaluating vohmteers. . 

AlthoU)h certain volunteer cnordinators were nost helpful, the 
lack of cmmii:nent to volunteerism by the Departnent of Hunan Resources 
as an ·organization greatly detracted frcm the potential indicated during 
the early planning of the program. 

Future training programs for voltmteers will exist only if they are 
designed to neet the ·needs and interests of the parti¢ipants as they see 
them. 'lhus, it is strongly :rea::mtelded that the potential learners 
(and not their supervisors) be involved in neking decisions about the 
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progran' s cbjecti ves. [Benter, Mcibnnick, W::xXli.n, CUnningham, ~lf, 19 72] 

Because the target group was not strongly involved in the planning 
of the program, a "need gap" developed. The authors designed a program 
based on the vocalizaitx>n of "what o~t to be." '!hose describing the 
"what oUJ}lts" failed to sq:p:>rt their ·dsnands by eitller attending the 
sessicms ~Ives, or by encouraging their . staff to participate. It 
is crucial that the prospective learner be included in the planning of 
the learning situation. [Kncwles, 1972] 

Once the target group has denonstrated supp:>rtof the program, it 
is necessary to obtain the cxmnitrnent of ~ agencies involved. Without 
this cx:mni t:nent, success is cb:lled. 'llle pcx>r level of !ER cx:mni tnent 
made :i.nplenentation a difficult chore. 

In additon to IER fciilure to support the program, it was d:>served 
that seven out of twenty college adninistrators were either neutral, 

_anbivalent, or negative cxmcerning the college's role in training. 

It is therefore reCxmtended that before a oollege oonsiders 
involvenent in the training of volunteers, the following steps be taken: 

1. survey of needs of target training group and the cx:mruni ty 
to be served; 

2~ clear definition of pw:ipose and oojectives to be presented 
to a:mra.mity at -~;... · 

3. college actni.nistra~ be infomed prior to the project 
of the soope of ~ fbe: pl:Ogram; 

4.. agencies to be involved in the direct training be fiDllly 
'cxmnitted, in w.ti ting, to the program; 

In essence; a pre-training training program is necessary to d::>tain 
the ~upport of the persoos indirectly involved in the program. College 
admi.ni.'Btrators, volunteer supervisors, and the cx:mrunity to be served 
should be educated about the purpose, goals, and Denefits of the 
training of volunteers in htlllail services. 
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Volunteers 

In order to evaluate the program "Training for Volunteers 
in Human Services" it would be extreuely helpful if you would 
fill out the following queotionnaire on the effect of the 
training. Please indicate to the right of each question your 
opinion by placing the number of the question in the proper 
column. 

Example: .9. Pick Conner does not know 
training. 

beans about volunteer 

SA\ A \ NN · D . S: • 

SA• Strongly Agree, A a Agree, NN • Neither Agree nor Disagree, 
D • Disagree, SD • Stronqly ·Disagree. 

1. The training was just what I needed. 

2. 'The trainers talked over my head. 

3. The training helped me to under-
stand the importance of my work as a volun
teer. 

4. I did not learn anything from the 
training. 

5. I feel that now I do a better job 
as a volunteer. 

6. The people I work with seen to 
appreciate my work more now. 

7. Clients talk more openly to me 
about problems. 

8. I am able to listen to clients' 
better than I did before. 

9. My understanding of clients' needs 
and problems is greater now. 

10. I have not changed the way I do 
volunteer work. 

11. I learned a lot about the various 
roles volunteers are expected to perform. 

12. I am more involved with volunteer 
wcrk now than I was before the training. 

13. I feel more confident about my 
work as a volunteer. 

14. My relationship with clients has 
improved since the training. 

f A A } m1 I D • so 

i 2 i f I 

I 1 7 

I 2 5 1 

1 3 4 

2 4 2 

3 5 

5 3 

2 5 . 1 

1 I 7 

4 1 3 

1 4 2 1 

1 4 2 

1 7 

2 6 

15. I found the· training interesting, 3. 

1

s 
informative and generally helpful. 

~564-



,,,..,.. ........ IA ~ 

Coor~inntors & Aorninistrators 

In order to evaluate the pro':"fra"l '~TrainintJ for "..Tolunteers 
in Hwnan ~ervices" it would be extremely hel~ful if you would 
fill out the followinq questionnaire on the e~fect of the trainin~. 
Plea~e indicat~ to the ri~ht o~ each question your opinion by 
~lacing the 'nu~hcr of the queation in the proner column. 

Example: C. Piel':. Conner does not know beans about volunteer 
. training. ~A 1\. tm D 1 ~~ 

\ I 8 
;\ ,. Ii 

I '.l 

SA == Stronqly Aqree I 'A = .A':'free, lTI'l a neither Aqrea nor Disa;rrea, 
D == Disagree, SD = Strongly ~isaqree. 

~-~ I A : 1-:r.~1 T) 

2 ; 1 1. The volunteers who participated in 
the training have a better understandinn. o~ 
their relationship to clients and to the 
agency. 

2. The vol~nteers vocalize~ a positive 
response to the training. 

3. The volunteers said they did not 
learn anythin~ from the trai~ina. 

4. VolunteerB now have a better under- 1 
standin~ of human service agencies. 

I 

5. There has been a definite irnprovemeni 
in the work of our volunteers. j 

6. The training content was just what 
our volunteers needed. 

7. Our volunteers show a better under
standing of client's needs and problens. 

~. Our volunteers do not show any 
improveMent since the training. 

9. Our volunteers have i~~roved their 
relationships with clients. 

10. 'iost ot our volunteer tmrk coulrl 
be done by people without training. 

11. overall, our volunteaT performance 
has improved. .) 

12. t~st Georgia College should of~er 
more training for volunteers li~e this. 

13. Additional training is needed for 
volunteer coordinators. 

l~. Administrators have a clear under
standing of the role of volunteers in hUJ'llan 
service aqencieF1-. 
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Appendix ~ 

; . 
Please indicate your respcmse ·to the stateuert:s listed below xelat:L-ig 
to the College's mle in training and adm.i.nisteri.J of volunteers in 
North Central Georgia. A wide range of response is offei:ed: SA, 
s~ly aqi'ee1 . A, aqreeJ NN, neither Agree mr disagl:ee; D, 
disagree1 .SD, sb:aiqly disagxee .• 

1. 1be State sOOu1d finance and supervise 1. 
the traininq ,of volunteers in htmm 
services. · 

·, 

2. Trirlninq of volunteers should be the 2. 
respcnsibi 1 i ty of the agency utilizinq 
his/her sei:vices. 

3. Volunteers sOOuld seek their own 3. 
sources of tra.ininq~ 

. . 

4. Colleges and universities should provide 4. 
the q:portmli'f;¥ for training of volunteers. · 

S. Public schools S1x:W.d be ~le for S. 
providing tra.ininq of volunteers in hmBn 
services. · · 

6. Religious and civic organizations shpuld 6. 
provide training to ama volunteers. 

7. The ex>llege . should offer traininq for . . 7. 
volunteers as. part of the a:mmni:ty 
services pi:og:cam and no fees should 

.. . b! charged. . . 

8. Trirlninq ~ be a ~ p~' 8. 
xequj.site to volunteerism. 

9. 'Ihe ex>llege has no respcnsibi 1 i ty 9. 
in pi:eparlnq volunteers. 

10. Volunteers axe usele5s, and training . -10. 
will aC'Cf I li;>lish oothinq • 
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SA 

4 

9 

4 

1 

1 

4 
' · 

7 

2 . 

A w D 

: 

5 5 6 

~ 1 
\ 

4 3 5 

10 4 2 

5 4 7 

10 2 4 
i 

9 4 2 

7 1 4 

2 4 4 

2;\ 

? 1 3 

SD 

I 

1 

8 

2 
' . 

3 

1 

1 

10 

14 . 



Appendix 4 

Please indicate your .i:espcnse to the statsrents listed below by markir¥J 
CX1e of the fol.ladnq: SA, strongly agxee; A, agxee; NN, neither 
agxee oor disagree; D, disagree; SD, strongly disagree. 

