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FOREWORD 

In the Juvenile Justice and Delinquency Prevention Act of 1974, the Congress 
specifically identified volunteers as a national resource that should be tapped to help 
improve juvenile justice and reduce youth criine. The Act calls upon organizations 
as well as individuals to involve themselves as volunteers: This PresGriptive Package, 
"Volunteers in Juvenile Justice, " can guide criminal justice professionals in the use 
of novel and promising volunteer programs. 

~' 

~ . 

Gerald M. Caplan 
Director 
National Institute of Law Enforcement 

and Criminal Justice ! 
(I 
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GOT A MOMENT? 

We'd like to know what you think of this Prescriptive Package. 

The last page of this publication isa questionnaire. 

Will you take a few moments to complete it? The postage is prepaid. 
,' .. 

Your answers will help us provide you with more useful 

Prescriptive Packages. 
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PREFACE 
\ , 

The principles set forth and concepts discussed in this document are designed to 
assist juvenile justice administrators in developing and upgrading volunteer pro
grams. Volunteer programs that are properly implemented can greatly enrich the 
quality of services provided and increase'program effectiveness. 

Hopefully, administrators will utilize this document as a guide and "blueprint 
for action." The maferialand ideas contained in this manualilighlight the steps that ' 
should be taken to reach apd maximize the use of~.the vast untapped pool of volun-
teers. 

The basic content in the document is derived from/several sources. First, the ex
pertise and experience of the project staff and consulta~ts provided the core content. 
Second, on-site visits to selected ~gencies and programs and the contribution;) of the 
staff and volunteers working in 'them contributed much and added perspective. 
Finally, the members of the Advisory Committee provided much needed overall 
guidance and direction. , , ," H 

There were many organizations ~nd individuals who participated in and con
tributed to the development of this vQlume. However, the National Information 
Center on VoIQnte.e.rism; its Direc~()r,'Iv~n H. Scheier, Ph.D.; and staff were es
pecially helpful and cooperative.h~ ~ddition, Timothy Fautsko, Elizabeth Yost, 
William Hanson, Eleanor McGehee; Judy Burch, Dan, Smith, Judy Witebsky and 
Richard Jasculca reviewed and crHiqued theaianuscript~ For this assistance we are 
indebted as it contributed significantly to this work. Also, I wish to thank Professor 
Sterne for his assistance in the preparation of Chapter lIon Program Assessment. 

'Finally, to the secretaria( staff of the John Howard AssociatiQn, Marie 
DiSomma, Patricia Shrude, N()rma Brodlo and Shirley Cassulo, goes an enQrmouS 
measure of gratitude. Their dedication, 'hard work and support have made this Pre
scriptive Package ,a QocuIIleRt we hOPe will open exciting new vistas for, tile llse of 
volunteerism in the field of juvenile justice. 

Ira M. Schwartz 
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CHAPTER I. VOLUNTEER AND CITIZEN 
INVOLVEMENT: A NA~IONAL PRIORITY 

A. The Problem .'!" 

Currently, there are approximately 2,000 criminal 
justice volunteer programs in operation in the United 
States. More than 250,000 people are involved in 
these programs. Yet volunteers in juvenile and crim
inal justice agencies represent a very minor portion of 
the total United States volunteer population. 

In 1974, ACTION (the national volunteer or
ganization incorporating the . Peace Corps, VISTA, 
etc.) polled the American,public to determine exactly 
what kinds of work volu'nteers were doing. During 
the w€ek of April 7-13, 1974, they examined nine 
work designations: political; civic and community 
action; social and welfare; recreation; citizenship; 
justice; education; health; and religion. 

That week, 15,455,000 Americans were engaged in 
some type of volunteer activity. Unfortunately,as re
vealed in Figure 1, criminal justice organizations 
rankeq lowest,attracting only 1% of the volunteer 
population. I 

It is plain that justice-oriented programs have a 
long way to go in attracting a significant proportion 
of the volunteer pool. There are many apparent rea
sons for this. One is the scarcity of information 
available to the public about the many juvenile and 
criminal jqstice activities: requiring volunteer 
assistance. Another is the. lack of publicity regarding 
successful experiences of citizens who have been in
volved in these programs and activities. A third is the 
"conventional wisdom" surrounding the use of 
volunteers in criminal justice. 

B. .The Conventional Wisdom 
~, 

It has long been the feeling of organization and 
program administrators that volunteers areveryuse~ 
ful.people to have around. Volun~eers,after all, do 
the menial chores shunned by staff members, require 
little or no attention and, best of all', don't g~~paid. 

The' conventional wisdom labels volunteers as 

."extras;" incapable of being trusted with important' 
'or confidential assignments and irresponsible in 
terms of time commitments. Many administrators, 
are afraid to pl,ace the planning and operation of 
their agency programs in the hands of "mere" 
volunteers. Staff members often view volunteers as 
outsiders hoping to land staff positions. 

In less extreme cases, the' conventional wisdom 
may be expressed by an administrator saying, "Yes, 
the volunteer program is important, but it isn't worth 
having around· if I Qave to devote a lot of time and 
attention to it. Therefore, I wjII place the volunteer 
program outsid~ the scope ot the internal agency 
structure, appoinva junior staffer to oversl!e it, and if 

:lresuits'are produced, that's great." ' 
In elthercase, the conventional wisdom dooms the 

volunteer program to exile or total oblivion. This is 
tragic since eager volunteers will become discouraged 
or relegated to second-class citizenship: More signif
icant is the fact that these attitudes may result in 
fewer and less effective alternatives to traditjonal 
juvenile justice processing ata time when new 
approaches are desperately needed. 

The 1974 ACTION census illustrates the effects of 
this conventional wisdom on volunteers in juvenile 
justice. When volunteers were asked why th~y 
volunteered, 60010 of them stated "they wanted to 
help other people." The question must then be 

c' asked, "Do volunteers believe they are helping other 
people by donating their time, money and energy to 
juvenile and criminal justice programs']" Un-· . 
fortunately, ~he statistics seem to indicate that far too 
many volurrteers. now believe their contributions to 
the juvenile and criminal justice system would be re- . 
ll,ltively meaningless. 

A 1969 survey for the Joint Commission on Cor
rectional Manpower and Training maae the follow-
ing'observations:' ..' 

"At least in the initialpllllses, corrections arpears 
to be the' passive partner in its relation with the 
volunteers. ~ • 

.' • Volunteers have little prior ~nowledge of cor-

" 1) 
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1 Total percentaBe adds up to more than 100% since anyone person may have contribute~"time to several oraanizations. 

FIGURE I. PERCENTAGE OF VOLUNTEERS BY TYPE OFORGANIZATION' 

" rectional practices. 
• The volunteers receive their information 

\', about the agency, mainly from other sources 
'\ ' than theagenc;y itself. 
""'\ 
\~ • The volunteer usually initiates the contact 

• \' ' with the agency. 
"" ~ • . The screening procedure does not appear to be. 

~ '. " , 

_\ ". ,Ai • -

\\. v. ery sel~tiV. e,. . ' ~. . , ." 

A.~\ Ions as corrections;:exhibits this passivity, it is 
uhli,kely that voluriteerprograms will increase in 

" ~\ 
2'~ 

\\ 
\\ 
\i 
\~ 
..... ~ 

o 

""- -

number,in size, orin q~ality."2it is appar~ntthata 
majority of existing volunteer programs are not being 
effectively organized and il1lplemented. It is equ~lly 
evident that the achievement of clearly defined,. pro
ductive goals ,is npt, ~ing properly emphasized. 
Many of the volunteer programs wQich have been 
established in th~ j\1venile justice field tend to operate 
as 'a sepaI'atesub-sy~tem within an agencYiTheir 
success is measured more by the number of 
volunteers .involved ~nd tot~l time' donated than by 
real accomplishment. . 

., 



c. Tl1a Need 

Ci"iminal justice and correctional agencies are con
fronted by increasing crime rates, sWellingcaseloads, 
insufficient'resources and charges that 'service pro
grams are ineffective. Past ~sumptions and methods 
are being challenged by research findings and new 

, concepts. Correctional administrators are feeling the 
pinch of the current recession on, t~e one' hand and 
public demand for more results and accountability 
on;the other. ' , 

Many administrators see additional paid'man
power as the primary solution to these problems. 
Wise administrators understand that there may never 
be sufficient tax or contributor dollars to support 
substantial budget, incr~ases for q.eeded programs 
and look for ways to supplement existing resources 
through active citizen involvement. 

D. The Opportunity 

Volunteers are an immediate way to make better 
use oj existing S(ajj and to provide large-scale addi
tions oj manpower jor correctional programs. The 
investment of administrative time in developing and ' 
maintaining a good volunteer program has an almost 
immediate and substantial payoff. This payoff will 
be reflected in increased agency services and ef~ 
fectiveness, as well as in increased community under~ 
standing arid support. 

What should volunteers be expected to do? With 
proper recruitment, screening, orientation, training 
(initial and iii-service) and matching, volunteers can: 

• increase an agency;s capability' to provide 
more effective direct services to juveniles on 
probation; 

• be utilized in programs which divert youthful 
offenders from the juvenile justice system and 
assist them, in becomilig' 'contributing and re
sponsible members of their communities; 

• be involved in innovative programs aimed at 
reducing the commitment rate for juveniles to' 
detention centers; jails, etc':; " 

• impr:ove'the quality of JUVenile, court social 
~ studies;, ",: '; ~ < 

'. help reduce the averag~length,of stay for ju
veniles in detentioncenters~:'" 

• increase the effectiveness of juvenile courtii1~" 
,: ~take; ", ;:; , 

• assist agencies and the juvenile justice system 
;'in taking better, more effecti~eadvantage of 
community resources; and ; l,;: I '. , 

• be deployed in innovative programs designed 
to' provide services to juveniles ih the area of 
law enforcement, that point at which' the 
youthful ,offender usually bas his/her first 
contact with the juvenile justice sys~em~ 

These; of course,are just a handful of possibilities 
for using volunteers to provide direct services to juve
nile justice clients or to tap valuable community re,
sourceS. There are many other volunteer'program op
tions, some still to be developed. 

E. The Mandate 

,':-' 



. S. Facilita.te~he ajioptionofthe recommeodations 
.·'of the Advisory Committee .on Standards for 
': JuveniIeJust'lce;and . :'. . '. " ., , 
6.. De'veiop a,.d impleme~t niodel programs ,and 

'.:" :methOds tP.keep students ineleme~t~rya:9d sec
,ond,aryscliools and, to prev~p.t unwanted and 
arbitrary sus~nsions and expulsioJ}s, ~ '. " 

. To.a~hievethese. goaJs, the fQII9wing ty~s'of pro
grams are '~mphasized: ,sb.eltercare; halfway ,houses; 
YO,uth seIvi~ebureaus; }~~pandedu~e. of pr,obation; 
groupliomes;~~f?JIlr.nuriitY,-~as~d. di~g?~s~ic, treat
ment and.reJta"lhtabve services; Y9u~Jt mltlated pr;o
grams; arid programs' designed "to decrease and dis". 
cO)J.i'age the,use of 'detention and' institQtionaliz~~' 
tio,~:7AlI arepr9gra~s in w~ich volunteers ,ca~pe,o.f 
significant assistance ,both in developing the plan and 
d~UveriQg th~ senrices.; , .," : .. 
'. Clearly~ the intent of the Juvenile Justice and De

linquency Prevegtion Act is to encourage iDIiovative 
juvenile justice program~; to' provide' incentives to; 
state and local' units of government to assess and re
spond to their unique community needs; and to stirn'" 
ulate private, non-profit organizations and volun
teers, to join the. effort to provide effective juvenile 
delinquency prevention and tre~tmentprograrils for. 
YOl,lth in their ar~. These organizations were. instru
ment,al in providing' support for. ~he passage of' 

,JJDPA; thus 'indicating their willingness to b~come 
involved in improving the juvenile justice system. 
What is now needed are ways to extend to juvenile 
justice clients and potenti~l clients the services of or
ganizations such ,;is the BOY" Scouts, Boys Clubs of 
America, Girl ~Scouts, Girls. Clubs of America, 
YMCA,. YWCA, etc. Citizen volunteers can lead the 
way by provicUng the leadership; guidance, arid direc
tion necessary to'~identify services available locally 
and t<)improve existing programs. 

F. The Challenge 

How to mobilize ,~hd~ffectively utilize volunteers 
Js a maj'orchalierige confronting juvenile justiCe and 
~orrectioos3geQcies today: The overwhelmingma
jorityof juvenile justice volunteer. programs have' 
. b,e¢ri . conceived, <i.eveloped,and o~rated in a 
\facQuni,usually without real guidance. They are sel-. 
d9m consi<l.ered 311 integral part of an agency's ser'v
ice~eliverr~yst~m~Few,if any! have goals and clear
lyshlte<l. objectives complementary to those of the 
sponsoring agency. Ho'!ever to be~ffective, a volun
t~l'progl'ammust.be (l~signed. to' help the agency 
a:cbieveitS overall mission. . 
. ."-;,~:i;,;-.' .... -:.'. " , . 

. ' Volunteers .can ·help change and upgrade services 

oply,by becomiog,per,soh~ll}' ipyqlved in ~hejqv~nile 
j~stice .systeQl. ,Su~hiJ1vo!ve~en1g~ve~: ~ .direct and 
more'accurate. View of the "reaUty'~ .of the juvenile 

, . '"!' . , ~ .~' • • ,-; ", " -. ' •• r" '",' ~ ~.~ J.' - .' 
justi~e system~bqth ,it,s" st}ccesses agel its failures. 
The volunteer learns not only about the justice client 

; '.' • t ., >.! .. t,., _,to ': ..... ',"' '.,' . " ., 

and qis/herprq~lem~T"w~etller l~ckQfm,9J~r>':r a de
strl!ctiv.~Ja~HY ~it~~~ion, inapequate' edQ,c~ti9,n, so
ci~li .~r; ~ ~c~n?'p;ti~, e,~I?I~i1f1fi,on ".~lie~at~<;lD ,etc. -~ut 
also about the diverse programs deSigned to aUevlate 
these>probl~ms~ TheY ,]e~n,about probatiQ~r;fp~itu
tions,and <;ltherprograms..,...both their strengtbs and 
~~a,k~e~ses. , . .' , . , .' ; 

Thropgh .the,enJightenmentofjl!dividu~J volun
teers, the community becomes more aware of its 
problems and its'sociai responsibility.' In turn, .the ju
venile justice system becomes more open and respon
sive'to the concer~s ,of an.informed and active citi
zenry .. the ~olunteer' s: learning e~periences can prove 
to be the fo~~dationlof responsible community ef-

·,t"· , . " . " 

forts to support meaningful and .adequatelY de-
velope4 ,action p~<;lgra~s. ", '.' , 

Volugteerscan,l:Jnd should effect, modify and im
prove ttie deliv,eri:or qirect serv.ict:~ to juvenile justic,e 
clients. Volunteers dm. anc;l should be. directly in
volyed on behalf of tbe agegc{in resource develop
ment' and, communicatiJ}g with ~~mbe~s. of th~ com
mu~i~y. Example~,Jf.9tP··arp~nd the nati,oll ~ited in 
this volume clearly illustrate ,the potentiatof volun
tee~ programs to assist iIi efficiently a~d' ,effectively 
achieving stated agency objectives and goais. . 

In this introduction and subsequent chapters, the 
words "effective," "objectives" and "goals" will 
app with great frequency. These words, better than 
any others, represent what we envision to be the new 
thrust of volunteer programs. 

G. The Prescriptive P~ckage 

This document details current innovative uses of 
volunteers irithe juvenile justice system. In the proc:. 

. ess' of developing it, nearly<l00 programs ~hroughout 
the United States were surveyed. Fifteen of these pro
grams were selec;ted for detailed analysis and on-site 
inspection.. . 

The authors hope that this prescriptive' package: 
. will stimulate the creatio.n of new programs, and 
serve. as a guide to their development. . 

S~cifically, the objectives of this haodbook are 
to= 

• present model . guidelines" procedures and 
methods which can be used to dev~lop and im
plenient effective volunteer programs in theju-
venilejustice field; .. . 

.... . 



• highlight and describe those juvenile justice 
programs throughout the country. currently 
making the mo,st creative uses of volunteers; 

• offer a survey and analysis of what appear to 
be the' best program oPerating methods and 
procedures, a review Of' current literature 
available on the uses of volunteers in the juvei' 
nile justice system, and a list of reiilted biblio
graphical material; . 

:''''- 'l'e-propose a se.t of standards and goals for the ju
;. ' venne justice system, recommend 'program al:.: 

ternatives needed to comply with the standards' 
and to achieve the goals,'and suggest ways in 
which volunteers can be involved in this proc
ess; 

• outline effective management and,organiza
tionalstructures for volunteer programs and 
'highlight the ways to successfully integrate 
these programs into an agency's on-going serv
ice delivery system; 

• wesent detailed material regarding procedures 
and metho,ds for volunteer. recruitment, 
screening, orii;ntation, and training; 

" suggest ways Qf training paid agency staff to 
supervise and work effectively with volunteers. 
Discuss setting;> objectives, goats, and tech
niques for clarifying to volunteers apd staff 
the nature of their respective roles and respon~ 
sibilities; --

,.1;..' 