SA A m D 

1. Services in our cx:mm.mi ty ooW.:d have 1. 
been expanded by gxeater use of volun-

• 19 12 2 
. teers. 

1 ~ 7 · 13 
2 • . Volunteers .are not dependable. 2. 

3. DBR elCpmlSion ·in the u9e of volunteers 3. 
should_ be tptally funded by the State·. 

2 5 11 12 

4. Volunteers should mt ~ve to partici- 4. 1 28 
pate in training progxaua because they 
receive no salaries. · 

6 . 18 6 1 5. DHR expansicn shJul.d utilize volunteers 5. 
to save funds. · 

12 13 4 3 6. Volunteers nust participate in training 6. 
p:rogzcitus to insure quality of perfoxnence. · 

6 23 2 2 7. Training of volunteers sh::>uld·be .provided 7~ 
w.i~ the agencies utiliz.inj tlder services. 

8. Volunteer time should be cxnmted and 8. 10 
certified as work experience for future 

19 2 2 

enployment purposes. . 

9. Volunteers should be willing to pay far 9. 2 1 3 15 
their own training. 

10. No evidence has been dsronstrated :ln 0ur 10. 4 4 13 
I 

cx:mnunity that vol~ are beneficial 
in the delivery of hanari services. 
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SD 

7 

3 

13 

2 

1 

12 

12 





ESTABLISHING A LINK BETWEEN THE 
COLLEGE AND TIIE COMMUNITY: AN APPROACH 

Carolyn L. aarris 
Cal State Dominguez Hills 

A viable link between the college and the community agencies where 
volunteers . will be placed must be in existence befoie the impact of the 
volunteer program can be adequately assessed either on the campus or 
within the agencies. This paper will focus on key steps to consider in 
establishing such a link. The approaches are those that have been used 
by the Educational Participation in Communities Program (EPIC) at Cal 
State Dominguez Hills for the past two years. They will serve as a guide 
for those institutions that are just beginning or are in the planning 
stages of establishing a volunteer program on their campus. The infor
mation is based on the techniques that have served to make the EPIC Pro
gram effective. 

Cal State Dominguez Hills is located in an urban area that serves a 
diverse population in terms of ethnicity, economic and social status. 
The EPIC Program is a volunteer service-learning program that recruits 
staudents that are enrolled at the college and place them in community 
agencies. The students serve as counselors, bilingual tutors, casework 
aides, intake workers and in a wide variety of other positions. The Pro
gram averages approximately 110 students over a three quarter period. 
The number of agencies that have requested the service of the Program is 
150. The number of agencies that the Program is able to serve in a given 
quarter range from 30 to 50. This is due to the fact that students have 
the opportunity to choose where they would like to volunteer. Given the 
number of students and agencies that are associated with the Program in 
a particular quarter, it is necessary to have an effective system in op
eration in order to minimize problems that are associated with placements. 

The first step in building a viable link between the college and the 
community is to conduct a needs assessment. The needs assessment should 
be conducted within the frame~ork of the institutions commitment to meet
ing the needs of the surrounding community. The methods for carrying out 
the needs assessment can be conducted by using interview guidelines, sur
veys, questionnaires or through purposeful conversations. Key persons in 
the administrative area as well as faculty and students must be included 
in the sample for a broad view of the needs. Questions that focus on the 
thrust of the college in terms of community involvement, faculty members 
areas of interest, feasibility, cost and benefits should be a part of 
the data gathering · instrument. 

In terms of the needs assessment as it relates to the community 
agencies, the goals and objectives of the agencies must be explored. The 
history, funding source and the target population(s) are all areas that 
must be spelled out in order to define the needs adequately. 

The second step in building a viable link between the college and 
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the community consist of blending the needs of the institutions and that 
of the colIDilunity agencies that you wish to become involved. This can be 
done through brainstorming meetings between key people on the college 
campus and agency representatives or by a committee that includes re
presentatives from both groups as well as student participation and/or input. 

Thirdly, establishing cooperative objectives that are of a general 
nature should be done by the college and community representatives. More 
definitive objectives should be ~pelled out by the individual agencies. 
The definitive objectives ~hou1d include the expectations, the role of 
the faculty and the students as well as the agency personnel. Another 
step includes a provision for training of college and agency personnel 
and the students. 

The fifth step involves establishing and maintaining a system of com
munication between the college and the agency personnel and the students. 
The sys tern must include the c·ollege conmmni ty which can be kept abreast 
through the campus newspaper., the faculty newsletter, division meetings, 
connnittee meetings and personal contacts. As for the community agencies, 
attendance at staff ·meetings frequent agency visits, regularyly scheduled 
training programs and seminars are all elements that can be included in 
the communication system. In terms of the students, telephoning, letters, 
the campus naspaper and regul?rly scheduled office hours are important 
elements to candider. 

Evaluation of the link is the sixth step. It should be on-going and 
consistent to determine if the needs are being met or if they have been 
define adequately. Elements of the evaluation tool should include a pro
vision for unaticipated occurences and a measurement for determining if 
the linkage is successful. 

SUMMARY 

This paper was not intended to give an in-depth approach of establish
ing a link between a college and the community it serves, rather it was 
submitted within the framework of voluntarism. That is, it is a system 
that can be adapted on any campus taking into full consideration of that 
particular campus. 



HIGHER EDUCATION PROGRAMS FOR THE VOLUNTEER Allt1INISTRATOR 
J. Malcolm Walker, San Jose State University 
David Horton Smith, Boston College 

INTROWCTION 

Since 1971 a number of groups have made recommendations as to 
the appropriate content of educational programs for voluntary 
action leaders, particularly volunteer program administrators. 
A few surveys have been conducted to identify the educational 
needs as perceived by such leaders (cf., Smith,1976). How
ever, we have had little systematic information about actual 
higher education programs themselves in this area, and too 
little sharing of such informationo A sufficient number of 
colleges and universities now offer educational courses, work
shops, or even programs (two or more different courses) in 
volunteer administration to provide at least some empirical 
basis for educational program recommendations in regard to 
existing programs or the implementation of new oneso 

We report here the results of a very modest, unfUnded pilot 
research ~roject designed to assess recent experiences with 
programs (not single courses) in volunteer administration in 
American institutions of higher education. More specifically, 
our study :ls designed to assess: ( 1) progress in the develop
ment of such programs, (2) strategies and processes of pro
gram initiation and implementation, (3) the content of such 
programs, and (4) factors that in:fluence the success or fail
ure of these programs. 

METHODOLOGY 

The institutions surveyed constitute a very special kind of 
purposive sample, divided into two partso In essence, we 
studied what might be termed a "reputational sample" of insti
tutions, in the sense that we chose each institution for our 
study on the basis of recommendations by a panel of knowled
geable experts in the fieldo One part of the sam~le consists 
{for practical reasons as well as historical ones) of 10 in
stitutions in California drawn in this manner, while the other 
part of the sample was drawn from the rest of the nationo In 
consulting with our panel of experts, we drew also on three 
national surveys of higher education opportunities for volun
teer administrators: (1) a 1974 survey by the National Infor
mation Center on Volunteerism (NICOV, 1976), (2) a 1976 foll
ow up to the NICOV survey by s. Jane Rehnborg (unpublished), 
and (3) a 1976 survey of about 300 faculty members and volun
tary action leaders conducted by the Research Task Force of 
the Association of Voluntary Action Scholars (which included 
information on course offering in the field of voluntary 
action). The Rehnborg survey data were particularly important 
in our selection of the non-California portion of the sample. 
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The unpublished survey by Rehnborg deserves special comment 
here because it sheds some interesting light on the degree of 
turnover of higher education courses for volunteer administra
tors. Based on the list of institutions offering some kind 
of course (possibly only a workshop or institute) in the field, 
as indicated by the NICOV national survey in 1974, Rehnborg 
sent out 95 letters in August-September 1976 to the places 
listed asking about certification programs, if any, and seek
ing information on courses, workshops, etc. Replies were 
received eventually from about 60% of the institutions. Of 
these responding institutions, many had no courses or pro
grams. It was clear that a large proportion of the institu
tions that had offered coursrein 1974 were no longer doing 
so in 1976. However, some institutions still had their ori
ginal courses or even additional ones, and new institutions 
had begun to offer such courses in the interim. The approp
riate conclusion from the Rehnborg study is that turnover 
is very high in hi~er edµcation courses for yolunteer aamin
istrators. They are frequently present one year and gone the 
next. This is the background in terms of which the present 
study of programs (defined as two or more higher education 
courses) of higher education for volunteer administrators 
must be understood. It also explains why we used the partic
ular sampling method we did. We wanted to be sure that we 
were able to get information on at least 20 programs so that 
modest generalization might be attempted. So far as we can 
tell, we have studied a substantial portion of all programs 
existing in the United States or that have existed, though 
only a much smaller fraction of all courses. 

Data was gathered for our study, then, in April and May of 
1977 with one or more respondents at each of 20 institutions 
of higher education, 10 from California and another 10 from 
eight other states around the country (Washington, New York, 
Massachusetts, Colorado, Maryland, Illinois, Delaware;&.: Ohio). 
For the f'ull sample, there were as many community(two-year) 
colleges as there were four year colleges and universities. 
However, the California sample had 8 community colleges out 
of 10 institutions, while the national sample had just the 
reverse proportion. This probably reflects the "historical" 
factor alluded to earlier: The Chancellor's Office of the 
California Community Colege system helped support and sponsor 
a study group that designed a community college curriculum 
in volunteer administration a few years ago. That curriculum 
(cf., California Community Colleges, 1974) and its design 
process has served as a major stimulus to the formation of 
programs in California institutions at the level studied. 

The interviews conducted were with only a couple of exceptions 
made by telephone, using a semi-structured (focused) inter
view schedule created by the authors (mainly the first author). 
Some screening had to be done with potential respondent insti
tutions, in order to verify the existence, prior existence, 
or proposed existence of two or more different college level 
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courses in volunteer administration. At some institutions, 
there were, are, or will be programs in related areas (e.go, 
in non-profit organization management, in voluntary assoc
iation administration, in f'und-raising management, in com
munity services technology, etc.), but these were screened 
out of our sample. Also, at many institutions there are 
various coursEl:l offering college credit for off-campus in
ternships or volunteer work in community organizations, 
usually in conjunction with a periodic discussion of the 
off-campus experience at a seminar on-campus, and often 
with the requirement of a term paper or report on the off
campus experience. These programs were also screened out 
Of our sample. Finally, there were educational activities 
called or thought to be programs by our panel of experts 
but which turned out to be single courses, occasional usages 
of independent study programs for volunteer administration 
degrees, or brief workshops. These too were generally left 
out of our sample (with the exception of two systematic 
worla3hq> series that led to Certificates, with each brief 
one-day workshop called a "course"). 

As a result of our survey, our final sample of 20 institutions 
was divided into four categories: 
I. Institutions which are conducting an on-going program in 
volunteer administration, with program being defined as a set 
of two or more different courses, completion of which results 
in a degree QI: in a certificate of completion or proficiency 
(which :ma:Y: itself partially satisfy requirements for a degree). 
II. Institutions which offer at least one course in volunteer 
administration ~ either (a) are in the process of developing 
or of implementing {but not yet offering) a program; or (b) 
will definitely be offering at least two courses in the imme
diate future o 
III. Institutions which have considered implementing a pro
gram, but have decided not to do so. 
IV. Institutions which have offered a program but no longer 
do so. 

We define as successf'ul for present purposes institutions in 
Category I (providing the programs are not about to be phased 
out) and in Category II. There are 13 institutions of this 
sort in our sample. The remaining 7 are unsuccessf'ul by the 
above definition, about evenly divided between Categories III 
and IV. The 13 successf'ul institutions are also about evenly 
divided between the two Categories involved ( 7 in I; 6 in II). 

1 This study does not cover, either, those institutions which 
offer various courses in one or more departments or profes
sional schools that include material on some aspects of vol
untary action. Such courses in community organization, 
voluntary associations, interest groups, etco are quite 
numerous but do not constitute volunteer administration pro
grams in the sense we have defined them. 
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OVERALL PROGRESS 

Our data point up a number of aspects of the general progress 
made to date in higher education for volunteer administratorso 
To begin with, the field is obviously quite new in higher edu
cation. Most programs have been implemented or initiated 
(and sometimes rejected) in the past three years. Only 3 of 
the 20 programs were begun before 1970, all in the late 1960s. 
We are in a period of considerable activity both in terms of 
new programs and expansion (in content and number of students) 
of existing programs. 

But progress seems to be very uneven. Programs in some insti
tutions are in a no-growth state or have been (or are about 
to be) withdrawno .Some other institutions have decided not to 
implement programs after quite intensive investigation invol
ving interaction with the volunteer community and needs iden
tification surveys, with caref\11 consideration by the institu
tion's administration. However, most respondents at such in
stitutions indicate that the decision not to go ahead is not 
a permanent one, but is subject to f\lture review. Institutions 
are reluctant to take any risks on new programs in these times 
of general retrenchment in higher education, and programs for 
volunteer administrator education are often met with a hard
nosed fiscal scrutiny by higher education administratorso 
There is general reluctance by higher educ~tional institutions 
to go ahead with such programs unless (a) a very substantial 
need can be demonstrated locally, thus guaranteeing the fiscal 
solvency of the new endeavor, or (b) the program can be begun 
at virtually no financial risk to the institution (or with 
that appearance, at least). 

As suggested earlier, there is considerable variation with 
respect to the type of institution offering programs, inclu
ding two-year community colleges, four year colleges with a 
few Masters Degree programs, and full universities offering 
Doctoral Degrees in various departments and professional schools. 
In California, perhaps for the special historical reasons des
cribed earlier, most programs and especially the successf\11 
ones are in community collegeso Elsewhere in the nation, this 
pattern does not hold,with successf\11 programs being found as 
frequently in four-year colleges or universities as in two-
year colleges. Not surprisingly, volunteer administration 
programs tend to be concentrated in higher education insti
tutions in or near major population centers (metropolitan 
areas), where concentrations of volunteer programs and vol
unteer administrators can likewise be found. 

Programs vary moderately in their breadth of content, though 
there is some core of common skills and knowledge found in 
most. There is considerably more variation in how the pro
grams are organized and structured (hour~ of attendance re
quired, pattern of course sessions, etc.J. Outcomes also dif
fer substantially among the programs studied. Some programs 
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offer a Certificate for attendance at six one-day workshops 
(called "courses"), and one offered a Certificate for atten
dance at 12 two-hour workshops (it is now def'unct). Other pro
grams give their Certificate for satisfactory completion of 
one or two regular college level courses, while some require 
satisfactory completion of many more courseso One community 
college requires 50 quarter hours of credit in courses related 
to volunteer administration before awarding the Certificate. 
And a few institutions have volunteer administration as a 
specialization or major as part of a Masters Degree program 
in an allied field (e.g., Rehabilitation Administration; 
Planning and Administration). 

Yet when one considers both the current state of existing 
programs and trends in the development of these programs, the 
norm in the short run at least appears to be granting a Cer
tificate for a rather modest amount of college worko And Mas
ters degree programs that have any specialization in volun
teer administration are quite rare (only two in our sample). 

Perhaps the most appropriate perspective from which to view 
the field of higher education in volunteer administration is 
as a field in process. On the basis of earlier analyses of 
developments in the field (Smith,1976) and our present findings, 
we would predict a general though probably gradual expansion 
of the field in the next five years or so. After that, the 
pace may quicken. A surprisingly significant number of insti
tutions seem to have implemented or at least have considered 
implementing programso And t!l~ ~wareness of volunteerism; 
voluntarism, and the voluntary sector even among the latter 
institutions has grown markedly in the past five years. We 
can expect these trends to be reinforced by the growing soc
ietal significanc.e of' voluntarism, combined with the ·increas
ing pressure f'rom certain voluntary organizations for more 
and better education for volunteer administrators (eog.,· from 
the Association f'or the. Administration of Volunteer Services, 
and from the Alliance for Volunteerism)o 

It would· be an error, then, to assess the state of the field 
simply by examining educational programs as they currently 
exist • . Rather, one must assess as weli What is being devel
oped in the f'ield, seek to learn what works and what does not, 
and try to understand whyo Such an approach can be expec- . 
ted to provide some guidelines for the development of speci
fic programs and for the general development of' the field as 
well. Our findings throw some light on these issues. 