-:r, 

• recommend ways-to match volunteers .with ju
venile offenders for' the 910st productive and 
beneficial results; 

• dis,cuss methods and procedures for assessing' 
individual v.olunteer performance a~d the ac
complishments of the entire volunteer 'prou 

gram; and .-
• outline the wealth of other resources. available 

that provi,de assistance in ilnproving the meth
ods of developing and implementing volunteer 
programs in the field of juvenile justive. , 

There is a dearth of solid research findings regard
ing v~lunteer program effectiveness; however, we be':' 
lievet"'this manual represents the best of the «urrent 
thinkin~ and concepts in the field. We hope 'it pre
sents enough evidence of the merit of volunteer pro
grams, and offers enough useful and helpful material 
to stimulate the-establishment of effective juvenile 
justice voll:lnteer programs nationwide. 

NOTES 
'Amrrlaln VoluntHr - 1974,.A Sllltistieal Study 0/ VoluntHn in Ihr Uniltd SllIla 
(Washin,ton, D.C.: U.S. Government PrintinB Office, 1975), pp. a·9 . 
• RePort of a Survey for the Joint Commission on Correctional Manpower and Trainilll; 
VoIunlHn Look III Corm:tio1JS (Washin,ton, D.C.: U.S, Government Printilll Office, 
1969), p. 15; 
• Ivan H. Scheier and Judith Lake Bcrry, Guidrlinesllnd SllIndllrris/or thr UIWo/ VoIun· 
tHn in ColTtClionlll Prolll'tlms (Washinlton, D.C.: U.S. Go~ertunenl_ ".initnl orriCC, 
1972), pp. 1·34. . - ,.. " 
• National Advisory CommisSion on Criminal Justice Standards and OOlIs, Community 
Prr.rnrion (Washinlton, D.C.: U.S. Govern",ent PrintinlPffice, 1973), pp, 1·2 
• U.S. Conar"', Senate, Ju.rnilr Justice lind Dr/inqurncyPrr.rnlion Act 0/1974; Pub. 
L. 93415, 93rd Conares5, 1974, S: a21 (sianrd into LAw sOptember 7, 1974). 
• Ibid., p.14 
• Ibi!l., pp. 11·12 

I.: ' 
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. '.. B.. . 
. CHAPTER.II~ STANDARDS AND GOALS . . . . . ", . . . 

Until recen~ly~ standards and go~sfor juvenile . Y~,niles.are detained annually in jilils and detention 
. .justice were r.elatively unidentified, being few in . ~ent~rs. Howarcp ames; in an outstanding documen .. 

Qumber and often specified unilaterally by a single,' ::'Jarttfilr.n entitled, "Children in Trouble: Alternatives 
. national agency. However,particularlyin the last to a National Scandal," further documents that of 
decade~ standard .setting age!1cies, working cooper- theS,OOO people admitted to local jails and lockups 
atively, have.produced standards and goals materials daily throughout the country, 7,000 are youths under 
applicable to' the entire field of juvenile justice. 'the age of IS. In 46 of the natlon's SO states, the 
~gencies traditionally involved in these 'efforts, such majority of juvenile offenders (including status of-
as the National Council on Crime and Delinquency, fenders)deei,ned by the courts to require residential 
the U.S. Department of Health, Education and Wel- care are incln"cerated in state institutions rather than 
fare, the John Howard Association, the American placed 'in fitmjiy group ,homes, foster homes, halfway 

. Correctional Association, and the American Bar houses, community centered programs or other al-
Association, have been joined more recently byternatives to secure detention. • 
federally-sponsored and financed cooperative dforts This. overuse of detention has prompted standard 
to. develop standardS. The most noteworthy to date setting organizations to develop goals to strictly limit 
are: The President's ComIllissionon Law Enforce- the number of youngsters entering the system. For in-
merit and the Admini~tration of Justice and The Na- stance, Standard S.2 on Juvenile Intake Services by 

. tional .Advisory Commission" 011 Criminal Justice the National Advisory Commission on Criminal Jus-
Standards and Goals. tice Standards and Goals states: 

Publications of these national efforts contain hun- "Each juvenile court jurisdiction 'immediately 
dreds of recommendations for juvenile justice stand- should take action, including the pursuit of en-
~rds and goals (refer to Selected Bibliography section abling legislation where necessary, to establish 
on Juvenile Justice Standards). Tnese standards aQd within the court organized intake services 
goals, coupled with the operating experience of pro- operating as a part of or in conjunction with the 
grams.in many states,providea basis for qualitative detention center. Intake services should be 
indicators of effectivc;ness-towardwhich states and . geared to the provisionof screening and referral 
localities should mov~and attempt to reach. intended. to divert as many youngsters as possi-

, The Natio.nal Advisory Commission, in its com- ble from the juvenile justice system and to re-
:'m. entaryonStandard S.3 on Juvenile DetentioriCeIl- . duce thedeterition. of youngsters to an absolute 
~~rPlanning, state4 that: ' .. '.' . minimum."~. .' 

"Detention and incarceration have. known de-' With sUch concerns ill' mind, thtdollIl Howard Asso-
leterious effects, . and therefore youngsters ciation has developed a set of standards or guidelines 
should.~ diver~ed from the juvenilejusdce sys"- for processing juvenile justice cases': The·standards, 
tern in every possible instance; For those who as reflected in Tablet, can be applied to. an individ-

.'nlUstbe retained'in thesystem,all possible·al- ual community, ajudicial circuit or a state. 
ternlitives to detention should be used, For eco- . These standards are useful general guidelilles for 
nomic reasons alone, f~1!. exploitationQf com- examining practicesin'bandling juveniledeli~quencf 

....... 'm9nity:tesources isWa.rr,anied." I '" '. . cases. They can serve as onedimensiollofa look at 
...• 'Ttiis.statement~~xpressefinbrief the·.CQinmission'sthe system; how its various parts (law enforcement, 

cori~eI:D about Jtie ()veruse ofsecure detention fprju- detention,. juvenile. court· intake, .court hearings) 
veniles. Similarly, Rosemary Sarri (1974) docu- function and the way ,they affect each other. They 
·mept~ lhe"gr9SSQveruseof secure'. custody for~' can be used to eviduatejuvenilejustice systems, pro
·:yquth. who may .Jj~·processed . through, the juvenile gram priorities and services~ and to determine how 
cQur~.'u~he note<;tthatapproximately. 1,000,000 JU-' closely local arid ,state' systems measure up to. retog;. 

, . .... " . _. ."' - - ,'. " ,. _. " . - ", ,,-,.....,,' ','-
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nized standards. 
The Standru:ds and Goals for )uvenile Justice Case 

Processing are. drawn from national experience and 
presented as' realistic examples of numerical indica.;. 
tors that may be useg iIi measuring performance. 
Also included are 'general suggestions for services 
needed to attain these goals, along with associated 
opportunities for volunteer involvement. All services 
discussed. here can ~ctively involve volunteers; These 

suggestions that follow in this manual. It is im~ 
portant to note that, while these variOul! standards, 
goal~. and recommendations can ,serve as guidelines 
andasa framework for evaluating local efforts; they. 
also represent significant opportunities for the in- C'-', 

:volveinimt of volunteers. In instances where vol un- ~c," 
teershave been involved,they hav.e been.instru~en-!J 
tal in helping to achieve thesestandards-despite.the\''; 
fact tfiat the use of volunteers in a meaningful way , 

. Standards and Goals provide' the foundation for the ,haSjust begun. 

Table I.-JUVENILE JUSTIcE CASE PROCESSING I 
.: .-. c" .. . • 

STANDARDS AND GOALS 

1. Juvenile Law Enforcement 
Nationally, about 50"70 of the juveniles ar

, rested by police for actual delinquent acts 
art~ diverted from' the juvenile justice sys
tem by law enforcement personnel. 'While 
there is no e.vidence to suggest the ideal 
"diversion ratio," it is evidentthat many 
more youth can and should be diverted at 
the point of law enforcement interven

.tion. 

2. Juvenile Detention 
The "old" standard established by' the 
National . Council.2n Crime and De
linquency specifiea that not over 10"70 of 
youth arrested Jor delinquent acts should 
be detained. Now, with' the advent of 
heime detention and shelter care for' de
linquent youth (even'some "hardcore" 
youth) .the John Howard Association be
lieves the mpximum ~umber of juveniles 
phwed hi secure custody pending court 
di~position should not exceed 5 "70 of those 
. arrested for delinquent acts: .' ,. 

All YOllth. held in detention over,24 hours 
'should have a detention hearing. ' 

Status case youth should not be detained. ' 

'3'. Juvenile Court Intake 
Traditionally, in the. U.S., of. the 50"70 of 
youth arrested for delinquent acts w~o are 
referred ,bylaw enforcemcmt agencies. to , 
juv,enile cOlirtiQtak~ staff, about h~lt . " 

PROGRAM ALTERNATIVES 
NEEDED 

Special programs to hold youth in school; 
rewarding recreation programs;. youth 
service bureaus; specialized police train
ing and. the appointment of speciat juve
nile police officers; crisis centers, crisis 
counseling; etc. 

Limiting detention usage to those requir
'ing secure custody pending court dispo
sition. Better screening out prior to ad
mission by police and court intake staff. 
Development of 24-hour deteiltion intake 
screening and detention alternatives such 
as home detention, family group homes, 
and shelter care in noil-secure settings. 
Crisis counseling rilther than crisis deten- . 
tion. Home detention and shelter care 
could each serve upt'o. 5'70 of youth ar
rested for delinqUency and normally, felt 
to require detentiort. 

Detention monitoring, legal services; jail 
monitoring, ombudsmen. . . • 

Special training for in~ke st~ff in !=risis 
casework,bett~r diagnostic ability; more 
extensive use of!=ommllnityresources; de~ 
velopment Of resourc~s; ombudsmen: 

VOLUNTEER JOB OPPORTUNiTiES' 
(Developing and Providing)' . 

Community~centered: .' 
Task forces; program nionitorinjJ and 
evaluation. 

AgenCY-Centered: . 
Policy boards; advisory boards; resource 
development; and data collection. ' 

Client-centered: 
In-school programs that are an alternative 
to suspension, i.e., tutoring, specillilearn~: 
ing disability help; alternative edllcation 
programs; information aJld referral Cen
ters; crisis services, hlcluding informa
tion, referral, counseling, hot~line, etc.; 
volllnteetsheiter homes; job develop
ment; and victims' programs ofalltypes~ 

Community-centered: 
Task. forces; program monitoring and 
evaluation;. and jail" court and detention' 
monitoring. 

Agency-centered: 
Advisory I?oard and r~source develop
ment. 

Client-centered: 
Voll.!nteer shelter beds; Uhourintake 
screenhlg; youth service assist1lnce in 
home detention programs; individual ilnd 

. group cri~isand on-goi!l8 coun~eling; rec~ 
i'eation;eduCationservices; medical 
screening and medicahervices; par~-legaL 

. ~rVic~; and,ombudsmen.' ' .. 

Cpmllll.!nity-celltered: 
Task forc~;pr9gf,am, mo~itoring 
~vali1ado~~ , '..". . 



STANDARDS AND GOALS 

(2SOJo of the .total arrested) are settled by 
cpui"t inta~e staff or ate referred else
where. 

While there is no evidence to provide an 
absolute criterion for how many can (or 
should) be settled by intake or diverted 
elsewhere.' such. handling or diversion 
should be the goal whenever possible. 

4. JilvenileCourt Hearings 
Of the delinqllency .t:asesaccepted by in
take for further service, some require ad
judication and. disposition hearings, and 
'the .remainder are settled without a court 
hearing. No absolute standard exists, but 
settlement without hearing is possible in 
many cases. 

S.Case Dispositions 
a .. Probation supervision or other non~in
.stitutional care. No numerical st.andard 
exists for the proportion who. should re
ceive court:ordered probation, but few 
youth going to court need institutional 
placement. 

b. Residential Treatment 
Experience over the years has shown that 
approximatelY.2.So{o of the youth arrested 
for delinquent. acts are.committed to pub
Ilc or private trainin$ schools. Almost ex

, elusively,. these have been centralized state 
f~~i1ities. 'With dIe developrnent of com
,munity-based fl!cilitjes, fewer jUveniles 
n#d be committee:! to· state' institutional 
facilitie~. ' 

The ~rnajority clln' bep~ovided with serv
ices.inc~mmUnitY~based residentiai pt(}' 

··grl!!Dssuch asgi"Quphomes, etc, 
'" NOTES 

PROGRAM 
NEEDED 

ALTERNATIVES 

Following cases settled by intake or re
ferred·elsewherecan insure adequate and 
responsible inta~e settlement ,and agency 
·referrals. 

Adequately trained prob~tion staff to de
termine which cases can be settled without 
court hearing; court policy permitting set
tlement when hearing is not necessary; re
ferralservices. 

Adequate probation services plus commu
nity, non-institutional programs, such as 
individual and group treatment, special 
day school educational and vocational 
training; employment placing. 

Increased pUDlic and private sector activ
ity in' providing smaller, community
based group care such as group homes, 
halfway houses, small residential' treat
m~nt, facilities. Court staff ability to dis
tingllish between those youth needing in
stitutional care andt40se not neediilg.it. 
Ability· to march i!1dividllal yoUth topr(}' 
grams .. 

.. 1 T~e Nalio~,,' AdVl5!lry~ComrnJS..ion on Criininal Juslic.e Slandirds alid Goals. Cor
.' ncliolU(WI •. hlnllon:D,t.: Government Printinl Office. 1973). p; 270, 
"R~m"ry cos.tri. lilfdN Lock gird K~Y:JII~tii(tsiIlJgifs alld DeI"lIioir. National 
, ~lSeumcn( of Jjavcnlle Con:Cctio~(A'lin 'Arbor. Mjchilln: The University ot Michigan. 
197.j'.".6~.. ..' .. 

• ' • Nati;;~iAdvl~~Commissi"n.90~iiclionSl p.~66:· 

VOLUNTEER lOB OPPORTUNITIES' 
(Developing and Providing) 

Agency-centered: 
Resource development; advisory boards; 

., policy boards; informatioll and referral, 
including maintenance of up-to-date file 
of available services; and follow-up of re
ferrals made to see if services Were given 
in a timely and helpful manner. 

Client-centered: 
Intake screening; crisis counseling; 'help
ing clients make contact with referral 
!lgencies; and jQb development. 

Community-centered: 
Program monltoring and evaluation; 
monitoring and evaluation of public de
fender services; and court watching. 

Agency-centered: 
Advisory boards; resource development; 
case evaluation, information, referral and 
follow-up as in #3 above; ana data collec
tion. 

Client-centered: 
Assisting in, or performing, coutt social 
studies; and psychological testing. 

Community-centered: 
Program monitoring and evaluation; task 
forces. . . 

Agency-centered: 
Resource development; advisory boards; 
and policy boards. 

Client-centered: 
One-to-one probation services; individ
ual, group and family counseling; tutor
ing; recreation; and job development 8!1d 
placeme~t. 

Community-centered: 
Program monitoring a!1d evaluation, 

Agency~centered: 

Advisory boards; policy boards; and re
source development. 

Client-centered: 
Family group home parents; and individ~ 
ual, family and group couns~ling. 
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CHAPTER III. ROLES FOR.VOLUNTEERS 
~(. . '" 

''', . '. . \' . 
Th f .' I .. )\ ere are many types. 0 ,serVices vo unteers can 

provide in all three spheres of the juvenile justice sys
tem-law enforcement,." courts, and corrections. 
These services are discussed in thischapter. 

A. Program Enrichment 

Volunteers are utilized to complement, enhance, and 
enrich the existing services provided by the agency. 
Vohmteers may assist in providing probation serv
ices; a'id"tovictims and witnesses, tutoring, counsel
ing, skill development, recreation, transportation, 
etc. 

It is safe to estimate that approximately 90"10 of the 
volunteers working in the juvenile justice field are 
now being used almost exclusively for program -en
richment. While there is nothing1wrong with this uti
lization of volunteer talent, it IS a somewhat narrow 
approach. It assumes, quite incorrectly~ that all eJ.{ist7 

ing. programs simply require implementatio~ and . 
buttressing. While this maybe'true·for many volun
teer programs, others may need to be abando'ned al
together and replaced with new efforts. 

The nee~to us.e volunteers for program enrich
ment should be of lesser priority when the system 
does not conform with good standards and practices. 
For instance, when'thereare too many youngsters in 
detention, volunteers should be 4sed to help develop 
alternatives . to get' youth out of detention, . not to . 
work with youth while indeterttion. They-should not 
simply perpetuate the existing system and . services' 
provided .. Perpetuation ofthe'existingsystem can be 
harmful b()th to the vohmteers~nd the youth they are 
tryiIl~ to help. 