PROGRAM INITIATION, DEVELOPMENT, AND IMPLEMENTATION 

Our findings indicate rather clearly that program success, as 
defined earlier, requires generally that the initiation, devel
opment, and implementation stages of a program be integrated. 
The most signif'icant factor in program success seems to be the 
active, persistent. and continuing committeg involvement of 
one jndjyjdual or a small group of indiyid.uals. inyolyed them-
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selves in or deeply concerned with the practice of volunteer 
administration. Most of the successful programs have been in
itiated, developed, and implemented by such persons. In some 
cases, such persons have only been active in the initiation 
and development phases, with implementation begun and then 
subsequently carried out by someone else, but this is not 
common among successf'ul programso Most decisions not to 
implement programs after serious consideration have been 
made in institutions where such persons have not been invol
ved. Our interviews indicate that the number of such persons 
is increasing, which augurs well for the future of the type 
of educational programs we are studying. 

Several additional factors in turn explain the critical im
portance o.f active, committed, persistent practitioner invol
vemento lirst, from the perspective of the volunteerism 
field, there must be linkages from educational ideas and pro
posals developed by national organizations or national leaders 
to implementation at the local level. Programs at specific 
institutions are often legitimated by local practitioner
activists by referring to national developments---plans, 
books, articles, curricula, conferences, etc. This suggests 
the importance of the role of such national organizations and 
leaders in the continuing growth of voluntarism, and particu
larly in the growth of higher education programs in the field. 

At the local level, volunteer administrator professional groups 
(formal or informal) may often fail to act for a variety of 
reasons even having discussed their needs for higher education
al programs in volunteer administration: lack of time, uncer
tainty as to how to act, insecurity in the face of "the high
er education establishment,"discouragement at the failure of 
initial contacts, doubts as to the viability of such a pro
gram at a local college or university, inability to find 
someone on the "inside" of a local institution who really 
seems to care, etco For a practitioner to teach in a program 
himself or herself, an advanced degree or teaching creden
tial may be required. 

Considerable persistence and no little sophistication is need
ed in dealing with the bureaucratic procedures and internal 
politics in most colleges and universitieso As most of our 
respondents stress, the many complexities of program devel
opment and implementation in higher education institutions 
are not readily apparent to "outsiders .. (or even to many insi
ders), and are difficult to deal with. Much trial and error 
learning is usually required, and this takes the persistence 
we referred to earlier. Most college administrators and fac
ulty members have only ·a rudimentary understanding of the 
field of volunteerism, if any, and lack an awareness of its 
general role in our society. 

Higher education in volunteer administration has no immed
iately obvious, "natural home" or power base in the institu-
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tional structure (one of our respondents commented that it 
took her six months "to figure out who to deal with"). Few 
institutions, indeed virtually none, provide much in the way 
o:f "start up" or pro~am development expenses beyond in-kind 
contributions of administrator or faculty time and available 
space, classrooms or other facilities. In those rare instances 
where there have been development :funds, they have come from 
outside grants, usually from a private foundation. 

Beyond the crucial role of the key, persistent, practitioner
activist in bringing about most successf'ul programs, our find
ings also suggest that successf'ul programs are characterized 
by caref'ul attention to the following factors: 

(1) Become involved with an institution that is innovative, 
flexible (at least in some of its internal divisions), and 
willing to take some modest risks if they seem likely to have 
positive results in new and needed higher education programs. 

(2) Develop very early an understanding of the institution's 
financial system, especially budgetary implications and accoun
tability requirements that affect educational requirements. 
Virtually without exception, new programs are required to 
"pay for themselves" from tuition and fees from the very be
ginning (except when outside grant f'unds are available, and 
then the exception is only temporary---as long as the grant )o 

(J) Develop very early an understanding of the institution's 
policies and procedures governing program implementation and 
development. Learn the internal "ropes" and barriers, and 
how things have to be done if they are to be ultimately approved. 

(4) Identify and work directly and continuously with whoever 
has the authority to approve programs of the sort you want, 
or, more usually, with someone in the institution who has the 
authority and personal interest to move them through the often 
complex internal approval structureo This is sometimes an 
administrator, sometimes a faculty member, sometimes someone 
who is both. Approval is facilitated if one works with an 
administrator who has the existing authority, given his/her par
ticular role and the nature of his/her unit in the larger 
institution, to approve and set up the program in the given 
unit with little or no clearance from other members of the 
administration. This situation is, however, rather rareo 
The best examples are perhaps Divisions of Continuing Education 
or the equivalent, which have a very broad existing mandate. 

(5) Pay care:f'ul attention to the appropriate structural loca
tion of the program within the institutiono There are varia• 
tions among successf'ul programs in this respect, though most 
tend to locate in the most innovative unit they can find on 
a particular campus. The most frequent locations of success
ful programs are in Continuing Education, Human/Public/Social/ 
Community Services, or in Business/Management Schools or Div
isions of the institution. However success:f'ul programs are 
found occasionally in other units (eog., Rehabilitation,etc.). 
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(6) Deal with the program's implications for related depart
ments, schools and divisions of the institution, especially 
trying to counteract fears as to possible resource realloca
tion away from those bases/units to the new program, and cor
responding fears of intrusion on their curriculum "domain." 
Timing is also important in this area. A volunteer admin
istration program is more likely to be rejected when it is 
initiated at a ttme when related programs are being phased 
out (as happened , ln one of our unsuccessf'ul cases)o It may 
be prudent to wait a year or two ' at such times in order to 
achieve ultimate success. Informal relations in maintaining 
continual interest and pressure are especially important here, 
as are efforts to integrate curricula and to include other 
units or faculty in the program where they push for ito 

(7) Share experiences on a statewide or regional basis with 
others seeking to initiate, develop, or maintain higher edu
cation programs for volunteer administrators. The California 
Community Colleges example mentioned earlier indicates that 
some substantial leverage can be obtained through statewide 
higher education coordinating units, especially when they con
tain representatives of institutions as well as practitioners. 
Given the nationwide trend toward developing statewide and 
regional coordinating boards or agencies, this source of lev
erage should become increasingly significant in the future. 
These entities help to build a power base for volunteerism 
in their areas, and can develop coordinated action plans to 
deal with educational bureaucracies that are more effective 
than plans coming from a single source to a single institution. 

(8) It is advantageous if the key practitioner-activist has 
his/her principal employment in the college or university, or 
can at least obtain "Adjunct" or similar faculty status 
(which usually is dependent on the academic degrees held by 
such a person, a Masters Degree in something being almost man
datory) o Such a person can, through long and intensive invol
vement within the institution, more effectively understand 
internal processes (formal and informal, unwritten ones) and 
learn how to deal with them. Otherwise, the key person must 
be able to develop, or have already,a close relationship to a 
willing faculty member or administrator currently on the staff 
of the institution. One cannot change or fight the system re
garding a new program without effective internal leve~ageo 

(9) However, if the faculty member or administrator in the in
stitution is not active and experienced in voluntary action 
leadership himself/herself, the chances of success are dimin
ished when such persons are the initiators or internal colla
boratorso They are much less likely to have the emotional 
commitments and cognitive insights of voluntary sector activ
ists, and much more likely to be conscious of more immediate 
priorities associated with clearer and faster payoffs (e.g., 
pay increments, tenure, promotion). We have a few cases in our 
sample where programs have been implemented by such "internal" 
people in response . to outside requests from volunteer agency 
leaderso But more often than not, this approach leads to a 
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rejection decision, to lack of persistent development follow
through in the first place, or to a program that, once started, 
fails for lack of sufficient relevance topyactitioner needs. 