B. Systems Modification and Change . 

Volunteers' assist in' achievin~. significant orgilniza
tionalobjectives designed to bririg:the system in lille 
with recognized national st~ndardsalldpractices~· 
V olunteerscanaid in. areas such ~ reducing deten., 
'tionrates or' developing services desigIled t()· Umjt . .. 

penetration into the justice system. 
Volunteers in juvenile detention centers arc:; cur .. 

rently trained primarily to provide counseling,rec~ 
reation, tutoring, and companionship for· youth in 
detention. Butihe question may be asked. "Are.the 
volunteers really 'helping' these youth?"Where de~ 

, tention rates are excessive (and' they are ,in most . 
places). and. where volunteer:s -have demonstr;:lt~d 
that they can be effective in helping to divert juve
niles from the system and reduce detention rates, ids. 
a gross misuse of time and talent to limit volunteer 
activities strictly to reinforce incarcerl:ition or to 
make ; the det~ntion: experience" _ more p~latabl~ Qr .. ~' ' 
more humane. Their skills would be better~sedto 
develop alternate procedures and programs .. Enrich
ment services could then be offered to those lesser 
number of youth who really req~ire detention; . . .. 
. For instance, onejuvenile court developed 24~hour . 

juvenile court intake and detenti9r) scree~ing services . 
utilizln~properly trained and sllp(:rvised .. volunteers. 
Previously, such services were only available between 
8:00 a.m. and 4:00 p.m., Monday thfoughFrjday. 
The new program resuhedin a 50OJoreduction inre~ 
ferrals to the juvenile court and a 4O"1~ reduction in 
detention use. : ,;, 

A program recently initiated in the. State of Florida " 

achievesignificant organiz!1tional()~jC6ctives., '.' 
D~ring1974andearly 1975, detention facUit.~sirl .. 

fljrther demonstrates how' volunteers can be used to .•... ,.'~. 

· Florida were severely overcrowdea >and. lacicingin "4> 
· prograrns ~nd staff.Hmi~e(Htateres~~rcescouple~ - " . 

with economic recession r~ledout the possibility Qf 
-~dditional' appropri~tions.· ' Corisequently~> b.s~d . '. 
upon the results of ane~perilJlent~ ptgg~ainiJ'ijdate4 
in Tampa, Florida, 'tbeStatePivislono(VoUthServ .. · .• 

. ices decided to estabHstia yoliInteer shelterbedpro~.· ' 
'. gram for emergen¢ydar()iyp~tb 'Wh()coirifuitt:~d' ..... 
· status offenses (e. g;-~truancY~.niPawaY.lhcoffigibil~.·· . 
ity;etc~j~ITbiswasiIlliel1~9(se~urc;·~ust()dy! •...•. ',' ; .. ' -;" 

Specifically jtlle'objectiVe·w.Iis,to :recr:uit~52volun" .' ..... . 
teer' shelter:beds Oil~ ·statewid'e basis,: the Divisi6h;~ .,.... . ::: 

, ' • • "," '." • ," - ,._". " ~ • , • ",. ~ • , ••• ", ,,' •• , '. J , "~, -,., ",' :t ,,~ 

\ ',;' "',:".:.::: . .' >",. ..t "', '::'L:~:'-"'>}" 

, J!lDC. Launaand Jerrrey.L. SCherJlber •• volii,;t~Hoi:i9f",:~tllt.is:dljin~;~~i,,/ "';~ 
Alltrnaiive to Detent/all (UnpubUihed. ManusCript; F1ciilda'.Div(.lon of y' ouili Sino/eel. .> ", ,c. , WI3,' .. .... . '.' "', '. .. "" .. c.",.:::'.'· .... ! •. ",,' ....... ~ ... 
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,would J)roVid~ emergency m~dical and den,tal cate, 
'<:lothing,'and personal items to the' youth. Also, 
backup staff services were tobe made available to the 
families. The' volunteer· program has' since achieved 

!~ :tltefC;ll(,wingr~sults:". " 
, .'Statuso(fenders are 11.0 long<;:t placed ~n deten

tion in the State of Florida . 
• Bet~eenMarch 15 and July31, 1975~ 1,181 

youth were placed in volunteer shelter homes. 
Their average length of stay was 6.4 days. 

• Only 67 (5.7"l0) of,,(the 1,181 youth, placed in 
,thevolunteer homes ran aWay .. , 

,.,Ofthe67 youth who rail away, only 18 
(1.5%), were involved in thefts during their 
runaway period and the property .loss not re
covereci ot repaid amounted to only $1,931.02 

,(loss $5,98L87; recovered or r<;:paid 
$4,050.85). , 

.• The volunteer .shelter home program had a de
cided cost advantage. In 1974, the average 
secure detention costs in Florida 'averaged 
$30.()() pet youth per day. In contrast, the total 
cost for the volunteer'i~helter home program ' 
was $4.75 pel' day per bed. 

In" short, thevol,unteer home program has 
eliminated the neeci for s<;:curecustody detention for 
juvenile status. offenders in Florida. 

,Another good e~ample of volunteers working to 
modify the system is the juvenile diversion volunteer 
program initiated by the Park Forest, Illinois, Police 

. D!=partment. In . this program, known as "Aunt 
Martha's," volunteers ptovi(jeshelter care and short
t<;:rl;l1 crisi~ intervention counseling as an alternative 

. to detention. The youth referred to the program are 
primarily status offenders, although in some in
stances, delinquent youth are also llssiste(i; This pro

. gram h~ been extremely successful and is being ex
panded' to' other. parts o.f the Chicago metropolitan 
area. ' 
. These two programs iHustrate imPortant direct 

service tolesJorvolunteers in~ssisting cli<;:n'ts of the 
juve~U~ justjce sYstelll~ The following examples high~ 
Ught.tlte use:;ofvolu,nteers to pr()videindirect services 

,.irisystems mQaificatiop and change. . '.' . 
.... ,1nt~eJ~te;~960;s, a group of interested, citizens 
was()rganii~ in, Worcester, Massachuseus~ to' ad
dr~$pro~lenis relate(f to juveniles in that commun., 

",' itY.Atth~t,ti~e,,~ostoll's jUYenile court WaS tlte only 
• such courtin the Commonwealth ofM&ssachuseUs. 

.·,;,~~.useof:the'COQCern'~ndj~lerest. ~f' the. citizen$; '. 
:' ,<gr.QUp,.,·. ~.tu4y·.was .cc;>mpJ~ted.· whic~· fecommendc<i. 

.:~l)ees~bli&ltm..el1~of,~ juvenile ~ourt in Worcester., 
~:Y' ',,/lW!Jlie '. t"el1~w:JbVeIl.i!= • court was;:!1ot '. ~xpec~¢dto' 

l~ili~~li}~'"'Di"i:";i;i~£'::':' 

s,olv.e a. II the fOmmUnilY'Spro. bl.ems W.,ithjuveniles, .. I,'t. 
was cOllsider d to be a significapt step, in the right 
direction.' . ' . 
. In. anotherl instance, the, staff of Social Advocates· 

for Youth '(~A Y) in San Diego, Cali~ornia, . was 
instrumentalln bringing together diverse groups con
cerned, with the. detention of st~tusoffenders 'iIl'that 
county. In 1973-74,:nearly 5,0(10 status offenders 
were. detained in. the. San Diego' Juvenil~ Detention 
Center . SAY helped assemble a task force comprised 
of representatives of Volunteer and public agencies, 
pJusconcerned citizens, to develop a unified plan and 
sttategy to tackle this problem. ,Up to that point, 
private and voluntary ~fforts had minimal influence? 
in juvenile justice affairs. 

The Junior League of San Diego was also enlisted 
to direct its efforts lothe field of juvenile justice. 

The full group' eventually. became known as the 
,Juvenile Justice Planning and Advisory Board. The 
Board was made up of representatives from the pub- . 
Iic and private sectors and conformed to the member
s!1ipyrjteria set up~mderthe Juve~he Justice and De
linquency Prevention Act of 197U. The Board was 
given formal sanction and responsibility by ~he San 
Diego County Board of Supervisors and has since 
been a powerful.force, on a wide range of issues re
lated 'to juvenile justic~. For example, in mid-1974, 
the Board in conjunction,with the probation depart
ment iss\ied a "Detentiori Control Policy Statement" 
mandating. that status offenders should not be held in 
detention centers. Asa {esult of that policy statement 
and, its implementation, San Diego County, ex- . 
perienced a 90% reduction in the number of status 
offenders detained. 

SinCe that time, the ,Juvenile Justice Planning and 
Advisory Boardha~ lurned it~ attention to statewide 
deinstitutiorialization of .Status offenders .and. com-. 
munity-based corrections. They are !llsoinvolved in. 
monitoringpubJic and private agency services for 
juveniles. ':0; , . 

The examples cited apove, although related, to tne 
issues of juvenile <ietention and juveniJe courts, can 
likewise be profitably applied to many other areas of 
service in law en.forcement, juvenile court ,handling, 
propation afterc~~e, residential care,' and , treatment 
assistance for juveI1Ue~.CoQperative efforts betWeen 
volunieersand profe~sionals in established agencies 
an<i. programs .canprovide increased and improved 
s~rvi~eswhile sati&fying everyone involved. 

. '. . , 

c., Systems Monitoring and Advoca~y 

Voluntec:rs,ar~r\Jsed·essenti~llyapart from or oqt-



, .. 

side'the l.lem 10 lDOnitor program$ andll$sisl in 
maintaining system' accountability, ev;uuating' service 
effectiveness andpr'oviding client·: or program 
advocacy. . 

The Junior League of Milwaukee, Wisconsin, after 
working on the Association of. Junior L~gue's 
IMPACTPrbject, returned to its community and, 
with the help of questionnaires developed by the Na
tional' Council on Crime and Delinquency, evaluated 
the Milwallkee County.jtivenile justice system.' Inter~' 
views· with lawyers, judges, law enforcement of
ficials, correctional personnel and youth icfentified l 

several areas where the Junior 'League could help 
pt0vide ,improved services to young people IlLMil
waukee. 

With.the guidance and assistance of these contacts 
. ' the JuhiorLeague was instrumental in developing 
and securing' funds for a home detention program, 
sbriilarto one pioneered in Sf; Louis. This program 
serves delinquent youth who require intensive service 
and supervision and have a long history of problems 
in the community. Without the home detention pro
gram, they would be held in secure custody detention; 
facilities. 

. A similar example is found in the Oakland County 
(Michigan) Youth Assistance Program, In each of 
Oakland County's 27 school, districts a general citi
zens' committee, sponsored by several professional 
and volunteer organizations including the Court, per
forms the following functionsretated· to the pre
vention of delinquency and neglect: 

• Seeking and securing the involvement of local 
citizens. 

it Mobilizing community interests and skills . to
ward the development of imprOved services to 
preventilndcontrol ~elinquencyandneglect. 

.• IdenHfyingsocial, psychologic~, and environ-
· mental factors contributing to anti- social· be-· 

havior~ . 
• Developing and implementing various" inter

vention strategies aimed at' minimizing the 
likelihood of deviancy-,. ,anti~social behavior 
agdneglecuituations.· .' 

.Thecitizens committees are independent of the 
COQtt.·· but . provide supportive . ~rvices, . advice, . 
consultation, imp assistance where the couit'sdpera-

. tions:,affect' the-general welfare. of youth. :.Specific 
services provided by .the cOIil~ittees iriclud~ research 
and, program. cfevelopnient; '~e' studY, direct 
vohmteet service~,c~ping ~d recreation, educa..· 
dOll Md'Pllbljcrelations~ p~en~~uca~ifJn, legis~ (] 
lative developl1lent"a\1d'vocational and employment 

.' ','.' ,II" . ,>._,' - -.' "', ,_', ',',- • 

. services; ,The committ~s';' fr~tiellllY' 'nionitpf and, 

-----, .... "., 

questiOri the praCtices of sOn'lcof th~' c9mmunity's 
majorlnstitutiolls designed to ~eryeyoiith': Tiley help. 
identify service' gaps; link youth needs to service 'de;; 
livery, and promote 'the g'eneralwell~being. otyouth 
in the community. • ,'.... ....., , . 

Client 'advOCacy, '·Le·.,· third party .representati9n~' 
can be 'apowertul and:' effective'irtstnlrneptfor; 
improving ~hequality and· delivery ofservices.:'Ad-' 
vocacy oethe interests of an hidiViduaI or a group is a 
time~bonored way of doing business'iIi atlysociety .. 
Social charige and the establishment alld;expansiQn' 
of humanitarian services have cllrile aboui'through . 

. advo~acy . : ',"~' t " } " .' 

Juvenile justice .personnerare familiar w.itJt, ~nd 
generally accept, client advocacy, and '·~ts· traditioqaI . ' .. 
methods' Of cQurt suits and appeals.' they;are.Jess 
famiii9.r with advocacy carried out by individuals or . 
organizations' in' other ways, . particulilrlyby t.nose 
outside the juvenile justice system; Agency pers()nnel 
are generaiIy quite uncomfortable with advocacy that ... 
contains identifiable elements of confrontation;. 
MOst of us are uncomffJrtable·with,~~. resist~ the . 
confrontation model when oil,. ., assuinptlolls,' 
methods, or practices are challenged. " . 

Third-party client advocacyeffottshave i.ncreased:, . 
particularly in the laSt decade:A~yoca~¢s'fiavemade' 
m~ny contributions in the field of juVenil¢.justi(£'as . 
they have in' other soc~al welfare ~ndp~blic arenaSl . 
Since it appear~ they are here to:stay and have the po
tent.~l for positive change, juvenile just,ic~'agenCies 
.sbould learn how to"makemore constructive •• use·of' 
advocacy effor~. 

lt should b~ noted that, by their very nature, . ad- .' 
vocacy efforts tend t,o stimulate and atti:llct the:pub-. 
lic: They may, . therefore. conceivably: interest more . 
citizens in juvenile jQstice pro"l!;ins~nd solution~;. 

'Volunteeradvocacy efforts talte DtaPY fc;;rms: " 
.• Assessment of commuI1iW;'juveriil~ ji.isti~ . 

senrice needli by a group,ofci~jieirvoJunteers ,' ... 
forniedforthisPlll;PQ$~, followed; ~bY )lje 
development and imple~~J;lt;Jiionof an' aCtiOn 
plan involving agencjesand ,tll~,comnui.uty'. 

tI EXamimltioriof an individual ag~tlcy:pr.Qsralll 
. irl \fght tlf accepted'. standard$,:!t9l~ow~.:·bf 
,.volunteer assistance inachievingjliQ~ ~~d~" 
ards. r, ' •..• ,. '.' '. ". ,,:<.. . ',. :,:'" " i" 

• Implementation by volunteers ,(assiste~t "y 
professional staft). of, apu~lic 'information" ' 

, ':campaignto.' educate :;the.~~9.nrp,\lrnty.:_~ut.' , •. ',' "i':': 
Juvenil~;ju.~ticeprQbi~m:salricl:Pr,9~#:~~; ,";",":. ,. 

•• :Ev~IQlition'()f.'~8~m:ie$ inyo~v~ hiJ~~luve~il~:' " '. ,{/;; 
. just;cefieidlo ~Sess th~~"t~l1~ iowiiic~:t.~~at,1:~. .i~: 

.1~U~Qf::::::~i'Iiil\111 



,£ij~Jtt inciudean:e)camination of the appoin~
. JIlent'pl'QCessto boardsanq cornmi~siops;.and 

... ' .of Jui1~ sOurces:, and. funding decisions (who 
.. maic~ t.~eln ~uidhow they ~re r~ached). Such 
.e~aminatiort·b.), avohjnteerciti~en group 

~!'lJ1i$~t le~d;to ani()rerealisticappraisalofte~ 
.... .' source;~llOc~tion in terrns of program, ~eeds. 
\~"YoIQnteer effort, hldependent from thesys

. "jem,to., interview clients and.~cure data 
.• ,' ;~b(Ult; vvhjch.ser~ice~ Were actually' provic:ied; 
·':the.lldequa:cy.of these services as s~en by the 

'. ' .. !.: f ~'" . ' '. . ,;, . . ' .. 

. clier1t;,. client and volunteer recommendations 

. {or service iriiprovern~nt. ' '." . 
•• SuggestiQns, an.d/ordirectinvol~ement. of 
. ,vol~niteers int~c; Mvelopment .of ~n adequate 

s),stern for::.monitoring jails, qet~ntion 'centers 

;; '. 

~md correctional institutions, as required by 
, UpPt\. of all participating states. In fact, the 

monitoring of jails, detention centers and 
juvenile correctional institutions by in
dependent citizens groups should.be developed 

. jn . every . state; cotrnty and' muniCipality 
whether or not they' participate in the JJDPA 
progr,am . 