(10) If a college is responding to outside requests and pressure 
mainly, then such pressure is likely to be most successf'ul · 
when backed by a powerful and prominent local voluntary action 
coordinating group (eog., a local Voluntary Action Center, or 
a local council of leaders of volunteer programs or human ser
vice agencies). The availablity of a convincing "market survey" 
or "needs identification survey" can help, as we shall note 
in a moment, but the key is the degree to which the institution 
can be convinced that there are a sufficient number of people 
who will definitely take the program if offered. The latter 
point .was effectively dealt with by one group of practitioner
initiators by collecting firm commitments to pre-register 
in the program and then approaching the target institution 
for help in setting up the program they had in mind. In anycase, 
where the real "market" or "need" for the program is misjudged 
seriously by the practitioners, the program is likely to fail 
fairly quickly for lack of sufficient enrollment. Real and 
continuing demand for the program is absolutely necessary in 
the catchment area (territory served) by the program over time 
if the program is to be successfUl and endureo 

(11) Do not assume that a needs identification survey or market 
survey will speak for itself to institution administrators. 
Such surveys, whether informal or formal (and our study showed 
both kinds were frequent), are typically made using mailing 
lists provided by local Voluntary Action Centers or other co
ordinating bodies for local volunteer program and agencies. 
They usually attempt to assess the content and skills needed 
by potential program participants, the degree of student dem
and, relations to career opportunities, desirable program for
mat, and appropriate timing, location, fees and outcomeso But 
the key factor appears to be not the findings themselves, 
rather it is how these findings are interpreted and by whom. 
College and university administrators not involved in volun
tary action leadership tend to interpret findings in terms of 
what they show about fUll-time, paid career opportunities for 
volunteer administrators. Needless to say, findings interpre
ted in such terms do not provide much of a basis for enthusi
astic support of college credit programs for volunteer adminis
trators. This lead~ us directly to our next point. 

( 12) Base your program, and interpret your "market survey", on 
a very broad definition of potential student clientele which 
includes .not only paid staff, career-oriented coordinators or 
directors of volunteers, but also volunteer sta£f in similar 
roles, students wishing to enter the field as a career or as 
yolunt~ers, cur:rent voluntee~s who would :J_ike to become leaders 
lcoord1nators,d1rectors,etc.;, human service professionals who 
work in agencies with volunteer programs, human service pro
fessionals who work with volunteers in community contexts, stu-
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dents in professional schools or divisions, grassroots acti
vists, voluntary association leaders, and citizens interested 
in voluntarism generally. Few programs can be developed and 
sustained in the long run with a clientele defined solely as 
paid, career volunteer administratorso Other narrow definitions 
also lead to failure (e.g., members of boards of trustees or 
directors of voluntary organizations)o 

(13) The formation and use of an Advisory Board is not crucial 
to success, although a continuing involvement on some level 
with the local volunteer leadership community does seem to be 
quite important. Such Advisory Boards are used about half the 
time, but sometimes the Education/Training Committee of the 
local Voluntary Action Center or some other existing body is 
used by the program as its Advisory Board informallyo These 
Advisory Boards, of whatever kind, tend to be effective when: 
(a) the key educational program person(s) is (are) heavily 
involved in the local volunteer community and active on and 
with the Board, and (b) when the Board is a genuine working 
board involved meaningfully in program development, publi
cizing the program to bring in participants, and working with 
the college personnel in an on-going manner to evaluate and 
reshape the program from year to year in the light of feedback. 

(14) Finally, our data indicate that one should get something 
small going well, i~ possible, and then expand that course or 
set of workshops into a full-fledged programo The "foot in the 
door" technique works as well in academia as anywhere else. 
Our survey show that successful programs have developed from 
such varied bases as convention "institutes," workshops, 
student internship (off-campus service) programs, single course 
offerings, and courses with volunteer administration compon
ents in various related departments. Such initial efforts 
have provided both curriculum foundations, interested faculty, 
and concrete evidence of the existence of a varied student 
clientele for expanded programs in volunteer administration. 
It is rare for whole programs to begin,starting from "scratch," 
so to speak, without some such prior baseo 

PROGRAM CONTENT AND EVALUATION 

Programs vary considerably in terms of the number of credit 
hours required, as mentioned earlier. They also vary modera
tly in the breadth of the subject matter content involvedo 
The objectives of all programs center around improving the 
practical e~fectiveness of volunteerism broadly defined. Most 
emphasize both effective management of volunteer programs and 
either social services administration or social change through 
volunteerism, although programs differ with respect to the mix 
of these two thrusts. The critical determinant seems to be 
the personal philosophies of the individuals running the pro
grams o 
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Most programs are grounded in the notion that knowledge and 
skills are transfe.rable among the various program areas of 
volunteer administration. Most respondents view management 
and human services as the core disciplines in their body of 
knowledge and skills. Most programs aim to raise students' 
awareness of the importance of volunteerism, and the self
images of volunteers and of volunteer administratorso The 
development of specific practical ekills is viewed as funda
mental in all programs. Our respondents report that experi
enced volunteer administrators show a consistently strong 
preference for skills-oriented content, especially when manage
ment-oriented (budgeting, use of time, fund-raising, mobilizing 
boards, recruiting volunteers, etc.). They wish to get "tools" 
with which to solve their day-to-day problems. 

Several of our respondents insist, despite resistance from 
experienced students, that participants be exposed to concep
tual material (eago, management models and styles, community 
organization theory, group dynamics theory, political organi
zation theory). Such respondents view the broadening of 
students' basic knowledge and understanding as a distinctive 
component of higher education programso In programs with a 
broad student clientele, more emphasis is placed on the nature 
of volunteerism, its societal signifi~ance, and the nature of 
one's community. Respondents emphasize that.for all students, 
the subject matter content must be grounded in the realities 
of the particular local communityo 

With respect to learning methods, credit for work experience 
or for independent study is rare, except where the latter is 
the central learning mode of the program in a few instances. 
Some programs included a practicum, in most cases through a 
student volunteer program or internship placement. However, 
in almost all programs the emphasis is placed primarily on 
in-class work and learningo There, cognitive-rational content 
and its associated lecture approach is used in conjunction with 
experiential-skill practice content and its student partici
pation approach. Most of our respondents indicate that they 
use, and that the : students favor, such activities as problem 
solving, developing check-lists and manuals of practice, 
sharing practical problems and experiences, outside projects, 
agency visits, and other forms of skill-practice or experi
ential learning. The lecture approach seems to be used more 
with students new to volunteerism and who are in the early 
stages of their programo 

Teaching is done almost entirely by :full-time voluntary action 
practitioners or by college personnel who are very active in 
the volunteer community, except in the two rare instances 
of Master's Degree programs~ In all the success:ful programs 

_ th~ .. ~a~ ___ tea_c_n~;r_s _haye __ a _ }].ie::h. d.e_~ee of control over program 
content~ ana' learn1ng metrroas. ost of the success:ful programs 

·· j use a· modular approach, with t e larger programs containing 
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modules covering a wide variety of topics. Many of our respon
dents indicate that participants tend to resist weekly two
three hour courses. We have some evidence that suggests such 
a format inhibits program growth. Almost all of our respondents 
indicate that subject matter content and learning methods must 
be geared to the types of students who enrollo 

Most of our respondents feel that the material generally avail
able in the volunteerism field is not adequate for course 
content development and for use in teaching their programs. 
The most widely used of existing source materials seem to be 
those developed by the University of Colorado at Boulder pro
gram, by NCVA, and by NICOV, along with books by Naylor (1973), 
Schindler-Rainman and Lippitt (1971), and Wilson (1976). Our 
teacher respondents rely quite heavily on material that they 
have developed in their own volunteer administration work and 
educational experienceo There is a need for short, basic texts 
related to skill-practice for most of the content areas of 
teaching in this fieldo 

Perhaps because most programs are quite new, rigorous and long
term program evaluation is very rareo Most programs are evalu
ated only crudely in the light of drop-out rates, enrollment 
trends, student evaluation feedback . immediately after course 
completion,and general feedback from the local volunteer lead
ership community. Several programs have been substantially 
revised in the light of such information, especially more 
successful ones, but other programs change little as a result 
of such evaluation. Little data has been accumulated with 
respect to impact on subsequent job performance and employment 
opportunities. Only impressions and anecdotes are offered as 
evidence hereo Drop-out rates are low in successful programsJ 
but often hard to determine where the program is new and uses 
a modular approach not requiring completion of the program 
within any fixed time-periodo Respondents indicate that teacher 
performance is the most critical factor in explaining student 
satisfaction or drop-outso Other important factors include 
failure of participants to be offered the specific skills they 
want, moving from the locality, leaving the volunteerism field, 
inability to adjust to a higher education learning context 
many years after leaving it, or personal tensions that develop 
in social change components of some programs. 

SC!\1E FURTHER IMPLICATIONS · 

While education in volunteer ad.ministration at the college 
level is quite new, much is happeningo The field is expanding 
and is characterized by much changeo It has not yet had a 
major impact in higher education, but the foundations are being 
laido Much can be learned from this on-going series of develop
ments, as we have tried to show in this papero No one approach 

_ 9~.!! 12e __ Q}).aracterized as optimal, and the diversity within the volun-r tarysector is reflected in program diversity within higher edu
cation institutionso Individual program success depends upon 
a careful meshing of clientele, program content, instructors, 
program administration, approaches to learning, and the presence 



-583-

of one or more key practitioner-activists able to integrate 
this package with the mission of a specific institution of 
higher educationo 

As a field in process, we expect great diversity to charac
terize higher education for volunteer administrators for a 
considerable time into the ftlture. Overall development of the 
field needs to be monitored, and information shared, at the 
national level. There is a need for more leadershi~ (based on 
objective study and analysis of on-going experience) at the 
national level in generating guidelines and encouraging action 
at the community level. Ideas and activity need to be coor
dinated at state and regional levels as well, especially in 
helping to get programs developed and implemented, to facili
tate collaboration among institutions (we have found examples 
of destructive competition among institutions in a locality), 
and to encourage movement of programs into some universities 
once a solid base has been established in community or four
year collegeso 

The higher education experience has general implications for 
the professionalization of the field of volunteer administra
tion. It is clear from the history of professionalization in 
other fields that this process is ultimately grounded in 
advances in higher education. Hence, the expansion of higher 
education programs for volunteer administrators augurs well 
for professionalization (in the sense of high competence and 
specialized knowledge and skills) in this field. Practi
tioners and activists have substantial control over setting 
up programs and teaching in them. 

Yet there are some important complications. We are unable to 
identify a knowleP,ge base currently adequate for a relatively 
independent profession. Many educational programs are not 
oriented exclusively or even primarily to career-oriented 
volunteer administrators. To be successful, most programs 
must cater to a much broader clientele. However, this implies 
that such programs will be unable to satisfy the perceived 
needs of professionally oriented career volunteer administrators. 

The experience of other occupational groups indicates that 
professionalization is facilitated by locating educational 
programs in universities rather than in two-year institutions, 
and that the outcome should be a degree, preferably a higher 
degree. Our data indicate that such programs are unlikely 
to be widespread in the foreseeable f'uture. Therefore, the 
best strategy for groups committed to professionalization of 
volunteer administration as a career would appear to be to 
(a) encourage regional institutions offering degrees through 
innovative delivery systems, including external degree pro
grams, for experienced persons; and (b) encourage universities 
in or near very large population centers to offer degree pro
grams, especially at the Master's Degree level. 

We .are troubled by the weakness of the knowledge base under
lying educational programs in volunteer administrationo 
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In particular, while management and human services administra
tion are widely viewed as the core disciplines involved in 
program content, there exists very little scientific know
ledge about volunteer program management either in terms of 
theory or empirical research. The great bulk of what is taught 
in the programs we have considered is either based on accumu
lated practical experience whose transferability to other 
contexts by other persons is untested, or else on the adapta
tion of accumulated knowledge and principles from other areas 
of management and administration without validation in the 
volunteer administration context. Universities with advanced 
educational and research programs should assume a much greater 
role in conducting and stimulating research into volunteer 
administration·. At present, this is. a sadly missing component 
in the total American educational enterprise. Thirty years 
ago, in the face· of the inadequacy of the knowledge base under
lying university education in business administration and 
management, two national studies were conducted. These led 
to the transformation of that knowledge base and of higher 
education in business management itself. It may well be time 
for a similar move to advance higher education for volunteer 
administration. 

Finally, we need substantial research into the nature of 
training and education for volunteer administration itself. 
There is too little systematic sharing of on-going experience, 
and a deact;h of careful empirical and comparative studies. 
Also, recommendations and proposals for educational programs 
in this field are generated usually without adequate under
standing of actual program experience elsewhere. It would be 
use:rul to have caref\llly developed, widely disseminated case 
studies of present and past higher-educational programs in 
volunteer administrationo Our own pilot study is no substi
tute for the latter. And given that the higher education 
situation is changing in America so rapidly, an extensive, 
well-funded, comparative research study of higher education 
for volunteer admin~stration would be very valuable if con
ducted over a several year period beginning in a year or twoo 
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RECOMMENDATIONS FROM CURRICULA INTEREST AREAS 

Conference participants met together in curricula interest areas to 
explore the implications of the papers for their specific university respon
sibility of teaching, research, or extensfon. The three curricula interest 
areas were: (1) social services, (2) 4-H and youth development, and 
(3) education. At the plenary session on Thurs·day afternoon, a representative 
from each area presented a summary of the group's discussion and recoJT1T1endations. 
Dr. Courtney Schwertz chaired the session. The reports, with minor editing, are 
reproduced below as presented in the plenary session. 

Education: Presented by Kathryn Treat 

Basically, our group represented people in adult education and cooperative 
extension representing a number of fields, we had community college people, 
and so on. And as you can expect, there was considerable diversity within 
the group - we had some very stimulating discussions throughout the week. We 
really spoke our mind as we tried to categorize and pull our ideas together. 
We felt that they basically dealt with the three major functions that we see 
of a land grant university and I think that this is true ~ tif many other private 
groups and universities too. Most of our ideas fell under the areas of research, 
teaching, and service. I will give you a few of those that we discussed under 
these areas and some we did take the time to go into more depth about. 

In relation to research, we were concerned about research areas such as 
motivation of volunteers and seeking the need for more infonnation and research 
in this .area. We were concerned about the role of the university - whether it 
is a land grant or other and how universities view volunteerism. We were 
concerned about evaluation of volunteer programs, a reflection of hearing a 
variety of research designs. We felt that there could be more support in 
relation to designing research programs. We also talked about defining concepts 
and tenns. We felt that there was a need for more information in the area of 
conceptualization. Those were just some of the things in resear~h. We did 
agree on a number of areas of needed research and then we got off on talking 
about how do we promote research, because we felt that was a major concern as 
we went back to our own universities and colleges. 

Under the teaching area, we discussed items such as how does the university 
prepare students to be volunteer managers, and particularly we got into what was 
sane of the differences about volunteer managers, what are some of the possible 
curriculum areas - do we really have a curriculum for volunteer managers? 

We talked about implications for the job market in relation to teaching -
do college faculty use volunteer experience in relation to helping young 
people prepare for jobs? We also talked about training models considerably, 
and how do we help people who will be volunteer managers implement training 
models for volunteers? 

Under the area of service, we primarily talked about again some implications 
for the job market. What is the universities role in relation to the community 
in promoting volunteerism. We discussed at considerable length the concept of 
status quo versus change. How does the university promote volunteerism and what 
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kind of volunteer activities do they sanction? That got us into a great deal 
of discussion and controversy in those areas. We did come up with some 
recommendations as we looked at the ideas that we have talked about in the 
last few days from areas that we felt could be recommendations . The first 
one was in tenns of developing university task forces within university systems, 
and a way to resolve or look at problems in relation to volunteerism, i.e., to 
make the university community more aware of the interdisciplinary nature of 
volunteerism, to draw upon many university faculty together as a task force to 
focus ideas, and to look at volunteerism and to bring together theory and 
practice from many fields. 