Even. the more stressful confrontation situations 
that ~rise from' tim~,'to time in advocacy situations 
can have positive results. From the agency executive 
d,Qwn. to the Une worker, staff can be trained t(juse 
cOrifrontation constructively as an instrumeot fQr 
change;,What is required is an organizational c1i~~t~ 
of openness a:ndresponsiveness to emerging needs-a 
signor progressive management., ".'. ,.' 

D. 
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CHAPTER IV. DEVELOPING A VOLUNTEER PROGRAM 

A. The Role of the Administrator 

Many factors contribute loa successful volunteet' 
program, but none is more important than ad
niinistrative .leadership and skill. The administrator 
sets the t6ne, establishes the priority of the volunteer. 
ptogram' witliin the agency, determines the pro
gr:am's goals, and puts the whole thing into motion. 
Without active support from the agency ad
ministrator, the volunteer program will float aim
lessly in a sea of confusion and ambivalence. 

Nationaily, the "death rate" for criminal justice 
volunteer programs is approximately 250'/0. 1 Studies 
have consistently highlighted common deficiencies 
which seemingly contribute to these failures and un
fulfilled edtizen efforts. The deficiencies reCiJrring 
most frequently were: 

$ Staff resistance to the use of volunteers. 
it .Lack of staff training in how to work with 

volunteers. 
• Inadequate program planning. 
• Inadequate volunteer traIning and super

vision. 2 

These problems are often indicative of funda
mental management problems, such as: 

• Lack of understanding by administrators of 
the potential for citizen involvement and of the 
principles necessary for its development. 

• Inadequate assessment of agency needs and 
insufficient staff inv91vement in planning and 
decisiopmaking. " 

• Lack ofoverall:planning and goal setting. 
• Eittleor no accountability, monitoring, fol

lowup, or program e.valuation. 
Sound Administrative leadership and. skill can'solve 
these problems. 

Where . effective and. well-administered . citizen 
involvement efforts exist,usually'~he following ele~ 
ments arepresen:t: 

• A high degree of commitment on the part'of 
professional staff at all levels toward achieving 

. agency. objectives andimprovi."g services. 
it An'open exch~nge of ideas, supporting experi~ .' 
mentationandencour~gingstaU to suggest 

, ': ~-.. ..-

new ideas and Nethods. Differences' Of 
'. opiniori are also encouraged. 
• Decisions based on mutual understanding lind 

agreement concerning goals. 
• Goals and progress of "the organization 

nteasured in terms of what "ought to ben 
rather than "how far we have come." 

• Clearly defined objectives (i.e., specific; 
measurable and time-bound). . 

• Periodic meetings and sessions to discuss prog
ress toward objectives. .Checkpoints·· are' 
established to assist in measuring progress~ .' 

Unfortunately, even in some agencies Where sOijnd 
management principles' are applied to general pro-

, grants, the. volunteer program is often neglected. In 
these instances, management, of the 'volllriteerprO
gram is seen as somehow "different~! than tbatof 
other general. agency programs. Sometimes 'there is 
the notion that the volunteer program will "take care 
of itself" or can be managed with minimal effort. 
Consequently, it is not uncommon to find an agency 
director. hirinlga volunteer coordinator and sayinges-, 
sentially "do,. your owri thing" or "if you have any 
major proble::!Ds, let me knovV ," , 

Such a vi(~w is destined to bring' about an in
effective volu'nteer program and, possibly, doom it' to 
failure or oblivion. Volunteers as well as staff are 
quiCk to sens,~ the priority given to the volunteer pro
gram by adnHnistrativeand supervisory staff. If the' 
priority appeiars' low,. either by virtije of mipimal ad
miIlistrative I!attention and convi~tion' or the' menial 
nature of vQlunteer program t~sks: staff will not\l~e 
it or suppoit!:it. Volunteers will quickly lo~e interest.. 
Toinsqr~i the 'sqccess :arid productivity' of a: 

vQlunteer program, theagency~dminist!,ator must' 
acc,?niplisMhe following:' . '. ." ." .' . ~ 

,. . Succe~sful :~~tegr~tiolf pf '. th~ volun.teer'~~()- •. : 
gram mtclttle. agency's'on~gQmg dehvery sys~ 

. ,,' .'". .' ".' ""~ .. , I";' 

tern. l: ~ ..... , ,,: •.... ."" . ,'. ' . 

• ·Estabnishmenf of souria'.methods andprp-
. " 'I '" '.' ,.':' ...... " '. '.' " . 
.cec:luri~s . for volunteer recruhmertt,·s¢i'eeriirtg,. . ... 

'orien(~ti()h;aridtrai~in( ,.... • .... " ,. \< . 
• Setting ofbuiova(iye '.but realistic: objectives 
anqlJQ~I~foi'the progratrl. . .. ' ,. -.- .-', >'~":~ ,- " '. '-
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.Intensive training of paid staff to enable tltem 
to. effectively work with and supervise 
~oIOnte¢rs. (This is particularly hnportant: 
Nationally, one Of the most significant reasons 
why agencies resist using volunteers for 

'meanipgful projectsis that staff members lack 
the abiljty and knowledge to superVIse and 
manage ,.' these· volunteers.) Staff.· training 

. should include: information on job clarificll~ 
tion, objective setting, and volunteer per':' 
forrttance evaluation; an understanding 'among 
volunteers and paid staff of their respectiv~ 
role~' and responsibilities; establishment of 
methods and procedures to match volunteers 
to juvenile offenders In the most effective 'and 
efficient ~anner; development and imple
mentation ofa sophisticated' volunteer pro-

" grain assessment, system. . . 
. Of .course, the majority of. ther~sponsibiJities and 
taslcsoudiileQabo~e . are shared by tli~ agencyad~ 
mioistrator with the vol!.lIlteer· program ad
millistrlltor, . volunteer. supervisors, other. paid staff 
'members'and the· volunteers themselves. In fact, 
sOl1)eofth~tasks fall entirely to agency staff other 

·::,thantlle .administrator. When administrative. and 
sh~ryisory . p¢rsonnel ,recognize the, important 
contribution volunteers can mak~ toward improved 
.artdincreased·se~vices, the volullleer program will re
c~ive as much time and attention as other com~ 
ponefits of the agency program. 

A cautionary note: If tlie administrator is un
willing or unable to provide this level.o(commitment 

. and support, it may behest not to proceed in 
developing a volunteer program. If the administrator 
chooses to proceed anyway, he should recognize that 
the program will, at. best, be of limited scope anJi 
utility. ' .. 

B ... Administrative Orientation to Volunteer Pro· 
.Vl'~rn.mln~'· '.,., .. ' , 

. 'Noaqministratorcan" ex~ect to implement . a 
. . su¢~~~sf~tpr9grarn 'Vithout basi~ fa~iliadty \vithttie 
.'. princjples .·of thlltprogram. 'Knowledge" (jfsimilar 

\,; ... i~.:;.~,\·.: .. · .. • . p~<?~n~mt:'l :~t~?~lri~ndce.s.elsew.hterkee.iseTshs~nl~siaa~1 ion tarVuOeiodf-
. IngcQsy n~a!1.errorlllls a ~. .ISS .' .. 
'.~ :.Vdiunteerprqgramniing. The. ~mart admipistrator 

(.<,;, . williiUlkea concerttid effort to ~~come familianvith 
;~:,i;}·';';.> .tbe'pt;~dp.e.scif Volunte.~r pI'9grammingan~' general 
it:!. :·e~~ri~n~e.WH~ these Programs, elsewher~; Other
~;,:~ ",i,>:wi~e('~¢ ",iJl.9,~rate,~nd~r.?ee~less han~icaps; . .'. . 
f;':;':~ .. ·;· .. :·'F.Qr ·exampl~i·Jlld$~'L\l.clan ·A .. Manzl of the Juve .. 

r":.,," .... ~.,.· .•. :.· .•. ,.;.:.,e.; ... :.:.:.' .. ·.l •. : .• , •... : .•.. , ..•.•... : .. ;., ...•. ;.,' .. : .• ~ .•...• ,;.~ •. ; .•.. ·i .. ,·:., •. ; •• ; •. :.· •. ~.,.·., •. • •. :: •• ·" •••. ~., ••. ', .. ,", •••.• ; •. ;.:.: ••. :,.· ••• ::.' ••. ' ••.. ::! •.• ,4 ••.. ' .• ".'.:; ...... ' .... : .. ;, ••...•.•.• , .....• : •. : .•...... ; ...•... · .. ~ •... ; .•. ; .. ; ..... ,· ... i..\:..· £0. '. . '" . ' 
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nile Court in Worcester; Massachusetts, attended a 
training programfot juvenile court judges. During 
that tl'ainillg program he learned about the potential 
uses of volunteers .and the kind of leadership needed 
to effectively implement a program. This learning 
experience, alorlgwith the subsequent follow
throqgh, contribqtedgreat!y to the success and ·ef
fectiveness oftheWon~ester program. 
. Until recently, it was difficultto get sufficient, reli

able information on the ingredients for successful 
volunte~rpr.ograms. Now, however, basic volunteer 
program literature is' available and includes both 
general cprinCiples, and selected examples of proven 
volunteer programs .. Information on resources, avail
able free or at little,cost, is included in Appendix A, 
"Volunteer Program Resources." 

C. How to Begin' 

Sometimes the hardest part of starting is just tak
ing the first step. Yet, the first step may st:t the pat
tern for the futur~, or at least influence it to a great 
extent. Therefore, the administrator might well start 
by asking a few pertinent questions, such as: 

• 'What are the agency's most important goals 
and objectives? 

• What services do volunteers currently provide 
in this asency? 

• How many volunteers are involved? 
··Whataddltional services could this agency 

provide ifithad more volunteers and/or gave 
its volunteers different work assignments? 

• How could volunteers help me change this 
agency and community in ways that will help 
us achieve our important goals? 

• What is preventing this agency from having a 
new or expanded volunteer program? 

Hopefully, the answers to these questions will lead. 
the agency administrator to give priority to the 
development and/or expansion of volunteer services 
in l1.isagency. At the.same time, it is recognized that 
he must not neglect regular day-to-day tasks. How, 
then; to b~ginl' , . 

AltholJ8h' the .• blJ5Y agency executive must invest 
time and. effort in the'development and I11aintenance 
(jfa voltinteer.,progratn,much of the work .can be 
delegated just as'with other agency programs. The ~ 
following guide can be ,used' in starting a volunteer 
progr~nl~6r in modifying an existing one: 

Volunteer Program Planning Guide 

StepJ-Decidethat ~oiunteers ~an rnQke anew (or 

.::.,'.':: 



increased) contribution' to your agency' 
program and that YOU are goingto be per
sonally involved in developing this program. 

Step 2- Locate a staff member in your agency who 
shares this conviction. The higher the, staff 
member is in the organizational structure, 
the better. 

SteJi'3~ Locate a community member interested iri 
assisting in the developm:ent of your 
agency's volunteer program, pref~rably 
someone, experienced in volunteeriog and' 
community service. ' , 

Step 4- Meet with your agency staff member arid the 
community~ volunteer to affirm your 

!; , commitment, explore potential volunteer 
activities, and specify the planning process 
which. will follow. -

Step 5- Request that your staff member and the 
community volunteer jointly draft a simple 
statement on how they will proceed. 

Step 6- Expand the planning "team~'to i~clude rep
resentatives from other, community groups 
and interested individuafs, including youth. 

Step 7- Request that the planning team develop and 
submit to you a plan which includes the gen
eral philosophy, policies, and procedur~s 
for the program (how it is- to be imple
mented, specific tasks for volunteers' and 
staft) , action steps to follow, anq asug
gested timetable for implementation. 

Step 8- Assign the planning team responsibility for 
overseeing and advising on program imple
mentation and monitoring. 

The benefits of a "team" approach are two-fold. 
First, it involves the agency administrator. in all 
stages of planning and implementation but frees him 
from much. of the direct work of administering the 
program. Secondly, it increases ~he likelihood that 

, the program vyiU nave input from diverse sources avd 
not be dependent on the chance charismatic h~ader
ship of a volunteer program coordinator. 

Although it was not started in the above manner, 
the Juvenile Court Volunteer Program in Wprcester, 

, Massachusetts,illustrates',this process. In this case an 
independent citizens' committee'(the same citizens' 
committee that was instrumenta:l in establishing ithe 
Juvenile Court " in Worcester,. Massachusetts),co
operated with thduvenile Couit Juqgeandthe.Chief 
Probation Officer in planning' tlte volullteer pro~' 
gram. As a result, volunteers were 'involved in aU 
aspects of the ag¢ncy's ser~ices (e,g., assisting in the 
preparation of juvenile courtspcial studies, as 
volunteer. probation officers). 'Because all affected 

" ,~," 

parties were involved in planning and. implementing 
the program, the traditional problems of staff' 
resisuinceand limited use Of volunteers were 
avoided. 

.... 

D~ Agency Volunteer Program Policy" 
D-..jt, .. i" . ' 

Administration" of" any program is best done 
through clear' policies and procedures. A clear pro
gram policy is essential to a successful volunteer pro-, 
gram, but development of such a policy is often ne
glected. Its absence can inhibit effective program 
fmplementation by contributing to confusion and a 
lack of direction for both staff and volunteers. Also, 
it is difficult for administrators to exercise leadership 
an accountability when' responsibilities have never 
been clearly defined. Tl)ey are best defined, andinore 
clearly transmitted to others, in the form of ~ written 
policy statement. 

The volunteer program policy statement should 
highlight the philosophy, purpose, direction, and 
technical aspects of the prograin (responsibility for 
volunt~er recruiting,\screening, trainirig, and super
vision). The statement should include' the ex
pectations of both volunteers and professional staff 
and how they will be trained to work with each other. 
It should emphasize that volu~teer services have high 
priority and are designed to help achieve agency ob~ 
jectives.' . .... ,'" . , 

B~cause of the importance of establishing policy in 
planning and administering a volunteer, program, a 
model operati'ng policy is presented here. This model 
can serve as a general guide for any juvenile justice 
agency volunteer program policy statemertt. ' 

Model Volunteer Program Poli~y Statement 

l.' -,",' .. ----:-:" 

This agency is committed to providing the best and .' 
most appropriate services possible. To realize this' 
goal, the agency shall make every effort to:eIilist the 
cooperation of all available resources. Theagericy is 
committed to the 'development of a ptiblic~priva:te 
par~nership which includes volunteers as an .. 
important anli necessary iQgredient in the develop~ ,. 

"mentand delivery ofservi~es .. · , •. '. '. ,<' ' " 
In addition to. tbe above, the agency plans to, 

actively implement {{r~sponsibile'progtarn ~fcitii~Q ' 
involvementbecause~:" " " ." o. 

. " it, The:~gency will never have, sllfflcientresQPrces . 
t~ineet allservkeneed~~ Even ifsudi're
sources' wereavailabk: (prpfessional.~taff~ 
'finarices,faCiUtles;,etc.);.theagencywQuld still 

•. . >.",.' "~'.~ ",;:(. .,1 " .' ", ~ 
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. believe it necessary for the community to be~ 
" "come involved in the juveliilejustice process. 
. • It. has beeQ demonstrated.:' repeatedly that 

volunteers can significantly enhance, expand, 
and upgrade '"services.' With apPropriate 
recruitment, screening, training, and super~ 
vision, 'volunteers can perform almost any task 
effectively and responsibly. 
• The agency feels it necessary to involve the 
community in the problems we are. tryng to 
alleviate .or solve. Efforts to involve the com
munity in agency affairs will help to educate 
the public about these problems and will create 

. a more enlightenf;:d and active citizenry. 
. To insure effective implementation of citizen 

involvement efforts within the agency , the following 
prins:iples shall be iollo\,'Ved: 

• Volunteers shall be involved in all aspects of 
the agency's service delivery· system and atall 
levels of the organizational structure. The 
agency believes that community involvement 
through volunteers is as. important as all other 
prpfessional services and programs. 

• An Office of Volunteer and Community Af
fairs shall be created at the Deputy'Director's 
level. 3 This Office shall be involved in all 
aspects of the agency's general management 
and administration, in addition to coordinat
ing volunteer' recruitment, screening, orienta
tion, and trai.ning. 

• Volunteers will be used in both direct and 
indirect services, andstaff at . all levels will be 
encouraged to utilize. this valuable resourCe in 
pl~nl1ingprogram activities. 

• Professional staffand volunteers shall be in
volved collectively in the planning and imple
mentation ,ofthe volunteer program. 

• The agency shall take steps to insure that all 
',professional.staff are prepared and actively 
participate in implementing the volunteer pro

: , gram. Consequently , general orientation ses
. sions for. new employees shall include infor
mation about the agency's citizen. involvement 
efforts, and all staffshall be trained in work
ingwith and sllpervising volqnteers. Such 

.. trairung shaiIbe incorporated into the ongoing 
agency .staff development program. 