I think basically we saw each of us representing different kinds of 
university systems and felt that it was a need to go back to our own universities 
and plant the seeds for this particular idea. We also felt a need and reco1T111enda
tion in terms of delineation of the university's responsibility for trainees. 
Just what is the responsibility of the university for training professionals for 
volunteerism, both in the graduate and undergraduate level. In relation to this 
we had some community college representatives talking about the role of the 
community college and how do we provide a linkage system f~om the university 
level where there is a state or land grant university down to the community 
college level and what are the responsibilities of these areas? We also discussed 
and talked about the recommendations as see:irlg . the major role of the university 
as a facilitator to provide the linkages between teaching and research for 
theoretical levels to the practical levels and seeing extension, continuing 
education, and community colleges as an intennediate link and then getting down 
to the field level. We saw this as a real need to have some way of facilitating, 
to bring together theory orientation and the practitioner, and the need for some 
systems in order to implement that. And we finally discussed this morning the 
challenge in terms of the ideas that have come together here this week in bring
ing together theory and practice and the ideas of translating knowledge, making 
it acceptable to field workers, and we saw a real challenge in this particular 
area. 

4-H and Youth Development: Presented by Phylis Stout 

We came to this conference with a variety of backgrounds and work sit~ations 
even though all of us were in cooperative extension and concerned with youth 
programs, but certainly there was a diversity of backgrounds in the group. 

We had our agreements and we had our disagreements as you can expect. All 
I am really going to report to you on are the areas in which we had some agree
ment. I suspect we each are going home with a set of notes and if we were to 
compare the notes they probably would not agree. So this is the thing that we 
basically reached agreement on. One was the interaction with people from 
other situations and other agencies (the opportunities we have had in this 
conference) have been stimulating and I think that we each have felt that we 
have gotten some new ideas from the presentations. We did agree that the land 
grant university does have a role in providing curricula for volunteers and 
people who work with volunteers, but this would vary from state to state and each 
institution would have to set up its own priorities if it has not already done so. 

· We do think that we do need to develop curriculums for the various audiences that 
are involved such as the administrator, the manager, or agents, if you want to 
use the extension terminology, and volunteers. The content will vary but there 
will be some general areas applicable to all. However, these will need to be 
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tailored to specific audiences. There will be overlapping but we will have to 
tailor to the particular audience. We feel the content can be delivered either 
in fonnal or informal situations and for credit or without credit. I think we 
have reaffirmed that volunteers are very important and essential in the carrving
out of a program. We did look at several models and had a large amount of 
discussion on them - I am not sure we came to any agreement except that we should 
look at various kinds of models and I think we kind of ended up on the note that 
we have just made a beginning and that this has been a positive experience. A 
great deal more of work needs to be done. 

Social Services: Presented by Donna Lavins 

There seems to be a continum here from agreement from in-between to extreme 
disagreement and that's what our group was. We are all of the social sciences, 
we were of a hodgepodge of the left-overs from all of the other groups. We had 
sociologists, anthropologists, psychologists, educational administrators; we 
had volunteers and we tried to find an essential area - a focus. What we ended 
up talking about was philosophy. Hence, this is going to raise some questions 
for all of us. 

We started out with Jon Van Til talking about volunteerism as being a social 
movement and the fact that the social movement is now identifying a series of 
curriculums, a series of professional certificates, a series of associations, a 
series of affiliations, a series of philosophies to support its existence. Not 
only is it a social movement, but it is an increasingly large interest within 
the United States and has a very large population affiliated with it and there 
is potential that the volunteer movement is growing. The question that we as 
volunteer administrators, or people working in the volunteer movement; have to 
deal with is: Are we in fact having any effect on the economy? Is that a good 
effect? Is that a negative effect? Are we in fact preparing volunteers to 
fill positions that should be filled by paid personnel? I think it is something 
that we have to be cognizant of and conscious of in developing our own programs. 
That is how we started our discussion. 

We tried to reach agreement in tenns of the long-range aspects of volunteerism 
and what we would have to look for. What does it mean to the volunteer and what 
are the values that we can define as being necessary in volunteerism and the 
concepts of a student? For example, personal development, job preparation is 
important and the effect on the community is important. We also talked about the 
reciprocality between the deliverer of the services (the volunteer) and the 
recipient of the services, each fulfilling certainly a very important part of 
the relation between those two actors. This is going to be a little bit difficult 
to summarize, but basically the volunteer benefits are: There is direct and 
indirect personal contact with people, a person gains experience, there is a way 
of self-expression, a person gains skills, self-esteem, recreation and a number 
of other basic human needs. For the recipient of services (and this is very 
limited, obviously) the client receives services, indirect or direct services, 
support, attention, learns and often teaches the volunteer. I think that we 
have to remember that in every volunteer position there are two actors and that 
we really have to realize that when you are doing something good, you are doing 
something good for yourself as well as for the person that is receiving the services. 
We decided that we need more study in terms of the effect on the economy. We need 
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more study in terms of whether it is appropriate to have a professional institution 
of volunteers . Is it appropriate to have graduate studies for volunteer adminis
trators? That was a question that was raised and we certainly did not resolve 
it at all. There are pros and cons to both issues. A large percentage of the 
group, I think, believed that it was more appropriate to work with existing 
graduate programs and supplement that with more volunteer kinds of philosophies, 
research, administrative management kinds of courses so that there would be 
.(maybe in public administration or community services) a focus of volunteerism. 

We talked about clearing houses within the university. There was some 
dissention as to whether it was appropriate for one central body within the 
university to maintain a clearing ·house f~nction throughout the university or 
whether it's better to be sort of decentralized and controlled by various 
groups, perhaps academic groups and dean of students and administrative offices. 
There are pro and cons to that issue as well. The clearing house is seen as a 
way to avoid duplication and repetition in developing volunteer positions in 
certain evaluation techniques, and in contact with community groups. The 
question of control of each of those sections has to be dealt with at the 
university level. For example, political scientists would probably not encourage 
the students to earn credit through anthropology if the internship program, or 
volunteer program, was very relevant to political science. So, obviously, there 
are certain areas of expertise in the university and you have to relate those 
areas of expertise to the programs that you are working on in the clearing !house. 
The decentralized model was discussed as being appropriate for specializations. 
Psychology should certainly have a lot of control over students who are working 
in clinical programs. (Additional comments by Margie follow.) 

A couple of ideas that stuck in my mind were Mr. Van Til's statements that 
a concern of institutionalizing or over institutionalizing might destroy the 
spontaneity of volunteerism could perhaps change the motivation, the internal 
reward structure that has been the basis of our volunteer experience. We too 
discussed the differences between experiential learning and what we have called 
voluntary action. We talked about it as a volunteer experience incorporated into 
the classroom and giving credit is the same thing as voluntary action. We 
thought that working for credit turns it into a different entity, although very 
valuable, but it is not the same thing at this point. We are working for a 
different motivation and a different reward. I guess those are two ideas that 
stuck in my mind. 

One other concept we talked about in relation to the clearing house function 
and this is, "Is there actually a commitment of the university to the community?" 
It is a good question because what you find is that the students themselves are 
usually the ones who are really relating to the volunteer agencies and the 
volunteer network. Often the university, the faculty, and the physical resources 
of the university are not being utilized by the volunteer sector, by the clients 
and if, in fact, our volunteer services and our internship programs are to promote 
better corrmunication between the community and university, then there would be a 
deeper commitment between the university and the community in terms of getting 
the faculty out into the community, in terms of having the faculty look and see 
what the students are doing within the community, or bringing in some of the 
teenage groups or senior citizens to utilize some of the resources in the 
university. 
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FUTURE FOR COLLEGES 
AND UNIVERSITIES IN VOLUNTEERISM 

Wayne M. Worner 
Special Assistant to the Dean 

College of Education 
VPI&SU 

Attempting to divine the future of the Volunteer movement in the 
United States is as difficult and complex as trying to predict the status 
of economic and social conditions in the United States. A prerequisite 
to the question of where one might go is, of course, to know where one is. 
Not to engage in such a status assessment is to be put in the position of 
a pilot whose navigational equipment has failed and reports to the pas
sengers, ''We're not sure where we are or where we're going, but I can 
report that we're making good time." 

This conference and others like it represent an attempt to look at 
"what is"--the state of the art from which we might extrapolate "what 
might be." 

My personal, non-data based, "gut reaction" is that we've only seen 
the "tip of the iceberg" regarding the future of volunteer participation 
in our society. For that matter, we may only be able to see the tip of that 
same iceberg in assessing volunteer contributions today. Given the assump
tion that people-power constitutes a nation's most valuable national re~ 

source, it is not only popular but incumbent on all of us to utilize that 
resource to its fullest potential. 

If I have concerns about the value of such a conference as this, 
they are: 

(1) While appropriate for colleges and universities to discuss the 
past, present and future of volunteerism and the colleges'/universities' 
role in that movement; too often I am impressed that we are engaged in 
one-way and therefore meaningless "communication." 

At the outset of this particular conference, over 80% of the 
conferees pre-registered were college and university personrtel. With 
fewer than one in five of the participants representing the agencies which 
utilize volunteer services, I am concerned that we talk only among our
selves about how the "world ought to be" and don't receive sufficient in
put about "how the world really is." 

(2) I am concerned too, that we have, through our higher education 
preoccupation on publish, present and perform, developed an environment 
where we have too many talkers and not enough listeners. There were listed 
more authors and co-authors of papers at the beginning of this conference 
than there were participants. When we find ourselves with 3-4 papers to 
be read to an audience smaller than the presenters, I'm dubious about 
whether we accomplish much dissemination of ideas. 
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(3) Lastly, I am concerned about the potential harm of over-organizing, 
institutionalizing and quantifying an idea which is based upon the very 
uniqueness of the individual, the organization and the peculiar individual 
motivation which creates something called "volunteering." 

In attempting to anticipate the future of volunteer activity in our 
society, I have cons~iously attempted not to become expert or well-read in 
the field, believing that most futures are not planned and that large numbers 
of good ideas have been generated spontaneously and quite of ten as a result 
of some unplanned (should I say, unpredictable) occurrence. 

What data I have confirms that our human resource base, when measured 
by people-time available, will increase dramatically in the future--expo
nentially not arithmetically, given (1) fewer children whom we keep occupied 
by "cold storage function" of schools and other time-consuming activities, 
(2) more people, (3) longer life span, and (4) fewer hours devoted to income
producing activities. 

I would submit to you also that the larger percentage of volunteer 
workers will not be engaged in major community or institutionally coordinated 
activities. The clergyman, scout leader, school principal and civic organiza
tions will continue to be responsible for attracting the largest numbers and 
percentages of volunteers. 

When I reviewed my own experience as a volunteer over the past year, I 
came up with the following: 

100 hours - chairman of sub-committee to determine the feasibility 
of Blacksburg's becoming a city; 

50 hours - high school track team--driving, timing; 
20 hours - Radford track meet; 
10 hours - merit badge counselor - Boy Scouts 
5 hours - selling Christmas trees - Boosters Club 

These experiences provided me with some interesting insights about the 
volunteer and his/her attitudes which don't necessarily fit the assumptions 
or models developed and presented in the Rainman and Lippitt book. My moti
vation varied across the entire spectrum, ranging from: 

INTEREST - desire to make a contribution, 
WILLINGNESS - I was going to be around anyway, 
PITY - They need someone to help, 
RESENTMENT - (a) Previous commitment made on quid ~ quo basis 

but something I hadn't unhooked from, 
(b) You owe us because . 

None of these involvements came about because of a formal structure, 
and to be quite honest, those formal units which solicit, recruit, train 
and coordinate volunteers don't turn me on. 

The diverse problems facing unclassified "recruiters" are of the type 
I think we need to address in our next round of considerations. The process 
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is not nearly so neat and clean as we might make it in our institutionalized, 
flow-charted and planned models. 

The Priest of St. Mary's Church, for example, depends on 200±_ hours of 
volunteer work weekly. Although that work, in part, may depend upon all of 
those ingredients outlined in good theory, e.g. planned recruitment, train
ing, feedback, feeling of contribution, etc., in large measure the continu
ation of the volunteer's service may well depend more on the individual's 
personal notion of or perception of his/her contribution as a Christian 
charity or, unfortunately perhaps, the length and content of the weekly 
sermon. 

Such relationships are drawn simply to indicate that there are likely 
too few truths which may be generalized to the volunteer process. To look 
for them may be an interesting academic exercise; to presume that we have 
found them may be foolhardy. 

What I am trying to say quite simply is that VISTA and other programs 
of national scope may lend themselves to modeling; local institutions (especi
ally single purpose) may be able to utilize effective practices which can 
be implemented over time in a systematic fashion, but the large consumer--
the small, one-person operation, wnich constantly changes its needs and 
client groups, will likely find that only a few of the principles of "big 
business" apply. 

I could go on to tell you numerous success s.tories about effective use 
of volunteers in public school programs, (I was disappointed that there 
were no papers presented on that topic since there are 50,000 school facil
ities enrolling 40 million + children touching entire communities) but will 
not bore you. I have left copies of the Newsletter to Volunteers produced 
this week by the principal at Harding Avenue School, who is responsible for 
recruiting over 100 adults contributing nearly 1000 hours of volunteer time 
to that 500-student school each month. For those of you who might be 
interested in the specifics of volunteer programs/opportunities in the schools, 
I would refer you to Jerry Abbott's book, The Teacher and His Staff, published 
by Prentice-Hall. 

Well, for what it's worth, that's how one man sees the volunteer 
movement, with a little past, present and future all mixed up. In spite of 
the concerns expressed about the possibility of colleges and universities 
fouling up a good idea (we've done that before), I am convinced that there 
are meaningful contributions we might make: 

(1) We need to talk more with consumers--especially the small units 
who will continue to use the greatest percent of all volunteers. 

(2) We need to find out what, if anything, we can do to help them 
run and manage effective volunteer programs. 

(3) We need to develop short, simple, easily accessible, self-paced 
learning modules designed around specific tasks faced by the volunteer 
manager. 

(4) We need to consider the development of training prdgrams to pre
pare trainers of trainees. In education, for example, we have found that 
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some senior students find out too late that they simply do~'t like kids. 
Having invested three+ years, they don't always drop out--since another 
degree requires additional courses, and besides, the experience may have 
been atypical. At present it is impossible for a student to graduate 
in education without certification. Having other social service options 
available would be extremely desirable both for the college student and 
the public school students. 

Ample opportunities are available for preparing such a person to serve 
as a coordinator of volunteer services. From a cost-benefit viewpoint, most 
school boards would welcome the opportunity to recruit such an individual; 
especially when the expenditure of funds at a rate comparable to one teacher 
may have the effect of increasing the staffing equivalency available to a 
school by 30% or more. Evidence does exist which shows the improvement in 
attitude, performance and attendance in schools when the adult/student 
ratio is improved. 

Certainly, there are other opportunities to contribute to the volunteer 
movement. Consultant, service, training programs, and research are all 
required, but certainly with some attention to the limitations and real
world conditions in which the volunteer functions. We will see more writing 
and more conferences, more modeling and more evaluating. I would submit 
that the most important research to be accomplished is the development of 
adequate and accurate base-line data, descriptions of programs and the 
unique condition surrounding those programs which have made them work or 
made them fail. 

There is need to improve horizontal communication, such that ideas 
flow from university to another, tn order that research findings and 
promising practices are communicated. There is greater need, in my judge
ment, to attend to vertical communication--bridging the gap between theory 
and practice--communicating effectively with the large group of users in 
order that their techniques may be improved and that we may know about 
what works and what doesn't. 

We must be careful not to expend all of our energy in the former 
activity--building, designing, operating and maintaining the research and 
publications network, leaving insufficient time to develop the effective 
dissemination network. 

All of these opportunities and challenges face us now and in the 
future. Future ho, indeed! The future is now, and it is us. 
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