• All aspectsofthev()lunteer program and its 
implenientationshall be .monitored and 
evaluated on an ongoing basis. The need to. 

" develop services .that are effective, efficiently 
delivered and cost-effective makes this a neces-' 

~ sity.AJlst~ffand volunteers. will be expected 

to participate in this effort . 
V olunteers within the agency are not intended to' 
replace exi~ting professional staff. However, when it 
can be achieved responsibly, staff are encouraged 
and expected to use volunteers as an .alternative to 
adding paid professional staff positions. 

. . 

E. Development of .Agency Voluntf!!er Program 
Goals and Objectives 

Goals and objectives must be developed for the 
volunteer program in order to gauge its success and 
determine its worth. This should be done at an early 
stage, even' though modifications may be required 
later. The goals and objectives should specify the 
purpose of volunteer activities as well as their scope. 
The more clearly purpose and scope are articulated, 
the greater the chance for program success. Fuzzy 
expectations generally lead to unfocused efforts. 
Continuing attention should be given to further 
clarifying and refining these expectations. 

With respect to purpose, it should be clearly es
tablished that all volunteer activities will be directed 

. toward achieving basic and priority agency goals. 
This is the beginning step toward giving the volunteer 
program meaning. This' decision is based upon 
several importa.nt assumptions and has numerous 
significant implications. For .example, it assumes that 
volunteers will act with the same degree.ofirutiative 
and responsibility as' paid staff. Although the 

... moti~ation and rewards for volunteers are somewhat 
different than for paid staff, experience indicates 
that properly trained and supervised volunteers will 
act with considerable initiativ~, take much re
sponsibilityand be highly accountltble. 

Giving vqlunteers a substantial role in the agency 
also ~ssl\mes that agency personnel have the knowl
edge, skill and personal se~urity to .handle challenges 
to habitual or established ways of viewing problems 
and providing solutions. Experience demonstrates 
that s~ff has or can achieve these qualities. 

With respect to volunteer program scope, ad
ministrators who appreciate what volunteer man.., 
power can contribute to an agency program, who are 
committed to meeting service needs, and who wish to 
ha~e an impact on the community will define 
volunteer program scope to include all.services· ~t all 
levels provided by the agency. Defining volunteer 
program scope in this, manner at the beginning leads 
to wiser program development. It enhances service 
delivery by increasing the number and scope of· the. 
agency's direct services and by better informing the 

,., 



community of juvenile justice ~roblems and volun~ 
teerprograms. This, in turn, can lead to.improve
ments in ·agency programs .and an increase in com
munity resources outside the agency. 

If, in the beginning, an agency is not ready to 
undertake a volunt~et. program of the magnitude 
recommended here,. it can scale ·the plan down to. 
more modest proportions by starting with a program 
segment' as the$etting for volunteer effort. For ex
ample, initial volunteer effort· could be focused on 
obtaining a spe.::ific, but limited type of resource, 
e.g., 10 foster homes, case aides' to help three pro
bation officers, .or someone to help write the agency1s 
annual report; 

Yl .'Fhese are all legitimate volunteer activities and 
iinportant in their own right. However, starting -this 
way is not recommended except"inextenuating cir
cumstancesbecause, in relation 10 the total agency 

'.programeffort, these activities represent minutia-
although they are important tasks.'In a sense, this 
would merely postpone what really needs to be 
done-an examination oj the agency to determine all 
the places where volunteers canmakea.contribution 
and the development oj a plan to implement that 

- . \1 

concept. 
Since the long-range goal of volunteer involvement 

is·to make the ,broadest contribution, substantial 
initial effort should be expended to'define.the nature 
'of this contribution and to deveIopthe program 
necessary to achieve it. 

F.Timetables, Monitoring and Accountability . 
'0 • 

Volunteer program goals and' objectives mean littl~ 

... 

, . unless,theadininistrator takes action, to insure" that 
. theY.;areirrtplemente,;1. The V,oluflieerProgram. PI"n
ning 'Guide; outlined . . ea~lierj highligHts.' some. 
importantstepsto be taken in thephlriningprQC¢ss~ .. -

' .. In addition, the admiiliStratormust jrtslire,that . 
planning' includes' id~illification pfthe' m~jor. ". 
activities required to implemeli't -the program, This .. 
means reducing generalized objectives 10 behavioral 
objectives, Le., actual measur~bleactivitesthat win 
be carried out. This procedure is necessary ().to ' 
establish realistic time pei'iod$ for needed activities;' 
(2) ,to make individual staff a.nd volunteer assign~ . 
ments;' (3) to measure'achievement of activities; and 
(4) to. evaluate whether. a particular activity, ises-
sential to the program. . • '. " ..... ,~:c 

-Further volunteer program. - planning-, sho.lid"· 
address itself to: ,', ,; 

. • Staffing the volunteer program. 
• Specifying volunteerprogramoperatlng poli~ 

cies and procedures.. . 
··Specifying staff:'v,?lunteer' relationsh,ips, . in;.; , 

eluding work roles for' each,silpervisioii~etC .. :. 
.' • Specialized training of vohlnteers and staff . 

, . 

NOTES 

, Department of I-jeallh and R.habilitati~e SerVices .• Office ofVoliliueef' Se~iceS~·' 
StundaMs and Guidn for thr. Usrof Volun/tti's in S«illl&rvirrs (State ,of FIOrici~: 
(975), p. 2. . ", . .: ..:' '" ' .. ' . r;:;i~;;';I..'.; 

: Follow!ng,a~e references for thre.:.evaluaII.cins which h!lh!i.~.i common iI.ficieli,:!es:·· .• 
R~rt A. Presson and Timothy F. Fautsk":;AN~;A~tsS.m.nt4th. YOU'ptrvirr . 
./HII.'ry System of thr State ofRhode/sland VoI,mIN,. Pro,rtlnt (Boulder; Ci. \)Iorado: _ 
. National Information Cente •. on Volu~teerism. 1974); Ro~rt.J.lkrler; ~rJj Exprri· 
men! in a Juvtfii/r Court (Ann Arbor,. Michigan: Thel)niyersitY,~fMich~n, 'J~'J; 
Iyan Scheier. et Ill. NmJs Assrssm.nt of Florida Division of .Youtlt &rvfm~'oIuntNr 
p'ro,rtlnts (Boulder; .Colorado: The National Information, Ce;uer on:Voluntitrlsm, .•.... ' 
.1974). . ... " ..:....: '.," .,., . ~"', " '." ' 

,J The intent of this 'proYision . is lo .... tablish administrailYe' respOnSibi(iiy:for the 
yolunteer prOgram al.a leyel In the organization equal to profesSional serVice·respiJn.,: 
sibil.ity. It should be.called .. ofr ........ ·'diYision; .. Or.whateVer d ... Iltiaii~n i,u'sed f6r the' 
ProfesSional service organization unit.' .' '. " • '. . 
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",:'CHAPTER:V.' , INT'EGRATINGT'HE'VOL.UNTEER 
,'" ··'PROG'RAMIN'THE'~GENCy.'STFlUC.1"U'RE 

-';.'.<,' .: ., .. " "Y .• :~ .~ 

.f4,. Org __ nIZli"onaLand ,Se~i~."'Qdels fo~: Vol·' 
,,' UnleerPr~rams' .' ' ' ' 

'Tne" 'dt:cision to 'hi!ve a volunteer program' auto
maticallyraises thequestio~(J '''H~w will, the 
volunteer program be operated In rela~lon to tl!e rest 
of,tJle agen~y'l'~. Th~ i$ (lzemost important, decision ' 
thlk will~,made concerning the volunteer program. 
The nature ,of this decision.. will' determine ,how 
votunteersWQrk WIthin :the ag~ncy (their tasks, with 
whom,¢tc.) and how tlie program is dd~injstered. It 
_signjfies theexteilfof the volunteer program's po
teQ~;alcontribution lothe to~agency ~ffort. 

The.·ba* decision ~anbe divided into seve.ral levels 
of COnsideration, which in turn c:mbe translated into 

<,different types of rpodels. The models deal with ',var
·ious aspects of the basic question, "How will the 
volu,nteer program. operate'l" One type of model', is 
,the 'orgai#zationa/ model which specifies how the 

'program wili beadln,iQj~tered. Another is tile service 
model whichr~flects the' types of .activities in which 
vol\loteerswillengage a!ld clarifies volunteer'-staff 
:relationships; . . 

The ootionof models ,is a helpful way to examine 
volunteer program operation within an agency and i~ 
presente<i here for that p\lrpose-,..along with a gen
enll assess~ent of the advant,ages and disadvantages 
of both types. . 

1. Organizational models. Volunteer services can 
be related', to the, agency program in twoprindpal 
,ways: Modell--:as a separate ,unit within the agency, 
and Model 2-as. an integral :part of the agency pro:.. 

~ \ gram. . if 
i II 

Modell-The VolunteerProgramasa 
'. Separate Unit. 

Under this model, the volunteer program is ad
ministered as, an almost independent operation, 
cormectiQg only peripherally with other agency serv
ices. The volunteer program administrator is 'l:I.s~ 
signed overall management responsibility for'thepro
gram: and its operations including recruitment, 
screening, traioil1g~.'andassignment, and possibly, 
the supervision andevaluation:.of volunteers. These 
functions are generally carri~(t out in~ependen~ly of 
other staffmembers, 

The. organizational modeUs shown in Chart 1. 

Assistant Director 
'for " , 

Fieid Services 
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This model dQes pro~ide fot some measure of 
volunteer program developmen~. However! it hastoo 
many limitations and liabilities to ~ommend it: 

•. Being attached to only a segtnentoflhe agency 
program,' it. restricts the use of. volu~teers 
rather than taking ~dvaniage of their contri· 
butions throughout the agency. 

• Being removed fromthe'top~dministrative 
level (placed down' at. the supervisor rather 
than the assistaQt. director level), the vohmteer 
progr1,lm administrator is isolated from top 

___ , ... _'" ..... -levelpolicy formulation and-program'develop
ment.This restricts both input to the volunteer 
program as well as output from it to ad

h.l ministration. 
. The positioning at the lower level also clearly tells 
agency staff and,cQmmunity that the. volunteer pro
gram is "separate and unequal;' ~ .' 

• Being one unit in a direct service, division. of 
the agency (field services), the scope of 
volunteer activities would tend to be confined 
either to direct service or direct service supple
mentation. This limits the use of volunteers for 
achieving overall agency go.als; such aS'general 
resource development, . program planning, 
monitoring and' evaluation and system change 
in the community. . . 

• Being assigned both administrative and super
visory responsibility for .the program, the vol
unteer program administrator has an unreal
istic workload, both in terms of the number of 
people he will ha,ve to supervise and in terms of 
the fact that supervisory demands may conflict 
in scheduling with time heeded for program 
administration. For e"ample, his needed avail
ability as a volunteer supervisor will conflict 
with the bl~ks of uninterrupted time he 
should have for policy and program develop
ment and commun:ity interpre~ti()n. Ex
perience clearly indicates t~atit is imP9ssibie 

to assurne.responsibility for thernariagement ' 
of a volunteer prpgram. of any &ize and scope 

. and . also 'provide direct supervision to 
volunteers." To attempt this will iQevitably 
result .in limiting the. numb.er of· vohmt~rs. 
poor supervision, or both. . 

• Placement as. a separate unit at the lower .Ievel 
of the organizational chart. demonstrates tlJat . 
the program is' cut offfrom "line operations;'.' .' 
separated' administratively in terms Oflluthor-
ity and notmalageQcycommunications flow, 
and results in parallel rather than integrated" 
operation. .. 

Because of these· obvious disadvantages, Model 1, 
theVoltmteer Program as a Separate Unit, is not pre· 
ferred. If it is chosen; the administrator lihould be 
aware of its severe limitations. 

·Mod.eI2--The Volunteer Program as an Integral· 
ParI of Agency Program. 

. ~ .' . ; 

Under this model, basic responsibility for ~he 
volunteer program is placed in the regular agency line 
of operations and is carried out by prOfessional 
personnel. Responsibility includes identification of 
needs, volunteer program planning in relation 10 
other agency' programs;ii>developmem of volunteer 
progralnpolicy and' procedures; participation in the 
recruitment, selection training, plac~rnent,~lDd' 
supervisiQil of volunteers; and evaluation, of. the. ., 
volunteer program. 

Resp~nsibility' for specializeds!lPport services for 
the vCilunteer program may be centralized and placed 
in a separate unit foranumberofreasons,lncludi!lg 
efficiency, viliiljiiity,and the accessibility ofspecjal-
ized h~lp to all levels 'and units within the agtmcy. To 
accomplish this, "lita,ff" services such~ recruit~ 
ment, selection; training,' and'progranrevaluad()~ • 
may be placed ei,ther asa .separate.onitatthe highest 
level of agency (>pen~tioris(Charq), eras a special u
nit~ttachec.lto .the agency dir~ctoi' s office ( Ch~rt3) .. 

Chat12 .. SEPA~ATE UNIT 
,!:.I 
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, Und~rModel 2; ,the volunteer programa~sist.aJ)t 
,;dir~¢h)rorspeCial.assjstant"is directly involved in .the 

_ c~evelopmentofboih,~overallagencypolicy and. ways 
fOr vplunteersto helpptofessiQnal staff atalf levels •. 
Primary' respon.sibilitY for' the:~olunteerprogram re-' 
mains in. the regular ,operational line .of. the agency. 
New p~6gra~~ are integrated into ,existing units or 
establisheqas';~\~dditional- units withiu,:the-general 
structure 'Ofthe agency. ' , 

- .", ,. , 

"Assistant > 

',' Director 
Institutional 

Services 

Chart 3. SP~CIAL UNIT 

,-Assistant 
Director 
• Field 
Services 

. Speciai ASSistant f~r 
Volunteer Services ' 

Either: of these arrangements provides special 
,enmhasis for the volunteer program and centralized 

.' supporLservice whileplaCing,hasic responsibility for 
the program within regular units of lheagency. 

The following examples illustrate how this, model 
, would actually be used: 

a. Exampl(! one: The agency decides that field 
services might be improved by having a staff member 
and volunteerworking'jointIy from the time ,of case 
receptiol1 instead of calling ina volunteer only aftet 
the field staff member has identified a need. 

I\splaU, :special ,unit of' five:' staff. member
volunt~er, teams is established with a unjtsupervisor. 

, The unit ,will be responsible for. ·.;;t'c,ertaln grollP' of 
Y'outJ:rservedby the agency. " "" 

iheonitwiUbesetup wi!hifijieldservices and the 
<qnitsupervisor:\Villbe responsible to the Assistant 
Direct~rlorFie~d,S~tvices ... ,.' .' '. '.: .lr', .' 

."'1>.. pxampleM,o. Tile agency decides .its service de-
, ,mailds: liofacoutstrip Slaffresourcesthat it must iQ
,creaseJ~sbu~get: significantly to do. a decellt job, in 
a<l~lition; to:exPilndiQg volu~teer services. , . 
,Tl.te~geIlcY.staff decide that. speCial effort is 

. needed'~eyo~d thatwl1ich theyhilve the time, skilLor 
'9pmritullitycontactstoprovide:The agen,cycreates ~ . 

specilll",tasl,< forCe~;1 .. cOIllPosedOfvolunteers and 
:~gencysttlff toljior~; <\~cl1rateiy.'idel1~ify 'a~d b¢tte~. 
d~umeqrneeds" t~ pr~pare a .realislicprogramplan 
,"pd,seHit t9 tti~coittmMniJy~ibis ·ia*Jorce shoul,d 

--;;~.-- -

.pe attached adl'nil1istr~tiv,ely ~o th~ agency eX;e()utive's 
officF. " .' '. " ·"il ,-;:., ~<,:", .. 

In both examples the volunteer program direc.tor 
. (or special as~istant) provides specialized and supple- . 
mentary assistance to' the volunteer progtameffort, 
but the primary responsibility for the -program re
mains with "regular" agehcystaff, regardless of the 
volunteer program "s leveHn the organization. 

Model 2, The'Volunteer Progtamasan Integral 
Part of Agency Program, has many advantages over 
Model 1 because it is administratively i~iegrated. Es
s~ntially, it reinforces the concept that volunteer 
activities can playa significant rele in all aspects of 
theagt:ncy's,responsibilities. Thisappljes to its direct 
service possible whenever it places staff responsibility 
for volunteer activities within the regular ad
ministrativestructure. This makes possible (but of it
self does nO,t insure) .a. partnership' between staff and 
volunteers that is not likely to occur i~ Moden. . 

2. Servi(;e models. Organizational Model 2, The 
Volunteer Program as an Integral Part of the 
Agency, allows for more options in .service delivery 
methods than Modell. Where volunteer efforts are 
integrated with regular staff activities throughout all 
levels in the organization, the volunteer program can 
be more versatile and service delivery arrangements 
more varied. For example, the following models of 
direct service delivery are then possible: . 

a. Direct service staff! and volunteers work on dif
je(ent types oj cases under supervisor's direction; 

. Case Type "N' Ca$e Type "BU' 

. b. rii;~c~~e~~i~e~tadand v<>luntee~s work collab
o~ativ<:ly Q~ . ~ame 'c~s~s~performing ~lifferent fppc., 
tion's, unper supervi~or'sdirectiom 



.c. Direct service staff and volunteers work in~ 
. dependently on same type of cases, under super-. 
visor's direction; . . 

Case Type "A," "B," etc. Case Type "A," "B," etc. 

d. Direct service staff supervises volunteers who 
work on cases; 

Case Type "A," !'B," etc. 

Agencies adopting Organizational Model 2 are frec:: . 
to use as many. of these service delivery models as 
their' progrlllll needs' indicate and, staffing. abilities 
permit. Thjsvafiety of service delivery models' per-

. mits a differential use of staff, with·important 
implications for staff Upgrad.ingandhiring. 

The expanded use of volunteers under these 'direct 
service models {on similar types··of.cases,· different 
types 9f-casesor byfunctions)'calpead to better staff 
and· volunteer deploym~nt.Givbg volunteer. super
vision assignments to agency professional <iirectserv,. 

.ice·workers 'could, hast~n 'their, career advancement 
andiritr~ase workers~tisfaction.'Also.c()ncepts '. 

.. conc~rnirig' volunteer ll~iJization can.b.e·tested (e:g~. 

.• , Do' yolunt~rsbett~rperf6I'ma", e.u:ichn;i~nt of 

supplementary servic~ rolt ora primarydirectservice .', 
role?).··'··,· 

Multiple staff-volunteer work relcltionshipoptions 
are also desirable for activities otherthandirect sery~ 
ice e.g. resource' development,program evaluatjon~ 

. advisory boards. 'task forces, program monitoring, 
child advocacy. etc . 

. Cettainpotential problems' are associated withl!se 
of these multiple options. For example, agency staff 
at all levels must be trained adequately to work With 
volunteers. This includes aC,cep.ting .~he yalue_of .. __ . _____ .. ,:,' 
volunteer efforts as w,ell as the ability to provide con- . 
stJitation and supervision to volunteers. It also 
requires that the agertcy be open to questioning of its 
methods and experimentation. . When these con-
ditions are met. there are limitless opportunities for 
volunteer .activities---all with a high payoff for 
volunteers, staff,agency clients and. the community .. 

B .. Staffing Volunteer Programs 

Staffing for a volunteer program should be com
mensurate with the scope, complexity, and, 
impbnance of the program to the agency; It should. 
also reflect the nature oftheagency, its needs, and 
how the volunteer program is integrated into thegen
eral organization of the agency. Many. agency 
personnel will spend part of their time'as volunteer 
program staff members; Others. will be full time. 
Some will work cooperatively with volunteers. some 
will supervise them, and others win-use the resulfs'of , 
voh.mteeractivities. In. this sense, the "staff" of the 

. volurtt~er program is as large as the natureofthe pro-: 
gram defines itself. For this reason,there is no single 
pattern or model for volunteer program staffing .. ,.,' 
. 'In.' addition .to general agenCY. staff . who are' in-

, voh'ed in various'aspc::cts of volunteer program plim- . 
hing. ahd implemeotiltion,at. -least' onefu1l4hrt¢. 
staffer is. needed 10 serve as volunteer program ad,. 
ministratoror ·.specialist~ The poterttialrehuJl frolIi " 
;volunteer"activities certainly,warrant~. af.least· ()ue 
'full-tiine.pdsition plus ne¢essarysecretafUll$upport 
services .. In'a'middle-siz~dorlargeagency, more that} 
one' position' is pro»ably· needed;to handle' program .. 
development. st,affalld 'volunteers ~onsul~tioil, and. 
specialized . support • "servic~s (training;' 'evaluatloJl " 

.-·,etc~);.,.. "';: ~ '. , . . 

Thevoluitteer. programadmini~tr~tor (or special
ist)sbQuldbe'h><:atedatith~~ghest:poJj~y-formul~;' • 
tion.'and progr~'Plannil)glevel \vithjn ". theagen'cy .. 

' .• Therefo~c::. "this .;persori .·sh6.uld;either·:be' .attadledto· .•.. 
. ' the ~gen~yex~utive·s'pffi~eOior'.giy~il;OtQp\ ~iV~s.io,r; 

,; ~ 



IJvei .statlls as suggested in the Organiza:tional Model derilonstratedrecotdof accomplishmentandliigh de-
,2 ~hart presented earJier. In eith~r event, the ap-' gree of commjtment. Also, civic arid pubiicservice 
pointee should be included in aU "cabinet'; meetings organizations such as the League of WomertVoters; 
an(Lb~in the,regulal'lir~¢ot communications the NaUonaICouncilof Jewish 'Women, the Junior . 
. thrOUghout the agerlcy . structure,With.out • 'cabinet . League,'RSvP " Rotary, KiWanis, Lioris ailaCham~ 

"'level' ~ representation mucH' opportunity will be lost ber of Comm~rce are ferdle.r~~ruitrnent so~rces for 
. for mutual interchange and influence between the locating a· volunteer (non-paid) program adlllinistra-
agen¢y and volunteer program. The vplunteerpro- tor. Organizations should becanvassec:i that have 
gram is, in effect,disenfranchised; both the program shown an interest in the service area representecl by 
alld the agency are losers. . the agency 10okiIlgfor a volunteer administrat()r. For 

.". , 1. Alternatives to a full-time volunteer program· example, if t~e juvenile court is looking for a volun-
~"";'''-'''--''Ci1dm in;strator:-As' 'indicatect-earlier;-anY-'agency-can---teer-program-administrator(nom,paid);"an-organiza--~ - .. :.. ---- ' 
. .. easily:justify a full-time, paici volunteer program ad- tion that is or has been studying juvenile delinquency 

ministrator on the basis of increased and Qlore effec- problems and programs would be a good sOl,lfce. 
tive services provided. However, if this is notpossi
ble, . there are alternative ways t() staff the volunteer 
program on a begiriningor interim basis:' . 

.Part~time, paid volunteer program administra-
tOr. 

• Using an existing staff member par~~tinie; 
• Creatjng a new ,part-time paidp()sition. 
• A volunteer (non-paid) volunteer program ad-

ministrator; . . . 
A drawback to the part-time volunte~r program 

adOlinistratorapproach is that the· staff member's 
time devoted to ~his important function,' will 'conflict . 
with other job demands Or outside· interest,s. A1so~ 
designating this position "part-time," whether paid . 
or unpajd, irnpal'ts a sense of lesser importance about 

· the volunteer program to other staff members, In 
, most instances where part-time administrators have 

been\lsed, volunteers were involved primarily in pro
gram ,enrichment' or suppleQlentary activities with 
$cant pariiCipation.·inplanning, policy-making, and 
sysfeltl IDOIiification. Under this arrangement, com
munity education is a chance by~productof direct 
servIce activity and not a consciolls, planQ.ed effort. 
. till! voiunfeer . (non-paid) . program' adminIstrator'· 

· m.ethod ,has· been, used. with. varying degrees· of·~uc- . 
cess;'lts effectiveness ··cle~nds upon recruhing a 
• yolunt~¢r with the skillsne<:essary to develop and ad ... 
:mjnistrate.iquali~Yvol~nteer program. This person 
In~s(also haveen()ughtim.e to ,devote 'to these tasks 
)I.rtdbe,'~bl~to make acorrtmitrpen(, p( sufficient 
· length ,tQ insure.' fil,miliarity with agency program· 
,met"Q.ds:aO(J·st~ff, and 'to aliow deyelopqtentof an . 
effective ·vQluJ\teerplan.TOjsapPfoach is most suc
cessfulwhen tbe: person selected has extensive, ex-

" ·petlen.(:eJllcomm\lnjty, CivicilQ.dvolunt.~r·activities. 
~/;:i;, ........ · .. ;'pne;goodpotentia)sou .. ce for 'a'qualifjedvolun-
:)';:ii;< "·:""'J~er;;(nQn.p~j~lprogramadPtinistrator 'js • private in-
i;,.'" '., ........ ~:',;:'d~stry;: Many .cQrporiltiQQshave lo~rtecl~"ecutjves to 
z'~", : ,)' :wodlj~~it~"¢olniri\lJlity~orient~d agen(:ies,witli r.:' "Y~~2,;,' ",,,.,,; . '. .' '. ' 
~;y.:."~ ',~ ",.' ': -~~~;.:.!,~.-~:".~, 

ii~l~t~~~;;i;~~ji;;;0S';i;j;,,;\~: 

However, a noteof,caution: A non-paid staffer in 
an ()rganization of paid positions, in our society, gen
erally accrues low status ~nless factors dictate other
wise. Countervailing influence, such as the person's 
prestige in tbe community or techniq~es applied by 
the agency (proper job title, placement upwards in 
the'organization chart, clear directives from the chief 

; executive) can ameliorate this. problem. Also, the 
. agency seeking a non-paid., volunteer program ad
ministrator should recognize, that it is placing heavy 
cleman~s on a person without the usual. remunera
tion. Other rc;.wards or reinforcements are necessary 
to provide continuing motivation. 

These alternative methods of staffing the volunteer' 
program administrator's position should be used 
only when a full-time, paid position is impossible. 
Everi then, this interim' arrangement should· not be 
seen as tl)e.ultimatesolution. However, the .interim 
staffing arrangeI1lent might behworporated (on Ii 
paid or non-paid basis)into the long rangt: pianoy 
making that person ,a permanent part of the volun. 
teer program staff . . 

C. Skills Requir,dof a VC)'un_e,,, Program Ad~ 
. minll$tra_C)r . 

Traditionally, staff members respohsible for Jhe 
management ofvohinteer programs have been~e
ferred to as "voluQteer coordinators. '.:ilIistorjcally, 
~nd in Qlost instances to~ay, dutiesp'erformed by . 
most vohinl~er coordinators. are essentjally within the· 
realm of 'program enricliment. As such, VolunJe~r co-
9rdin~tor.positions 'are usually found.severarl~y'ers 
beloW il)etop.plannin~ 'and administrative. lev~ls~in 

. agellcies> ~Ild. arenot.consid~red an iIlt~gralpart of 
th~:deliverY system. . . ." . . . 
·.Anag~ilcY\vishing to estaplisban effective volun~: .. 



teerprogram' must be prepared to: make' the' 'saIrie 
level'of cOn,tmitment, to, .the' voltniteetprQgram'as it, 
makes'to ~he gen~raf pr()fessioriaIseryi~es provided ,',' An orientation of regular: staff to the '''Illu¢ of 
by the organization. This means 'that the volunteer ' '" volpnte~rs a!1q to the variety and, differeil,ti~(ilses 'of 
prograrn',must.,be administ~rep'by a volunteer prQ- YOlunteers,kim essential part ofpreparing'anag~licy 
'gramacliniriistrator who should be considered part of fQhinew volunte~rpr()gl'am.Thisshoul~taketh¢ 

"theagency managementteaIll' '" ," "" ,formofarequiredin-servi~etrajning sessionprlotih 
As ()utIined in the Moqel 2 Organization ChaJ;t, the ,implementation'of theq¢wprogra~. Miinyvoluqteer 

, po~ition :should be located ~t the top' pOlicyaruiplan- programs have f~ledtomeet their' full potentia~ par-
\ ning level within the organizaiionandshould be tiallydueto staff.teslstance.This prQblem,bmost 

1, filled by an individu~l skilled in the area' of manage- eatiy OVercome by ,training staff in the use of volun. 
,mente: candadmjnistration. The volunteer program" teefs "before iheycome,. thereby heading off staffJ;~-' 
director must be involved in top level staff planning sistance before it begins. . ',. ",. ",' 
meetings and' participate in' deveJopingagency goals' However, jf staff resistance does' persi~t; 'the ad. 
and objectives. He must be informed of service needs ministratol"s first task is to identify itsriature and, 
and gaps and general agencyproblems,and he "must source. It may be attributed to a'lacI(.ofsta:ff skills. 
be expected to contribute to their resolution., for supervising volunteers; an uncertainty, about the 

Specifically, the kinds of. skill and knowledge capabilities' ()f volunteers Or the respective; r,olesalld; 
, needed by volunteer program directors are: ' , responsibilities ,ofvolunteers~ndstaff ~rstaff 

• ,General mahagement and administrative insecul'ityapout their own jobs/inalllltesecase~ th,e 
skills, including the ability to' conceptualize resistance is best met by facingitopenlywlth ongoing 
problems, organize materials, speak and write inservice and, orientation training specifically geared 
effectively, make decisions. toth~source()ftheresistance. - " "', ','",' ' 

• Knowledge of problems, practices, and "cul- The content of ,this training will vary,but wherever 
ture"'of the system within which the pJ;ogram possible it shol.d(jpe integt~teq,i!1tothe' agency's reg-
operates, i.e., juvenilejustice. ularongoirig inservic~ traiQing;. Wherever possible, ' 

• The apility to work with different people techniques' ()fgroup 'discusSions,felle playing, sem-
effect.vely ina variety of settings.. iriars, ~udi6/visualaids,etC., should be utilized to 

• Knowledge of community r~sources' and a mak.e the tnlinhJgD1oreiIlteresting~ridattractive. T() 
commitment to the use of volunteers inprovid- enhimce,creditability, ,;experienced' staff:and VOhlD~' 
ing services'forthe agency's clientele. teersrilaYc()Ilquct.tJ:Jeseprograms;. . ." '. . , 

• ,Commitment to the concept of community 'In. addition, training in theus'es and supervision of 
change for both' preventi()n.andtreatment of volunteer~ should, be' incorporated into theorienta~ . 
social problems; , tionofaUnewage.tpy, sta:fC;Tqe Na~ional Advisory •. ' 

• , The ability 'to think creatively and the psycho- Commissi90 . on .' Crirninal, " J \lsHce "Stailda.rds ,~~d',-' 
logical security, and maturing to take reason- Goals 'recommended that .all 'correctionsagenc~~ 

.: (1~le risks. .',. . taJce immedi~te' steps'to planalldiJllPJe~ent()ri~nta~ 
• Knowledge oftechllica.l aspects in admipister.; .t tion'programs'for staff. 2 This recommendation' h~ 

ing 'ayol\1nteerprogram ;(e~g;,,-recruitment; peen~tr()hgly' sllPpori~d"~ythefiIldil1~sl:\nclfecom~ . 
sel~ction .. training,,~tc.). ", meIidiltions: ofYario\1s PresidentiafCommissionsand 

~',A.ppreciation ·of'and commitment to.Pfogram "n~ti()h~'st~ri4ard~ettiQg()r~aru~tiQlls: .. ~ibej\lye-" 
monitorill~,evalua.tion,andcltanges based on nile justIce field. AIl'Ilew~emplo)'¢es(proJe~§hj~"~, 

. "'gata.1) .' " ".', ....: : 'secl"et~ri#l, foodserYi~e"rP~b)teIl~Ilce';,medic~" 
The' volunteer ,program director. selected, on the educ~iit:mal;.busiIie;s~m.~~~genlerit{~t~:-) 'sh~uld::~~:' : 

.. basis of. these criteria Shppld' be'~l* t~' provide require,ci to ~~i~q~ tt1e:~ .. i~p!ati?~~es,~iQ~s)~~')~~'j . 
ade"uate,lea~ership iothe 'deyelopnientand Qpe;a~ P9r~I.1t, Plll'~,'()f)he:QPent~t1()nprQ~ra.D1;sh()ulcf.,,,e:! . 
tion ofa. successful .YoJullteerprogram~assumilll~,d~rectedt9Wardacq1J~iritingnew ~taffmei.nqers,wi~lt' 
'ofcQurse, 'rea$onaPl~h;OQPeration;'from tlte'agency: ttle volunteerprogr$'.:,'\< . " , ' .. ,','" ,,!" ' . 
. Much of ,tltiscooperation \Vill,dep¢Q4 upon his skill; • , ....... It. is' irnP9r~~~tth.~ts~undpIa~niriggo;i~toA~¢~4~'< 

.. '-

, WheJ;evoluntee( programsalreadyexist,'~he.diiet- ." . ing'wltj~liaspe(:tsof the'y.()lunt~~~()~~am,J();:pte~· 

'. ,'~'!Itji~!J~~~!~~gr~mS'Should ~e·tr~i~ed'in·'ih~.,aJ;eas ,.' ·~~i~ri1a:~~~:~!i:~n~a~h;;~-~~7;;«~:N~~~~it~~~,~., .,:-,;,.;~'.rJl 
, ., ,.-,.,._~'. r c:\ :',~::' :;(,~/~~'~::.;:i~~ 

~" • g '/'~:::.,'~: •• .',',!. ,". L· -, 

, <.;}p,,;c;;;~;i~ 
.,,' . • .'. . ... " " .,' >6'~ > :,'::::;;-,:,;,'~,.",:,.,';.,-,::",'"",:",:,;_,;,:,'.":;, •.• ",;.,.,.~,,.,';',~,-,,!.,.,~.~,,'~,-""'."'""~.;,~'.',~,.,:,i,'",I,,, .' " ". -.:'''' .,,'; )~.,.; ,>~ .. ~~L~:C~;~:.c \::,:; ,:~': __ ~:'«~:<\":~·.:.'.f: . :\~~~.~·;:t~~'.~;~;:·-.. J~ 'f.>: )'L:.;~3~Li, ;\ ;,:.)~~:~,{: ~"~.:': :\,; ~ ,:c ; '. ",-.. ; _"r~. -;',_,~ 



-,. '" ~t~' , 

'thedeyel()pmentofC()lls~r\1ctiveerhployee attitud,es. 
>:,;iotr9d\1Cing ~h~ volunteer program during oriellta
'Hon, WUfhelpinsitre.thata)1 neW agcmcY,staffnave the 
saOi~ 6asicinformationan,d understimding about the 
prQgr,aQt; its purposes and implemen~ati()n. It wili 
~pnveytonewstaffm~Dlpersm~nage~ellt's commit
ilient. ,to the volunteer ·progra.m. Also, it wmas~ist in 
en'listing, the"support of new employees: for the pro-

....... ' . "'.' >,;'., :, ", 

gra.m. 
, rtegardlessof the agenc~'s size or complexity, the 

()riClitation of new employees to the volunteer pro
gram should include, but not be limited to, the fol~ , 
,lowing: ." ' " ' .. 

e:Tite!lgellcy>sphiiosophypertaining to the use 
of volunteers.' . ' 

eExpl~iningthe goals and objectives of the 
, volunteer program. ,"' , 
e Higl1ligittingthe relationship ,between the 
. yolunteerprogram and the goats, objectiv~s 

and services Of the agency . 
II, Highlighting the techni~~I' aspects of the 
',volunteer program" and the responsibilities of 
staff. Titis should, include 'explanations of' 
,volunteer recruitjng" screening, orientation, 
job assignment, ,training, supervision, and 

, ,program eviduation. 
• Identifying, some of ". . . the comm()n mis

conceptioJls ,or 'myths'aboutvolunteers;"3 as 
follows: 

1. Volunteers are not dependable. A plethora of 
existing volunteer programs demonstrate, the reliabil~ 
ityand dependability of properly trained and super
vised volunteers. The volunteer programs of the Flor
idaJ)ivisionofY outh Services;, the Hennepin County 
Department ,()f Court Services (Minneapolis, Min,. 
nesota), the M!lrcopa County, Juvenile Court 

, (Phoenix" Arizona), and 'many: other demonstrate 
thatvohmt¢erscan6e recruited and 1c!lined to per~ 
form any' taskin,aneffiCient anderfective manner;. 

Wlijle :jtjstrlie that voj\1nteers are not Paid'and 
:tha:~ th~y may work OJlamore limited thnebasisthan 

, .profe~si()nar st~ff, experience has sh()wilthat 
c: ':ageri~lesc4J1 expect the same khidof performance of 

'yolllnteers '~'~'" tJteyqo Qfpaid staft F()r, example, the 
HennepinCouniyp~partment of Court Services 
lPlpiemente4, as~~ial proje~t designed~o: ' 
'. ".<. " re.;ruit,select;and, trairr 3Q volunteersto' 

e()nd!lClpreCi'Sposition reports and' present 
'tbem. to thejtiYeniIe court. ... 

~. ~'.; .. J~rl.l,it.f~ele~t; andtr~in v()lunteers toas~ 
"sist '. in" tit~",impn>yement anddeliyery,' of ju-
;Yenil¢ iriiake /ie~vices/'4, " '''",. . ' 

''I Qlunteers.rec~uitedfor the, project \V~re required' 
-., , ••• - '.' •• ' ," '. " ,', :', _ " ~ " c. • ", • . ' • • ~ 

h
' " . ,', ,~;, f' 

to make" .' a;1 ree-year computment. .•. 0 

time to 'the agency ,were expected to participate in a'n 
intensive fiv.e-month trainillg prograiJt and ". " tp 
conduct. . one : pre~depositionhearing (report) at .'~, 
time.' Only <tour' volunteers dropped ;out' during the 
fir~t 17monihsof the project; the turnover rate was 
less than that {jf p~idstaff. 6 Also, the volunteers 
prod\l~ed predisposition reports that met all require~ 
merits'of the Juvenile Court and the Department of 
Court Services. 

In essence; 
" ... volunteers (can be) held accountable in 

'essentiidly the same way as professional staff, 
through ongoing critique and supervision. Like 
professional staffs volunteerS' can be hired and 
Jired. They perform their tasks well because they 
are motivated to do the best job possible, not be
cause of economic reward. If volunteers do not 
perform the tasks assigned, it is usually because 
they have not had the proper supervision, train;. 
ing or both, or a meaningful task commensurate 
with their ,ability. JJ7 ' ' , . 

" 2. Volunteers are not needed. The ~riminal andju
)\v~Jlile justice systems will never have enough profes
sional staff, facilities and economic support to meet 
the demands placed on them. Volunteers are needed 

. on that basis alone. In addition, as volunteers be
come illvol~ed, they become knowledgeable about 
the problemS of the juvenile justice system and the 
needs of its clients. Their experiences can often be 
.translated into effective citizen action designeq toim
prove inequities in the sYlitem and to upgrade serv~ 
ices. 

3. 'Volunteer.s will eliminate professional po
sitions. According to' recognized experts in the field, . 
there is no indJcation that volunteershave eliniin!lted 
existing professional positions. It is qu~tepossible, 
fJ;om time to time, Jhat volunteers may well eliminate 
the necessity to hire additional full-time paid staff. 
Administrators should talee ady;,mtage ot these 
'opp()rtunities. where pO/isible. This is sound in~Qage .. 
ment and, indicates concern 'for cost. effectiveness~ 
Ov~r the long run, the cost-benefit 'ratio wijl~e ~igh 
even th,oughH)~ in,itiai efforts of implemelltation . 
may be costly for the ' agency and maytequire asub~ 
stantialinvestment Qfreso\1rces.·· ' . . 

4. Volunteers cannot be trusted, to handle con
fidential injormallon.Tllere is noevidencc to suggest 
~hat vol!lnt~ers are, any less reliable than staff.in ' 
handling confidential information.' In the Hennepin ':: 
County'Department; "of.Couit Services.' Projech 

, volunteers were. trained 'to prepare juvenile court so .. ' 
"Cialstudies'~d to.c~nd\lct intake interyiews;. Sim~ 

-"":., ,:" , .. ' .,''': :'.' ,,'f,"_ ':.' ,,; . !- c'} 

" 



. '~,' .-;, 

'. i1~rly,jnWqrcester, ~assachusetts, volunteers Were 
trainect to prepare co*t sQcial studjes. These,and 
other,. responsiblevolllnteer programs :elsewhere 
clearl}/document the fact that'volunteer~' treat con-
04ehilal information responsibly. '. . 
"Wherever possible, otientatiogmaterials for new 
staff members concerning·. the . v()lunteerprogram 
. should be reduced to writilig,in~egr*ted into tite gen
eral· agency operating manual given to all new. em~ 
ployees at the orientation sessions~ These orientation 
sessions should be conducted by tpevolunteer pro
gramdiI'ector and his··staff. f{owever,. it is equally 
important' that the administrator or director of the 

. agency,along with other top level administrative 
staff, pa.rticipate in the orientation sessions. This will 
communicate' to new employees the importa~ce of 
the volunteer program. 

i;. DesignatingResponsibilities 

If volunteers are to engage in a variety of activities 

\Yit~inan orga.riizatio~ of any size orcdittple~ity, ~he:.· .. ' 
questiflD, "Who'isre~ponsible for wh.~t7", .e~~rges '\. 

fre.~ue. otl.y, I . .f vql.un.tee.rs .. ar.e. t.o.'.e. nga.ge .... In ac .... h. ~It.lesa .. ·.t .• · "/. i 
va~lous levels wlthm thea~ency, the.~ue~u~~~ ~e; /. 
come~ even more complex andfrustratmg toal~con- ," 
cerned. One way: to examine. this question: and de
termine responsibility in sonie logical fashion is to ' 
plot areas oLvo[unteeractivity .and. areasofstrlJl 
responsibiliWiil a grid similar to that pictured in· 
Table ~~ . . .' . . ,2; jI . . '. il.· . . 

• Make certain that the objective tolJea.c;:hieved 
is . clearly understood by all' parties, and is r~~ 
duced to writing. . 

• Determine the section of the agen~y in which 
the activity will oc~ur and whichstaffniember 
will have the final decisionmaking,responsibil-

o .', (, 'lot 

ity for it. .. . 'c 

• All Staff who will be ·affected by the program 
should have a voice in its. plamiing a.nCi imple
mentation. '. 

• The sta'ffwhO ~HI be .working directly with 
" ' • ,1-, 

Table 2.-AREAS OF STArF RESPONSIBILITY AND VOLUNTEER ACTIViTY. '. 

(J Volunteer ACtiVity 

~ 
~. 

~. 

~ 
6 ". ~ 

:So 
:9 
~'. 
Q 

~ 
,Q:; 

~ ... 
rIl' 

.:,' 

'Volunteer 
Program 
Planning 

Recruit and Select 
Volunteers 

Assign 
Volunteers 

Orient and Train 
Volunteers 

Cons\lit~tion to 
Volunt~rs , 

Supervision 
of Voluntee~s 

Evaluation, 
o( 'Volunteer·· 
.Pro~a~ 

Direct 
Servi~es 

Program 
Evaluation 

Progr~nt 
Planning 

Resource 
DevelOPment 

Community 
Interpretation 



,> ' 

respoq~ible : for . their 
su.,ervisioQ.. . ..' ". , 

. -Iiecl$lonmaking withtespect to any asPect of 
yolunte~r ,program planning andhnplementa
tionacdvities'sh'ould belocateP' at the lowest 
possible organizational level within the agency 

• ··.(i,.¢.:supervision· pf volunteers in .direct service, ' 
.~ctlvities·> should r~st.,· .. with. Ii,ne. 'p~ofessional 

, staft). 
Two, ex~mples are shown in Table 3. Jileactlin

stance. the underlining :;denotestlie staff' person pri,. 
marily responsible forthe ~cti'lt ty . . . , 

. ~ ... , .• . ~*;".I . .,.; .~.~ ..... ~ ... ~}.,. I I~ ~~''', "ra,: • 

Table 3.-STAFF RESPONSiBILITY FOR VOLUNTEERPROGRAM ACTIVITIES 
, ,')'.... ' - -. ,- ," ~." '. , ,'. . . " 

'l;"Q:~r: ,i~: '" ~~~~;;~: ~:: ~~::'~:~~~; t~n~:i~~et;'~~~~~i~r~lj!~bi~~~u~ni:o~~~~~:~s f:~~~i~~!~~t ~!~~:~~~:a~~;~~~~~~~~::~~ se.rvic~)., > ; 

'Volunteer Activity 

.~ .' _ .. 1 
, ' 

• ' ." . 'Voluntee~' -. -: . 
Prognim 

, Planning 

, Recruitalid 
Select' 
Volunteers 

Assign 
Volunteers 

Orient and 
Train 

. ' Volunteers 

Consultation to 
Volunteers 

. Supervision 
, ~ , 'of V QiilDte'ers 

Exampiel 
'Direc~ Services 

~ "~Assist(lIiiDr;eCto;', FieiiiSer';ices: ' 
Dire~tor of Volunteer Program, 

; Supervisor-Fjeld, Line Worker-Field 
and Volunteer. 

Volunteer Program Director, Assistant 
Director-Field, Supervisor-Field, 
Line Worker-Field, and Volunteers. 

8I!Perv.isor-Fie{d, with help from 
Yolunteer PrograniDirector and Line 
Probation Staff. 

Director oj Volunteer Program. 
Training Direcior, Assistant Direc-
tor-Field, Services, Supervisor-Field, 
and Line Worker-.Field. ' 

Line Workers, Supervisor-Field, 

, tine Workers;Supervisor~I:ield:' 

Research Director, AssistanlDirec-

~; 

' . 

Example 2 
Resource Development 

Assistant Director, Institutional Services, 
Director'6f Volunteer Programs, Agency 
Executive, Volunteers, Supervisor-Institu-
tion, alld Line Worker-Institution. 

Volunteer Programpirector, Assistant, 
Direcfor~Institution, Agency Executive, 
Supervisor-Institution, and Line Volunteer. 

Assistant Director-Institution, with help 
from the Volunteer PrograIl\Director,,' 

Agency Executive, Director of Volunteer 
Program, Assistant Director-Institution, 
Supervisor-Institution, and Line Worker-
Institution. 

Supervisor-Instiiutlons and others. 

Supervisor-Institutions. 

:-

Research l)irecior, Assist.am Director, ' 
Evaluation 
of Volunteer 
Program tor-Fir.ld Service a~dall otlier agencysta(f. [nstit~i!on Director and all other age!1cy staff. 

". '. 

, ,,<,F.VC)llfnte,r Supervision ' 

,As notedlriTable3, responsibility for supervi~ing 
,'. y()Jumeet~ i~*legated an~assigned to staffmelllbers 
• wl:lQwiUbewor~ingdirectly with :them.Supervision 

.:'. " .. " . ,o!V'0Iu~te~r~s,h90Id:"ot be thefullctionofthe,volun~ 
",,' ,·t¢erpr,ogram<1irector . (See Paragraph A,"Organ~ 
:. . ...• ,:" lzation:an<1'SerVlce 'Models " •• for "VoluliteetPrO" 
~X:t:8rams~');'!: I, '., ",".. " 

y,h .' .... :'; cQIl¢ ;pf'.the mostsignificantproblem~ in volunteer 
X;;;;)::";' ': prQgraql~)s tfi~tsUt(r'IllCk$kiUs' ii1'supervisi9n;t~is 

, .' 

ofa study of the HellnepinCounty Department of 
Court'Setvices (Minnea.,oIis, Minnesota) illustrate 
this probleniand what .can be done to correct it; 

" "the Hennepin.County study, .aftercompiling 
information froiri,volunteersandprobation of
ficel's'(ona numberofque~tions cOncerning the., 

'adequacy' of supervision)' drew the foll()",ing 
.". conclusions.. " . - ., Z0 '" .. 

'~'C()ncJusi()n L~A ;elativelylorgepercentage oj 
l/:re pr:!Jp::tion'$lafl invoNe,d. in.:. (/:restudy feel , 
they: are :ir;adeql,latelyprepared to supervise . 
;volunteers;" (1 ).8QO/o. felt that they didrjpt.com-

, ,,' pleiely'; \ln~ersuilld '. tlt,~ir·· role ',' e~peCtaH91l~' . as 
;~,A $,u'p~ivl$?rs~;(2).' . .70.O/o.}elttltat~hcwn~ed~d ,a~:. 

'0·: 

..•. 
, ~ 
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9ith>nal trafning to ~«;iequately supervise volun-workers do, noi qeces~arilymake good superv~sqr~. 
,leers. (3) 680/0feifthey didn't totally under- This should not be surprising giyertthe itumer(>u~ 
stand how to fill out v()llJDteer request forms, '. examples of good direct" service w()r~efs (probation, 
and (4).730/0 felt they could use some training in officers, child care Workers", intake'. staff~parole' 
giving volunteers, information on comrilUnityre;. agents, group counselQrs, etc.) who have assumed 
sources. sllpervisorypositions without having the required 
"Conclusion 1I.-A relatively large percentage ',' skills. This situation resulted in'po()r performa:tl~ein 
oj the probation stajjinvolvedin the study are ' their new positions. Where volunteer programs are 
not adequately carrying out their role working already inexistence. but no supervision training has" 

'with'!'v,olunteers. The' foliowing . questi8nriaitel'~!:b'een provided' to staff, such instruction should be a' i ~ ;1' 

findings support this conclllsion: (1) 750/0 had priority. 
no direct. contact with volunteers during the last It is important to note that volunteers need and 
month. (2) Only 11 % participated in goal set- 'want guidance in doing their work. They want t() 
ting with each volunteer concerning the pro-' . grow and improve their skills and performance. Just' 
bationer. (3) Only 33% had discussed volun- " as paid. staff; volunteers need reassurance and 
teer's function as a "team" member. (4) None positive reinforcement. They want to have their per;. 
of the probation staff had strongly. encoQraged . formance evaluated and to be assisted in areas where 
"theirvolllnteers to participate in in-service train- improvement may be necessary. 
ing duTing the past month ... (5) 48% felt that' To provicle these services to volunteers it is recom-
problems c()ncerning client or supervisor were mended that, at a minimum, supervision training for 
not discussed candidly. (6) 495 felt they had not staff should include the following: 
received adequate feedback concerning their • Job clarification and objective-setting. In-
performance. (7) 750/0 felt that the supervisor structionin these procedures will help insure 
did not adequately participate in joint goal set': 3,'.' t!:tat both the supervising staff member and 
ting. (8) 78%, felt their supervisor had never dis- volunteer clearly understand the job to be per~ 
cussed their function as a "team" member. 8 formed and how to .do it. This process will 

Based on the above findings, it is apparent that any minimize potential problem areas by chu:ify-
serious volunteer program should have a staff train~ ing:' . 
ing commitment equal to its volunteer training • The volunteers specific duties, responsibilities; , 
commitment. and authority in performing their tasks~ 

,"The problems of staff resistance, high vol un- • The responsibility of volunteers t() attend in-
teer drop-out rates, and volunteer discourage- service training sessions staff meetings, sp~cial 
.ment are directly related to the type and quality;",.'~, , training sessions, etc. 
()f supervision the volunteer receives. Many pro. • How often the volunteer' and .hissupervisor 
fessionals working in a direct service capacity do should meet and what is to be discussed.' . 
not understand or have skills in the area of • The responsibiilty of volunteers' to complete 
supervision. Particularly, professionals are de- necessary' 'report' forms and' .data 'gatherilJg . 
·ficieritin assuming the role of a 'supervisor, 'a..ct,. instruments. 
ingas a teacher and consultant, and inmovng • How to evaluate performaqce. . 
. the volunteer through the prOCess of job clari- • How to serve as a consultant andJeaclterand 
fication . and objective-setting and in being able assist in upgrading the skills of volunteers; " 
candidly 'to 'eva!uate tliev()lunteers'per~. "One significant aspect ofvolunteer-worker-s4per:'. 
Corinance. 9 ; . yisor relationships oftenoverl()ot<e~L is thevolun-

Before volunteers are intrOduced into an agericy, teer's c()lJtributiQn tothejob being done by th~ paid 
~teps sh'Ould . .b~ taken to insure thaL staffar~ worker orsllpervisof . The receptive work~rot~uper-
,equipped with theskill~'l() work wHh ap410rsuper~Yisoi:can learn much from volunteers.(jf~el1 voluq
vise.theIIl(depeilding on wharthestaff-volQnteet'" 'teer~ discover infcmqatiol19thave insights',and s~ms . 

. -,relationships wiUbe).Staff shOUld be trained to.prQ~ '. that can be . useful.' to worker~ 'and supervisors7if 
, ,vid~:voluQteers: with guidailce\direction',traiiling and :volunteers are .eric()u(aged , to' sQar~.these·¢Ql1tri .. 
, evaluation; it ca.nnoi be : ass4ni~d as JhelJennepig· ,bu~ion$arld' ifth~wor~er or sllpervisoris>~apableof 

COQntystudy o,it supervisJ()n$hows~ .. tbat:'profes~'.. ,.~~andling tl1em,Y91tiilteers.may~011~~e baSis·ofdif~ . 
. ;. sionalstaff wiIlaQtomatically,beable to'wor)c 'with ,:fel'entperspectiv¢s,"P~~,t~xpe,riel1~e~, .• 0t~iffe~~llc~ '.~" 
·and.Jupervise :·\roilloteers.·~ Good; direct s~rvice· ¢xppsureJo th~ ag~~~y, ~tQ8ram;· •. se~quit~ d~ffer¢,,(;< • ,-' :; 

-'j;-;" 
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ways that workersorsupervisorsmight do their own 
,jobs. To mak"e ,thil! 'possible, ,the agency climate 
should be such that volunteer suggestions are' not 
'threa(enirig to staff. ' ' 

NOTES 
" ' 

I. Dircei 5~rvice staff refers 10 lhe agency worker who has'dh:ect conlact with the ~lientt 
i.e.,·de~nding upon l~e agen~y or imil wit~in an agency, it would ~e the probation of· 
ficer .. child care .worker, :pa,role officer t, etc. 

'Na!ional Advisory' Co":'missicin on Criminal Ju.tice Slandards and Goais, Cor-

reetions (Washinglon, D;C.:'Governmem Printing Office, 1973" p. 494. 
i Heallh and Rehabililalive Services, Standards arid Quides, p. 13 .. 
• Depallm~nl of Henn~pin coumy' COUll 'Service.,A Team Approal:h (Minrieapolis, 

M,mlesola: HennepinCoumY,1972" p. 3. 
, Ibid., p. 35. 
• jbi!i., p'. 35. 
, Ibid., p. 37. 

'. Inl M . .sc~Yt'ariz, Dep~rtm~nI of Court Services; Volunteer Program Survey (Un·

published survey, Hennepin CounlY, MinnesOla, 1972) cijed by ivan H. Scheier and 
Judilh Lake Berry, Quidelinesand Standards/or the Use 0/ volunitersin Correctional 
Programs (Washington, D.C.: Governme~I.Prinling Office, i972), pp. 56-57. 

• Ibid., p. 57. 



CHAPTER VI. RECRUITMENT 

Where volunteer progr~ms are contemplated or are 
in existence, the issues of volunteer recruitment, 
screening, orientation, training, and assignment 
occupy great importai~ce in the minds of juvenile 
justice professionals. National, state, and local con
ferences, workshops, and seminars have all devoted 
considerable attention to these issues., Program ad
ministrators demonstrate their concern when they 
ask: 

• Can we recruit volunteers to perform a certain 
task? If so, how? 

• What is the motivation of people who volun
teer? Recurring concerns are raised by staff 
with respect to the motivation of volunteers. 
Some professionals feel that many people who 
volunteer are basically self-serving, attempting 
to meet their personal needs at the clients ex
pense. 

• How can we expect volunteers who are not 
"professionals" to really help the troubled 
people that we are responsible for serving? (It 
is not uncommon to find examples of staff 
developing elaborate and extensive' orienta
tion/training programs in an attempt to teach 
volunteers "all there is to' know" before 
assignment to eliminate possible mis takes.) 

These "problems" have absorbed, far more staff 
attention than can possibly be justified by their rel
ative importance. Dwelling on these concerns diverts 
the administrator's attention from the far more 

-important issue of how to fully and best utilize volun
,teers talents. 

It is the opinion of the authors that in some in
stances these questions and concerns indicate staff re
sistance to the use of volunteer-s, and reflect a lack of 
support and cOnfmitment to the volunteer program. 
In these situations, for example, it is not uncommon 
to find that criteria for the recruitment, screening, 
orientation, training, and assignment of volunteers 
are more rigid and stringent than the criteria for pro
fessional staff. Often, these rig~d' criteria an.d the use 
of devices such'as psychological tests, written 
examinations,. book reports, etc., are nothing more' 

, thlln obstacles designed to screen out volunteerappli-

.. ' , • I . 
,.":'C'?,. .• 

cants or to test their level of commitment. 
It is important to insure effective quality control 

for the volunteer program. In this respect, a sound 
principle to follow is: If an agency has sound and' 
successful procedures for recruiting 'and hiring paid 
professional staff, then. it should applyihe very same 
procedures to the recruitment, screening, .orienta
tion,and. assignment of volunteers. In fact, it would 
be better if juvenile justice agencies designed their 
volunteer recruitment programs to attract imd 
"screen-in", not "screen-out", volunteers. Pro
grams and service needs are sufficiently varied to 
provide volunteer opportunities for almost anyone 
willing to give the time. 

It isimportantlo remember t~at effective recruit
ment, screening, and orientation efforts also serve as 
an important "selection process". Some individuals 
interested in volunteering will eliminate themselves 
from consideration when they learn about the pro
gram, its requirements, and what would be expected 
of them. Consequently, the number of volunteerr< 

, applicants who would have to be rejected as totally~J 
unacceptable is quite small. 

In essence, the issues of volunteer recruitment, 
screening, orientation, training and assignmen,t' 
shouid be seen ,as a continuous process leading to'ihe 
effective utilization of volunteers il1 some capacity. 
The capacity may be a direct service function; such as 
a one-fo-one relationship with a client, or an indirect 
service function,. such as helping a program~"ad
ministrator plan the expansion of services. The 
nature of the volunteer's intended job should dictate. 
how an adn'linistratorapproaches the task~)' of 
recruitment, screening, orientation, training, and 
assignment. . 

Since these tasks are part of a continuous process, 
it follows that separate parts of the process mayper~ 
. form multiple functions. ForeJ!:ample, orientation 
sessions can, in part,:be u'sed.as a,Screening device, or 
voluJiteef' supervision could be utilized for in~service 
trainingpurposes; ;:;. " " . . 

The Marcopa County (Phoenix, Arizona) Pro
Qation. . Department Volunteer '" Program 'has 
,developed an orientation program which takes pla~e 

1 . ' . 
\'. ' , . ,'-'- '. 
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over three corisecutive evenin,gs. This program brings 
'the volunteers together in.a group setting to: 

• Inform the'~ about the juvenile court system; 
-Familiarize them with probation services; 
- Make them aware of the types of jobs 

available for volunteers; 
- Describe ~ to : them, in a general fashion, the 

juveniles served by the Department; and 
Increase their awareness of the elements 
important in establishing a helping relation
ship. 

Thistype of orientation accomplishes several func
tions. Since it is held on three consecutive evenings, it 
serves as a sekiction process to help identify those 
volunteers who are truly interested and committed to 
'working in the court setting. In some instances, a few 
vOJunteers will "de-sel~ct" themselves from the pro
gram after one or two even~ngs because of the initial 
time demands of the sessions. Also, because: the 
orientation is comprehensive, volunteers are given 
sufficient information to facilitate their decision to 
devote time to that particular agency and program. It 
provides them with facts about volunteer exper
iences, along with a clear understanding of what is 
expected to them and what they can expect from the 
agency. Orientation can serve yet another function: 
because volunteer program staff are able to work 
with and, observe the potential volunteers in a variety 
of situations during these sessions, orientation can 
contribute to decisions about potential client-volun
teer. and supervisor-volunteer assignments. 

Itwo.uld be helpful for the reader to keep this ex
ample in mind throughout this section. Although 
these procedures are examined in detail individually, 
the process itself is fluid and dynamic. Each step in 

. the process impacts on other steps, either enhancing 
or detra<;ting from the entire,process. 

There are two primary ways to recruit volunteers: 
(1) generalized recruitment; and (2) goal-oriented 
recruitment. While each of these methods has merit 
on its own, both should be incorporated into the 
volunteers program. 

• A. Gene~anzed Recruitment Efforts 

Oenenilized re~ru.iting for the volunteerproram 
consistsoft~ruitingon a mass basis through bro
chures and literature, speeches, public service an- ' 
~()uncemei1ts (}nradioand TV, advertising in news-

,p~pers, aildby ,word of mouth. These efforts are 
, aimed at the brolldestpossiblepublic audience. , 

But evenlhough' the rna!!s medi.a is. employed and 
, . " '. ~ 

efforts are geared to a large audience, the content of 
these recruitment efforts should be specific and pur
poseful. In addition to the guidelines for recruitment 
outlined in Paragraph C., General Principles

c 
oj 

Volunteer Recruiting, the following tips are recom
mended for recruitment presentation: 

-Highlight the important contribution yoluIi
teers can make in upgrading and exp~nding 
services. 

- Highlight the full range of available volunteer 
opportunities. ;.,;l";, 

- EmpHasize the'various agency resources avail
able to a~ist "volunteers and stress that they 
will be included as part of a team effort: 

Though aimed at a wide auqience;:~generalized re
cruitment efforts should be self-sel~Ctive by design; If 
the message communicated.about the program is spe
cific and includes ir)formation about volunteers' re
quirements and expectations, then only those who 
feel they can meet the obligations and commitments 
will respond. 

The efforts of the Volunteer Services of Kalama
zoo County Probate Court Juvenile Division offer an 
exampl~ of good ,generalized recruitment. Volutlteer 
Services, Voluntary Action Center, and' four other 
agencies org~nized a labor recruitment drive thatfo
cused on specific companies in the Kalamazoo area. 

~ The companies management and labor leaders were 
involved in planning and implementing the effort. 
Briefly, the program consisted of recruiting'company 
personnel and informing them of the need for volun
teers and ways they could help recruit volunteers 
from their own ranks. The company "recruits'" also 
received training on the gQ§lls and objectives of the 
various participating agencies. This information 
served as a basis for the recruitment e(fort and 
helped prospective volunteers select the program in 
which they wanted to participate (e.g., VPO, Big 
Brothers,etc.). In many instances, this corporate re
cruitment staff was able to attract friends and' col
leagues from thdr respective cGmpanies. The friends 
and colleagues, in turn, recruited still' others to 
volunteer . 

B. Goal Oriented Recruiting 

When hiring staff, the program administrator 
looks for a person who has the talents and skills 
needed to perform specific roles and functions. A 
program ,administrator recruiting volunteers is also 
trying to find people who can perform specific tasks. 
It follows that recruitment efforts should be aimed at 

c·:· 



~hat ,po.rtio.n o.f the co.mmunity wi~han interest in the 
program,and the llbility to. perfo.rmthe tasks. 
. If agency staff have do.ne an effective jo.b in defin
ing objectives and ideniifying the types o.f skills re~ 
quired to. achieve these o.bjectives, recruiting effOits 

.C;~m. then be fo.cusedand goal-directed. This process 
can also. pro.vide clues as to. where one might lo.ok fo.r 
vo.lunteers with the needed skills. 
,F9~ example,o.ne pro.gram objective might be to. 

screen all yo.uth admitted to. a state training school 
fo.rspeciallearning disability pro.blems. Effo.rts to. re
cruit vo.lunteers fo.r thatpro.gram co.uldfo.cus on cur~ 
rent and fo.rmer teachers with specialized training 
and experience in learning disability pro.blems, rather 
,th,~n recruiting in.dividuals merely "interested" in the 
pro.gram and then having to. pro.vide specialized 
training fOr them. 

C.General PrinCiples of V.olunteer Recruiting 

agency's expectations, o.r who.simpl:Y do. no.t fillth~ .'. " 
requirements. 

D. Recruitment Efforts ,for Community·Ce,,~ 
tered and Child-Advocacy Services 

Community..:centered and child-adv~acy services 
are a systems-focus approach' to volunt~erism. The 
main thrust o.f such vo.lunteer. pro.grams.is to. mo.ni .. 
to.r,evaluate, and assist in. upgrading and coo.rdinat
ingexisting service delivery systems in the co.mmuni
ty. (Refer to. Chapter III, paragraph C, "Systems 
Monitoring and .Advo.cacy" fo.r a mo.re· detailed de
scription.) This is a relatively new and unexplo.red 
area in the field o.f juvenile justicevo.lunteerism, 

Volunteers wo.rking in this area will ,no.t be in. 
vo.lved in the delivery o.f direct client services o.r in
direct agency-centered services. Instead, vo.lunteers 
will be called upo.n to investigate the adequacy, ~ffi~ 
cien.cy and quality o.f services and .ho.w they are de-

Regardl!!ss of the task or .functio.n vo.lunteers are livered. They will be asked to. identify where services 
trying to. perfo.rm, there are at least three general needed to. be develo.ped,expanded o.r improved. Qb-
guidelines pro.gramadministrators should fo.llo.w in viously, recruitmenteffo.rts should be focused to.-, 
their recruitment effo.rts: ward individuals with special interests and skills. 

1. Do. no.t recruit mo.re vo.lunteers thon yo.u con Because o.f the nature o.f co.mmuriity~centeredand 
use. Many agencies with vo.lu.nteer pro.grams .have child advocacy services, it is anticipated that mo.st 
lo.ng lists o.f vo.lunteers waiting to. be-placed and/o.r vo.lunteer effo.rts in this field will be under the aus-
re-assigned. So.metimes vo.lunteers· must wait fro.m piees of private, no.n-pro.fit agencies, citizen coalition 
two to. six mo.nthsbefore being assigned towork. In gro.ups, and independent asso.ciations. 
such cases vo.lunteers may beco.me disappointed and Recently, many civic andco.mmunity service or-
disillusio.ned, feeling, perhaps that they are no.t really gaoizations have directed their attention to. thestu,dy 
needed or impo.rtant. o.f the juvenile justice system. These types .qf or-

2. Maintain ho.nesty and integrity in recruitment ganizatio.ns are an excellent po.tential source fo.r child 
effo.rts. Be careful to. explain the exact nature and advo.cacy . and . co.mmunity~centered service vo!un;. 
sco.pe of the agency's volunteer program and identify . teers. Such o.rgani~tions .include:Tbe Ju!lio.r, 
o.nly tho.se areas where. additional volunteers are League, The Natio.nal Co.uncil o.Oewish Women,t!te 
needed. D~ not make c,?mmi~inents which cannot be League of W o.men Vo.ters,. the AFL-CIO,theCham-
met. Vo.lunteers are quick to. disco.ver the truth; ber of Co.mmer<!e,and o.thers in additio.n to.tbe many 

3. So.und recruitmentpractices sho.uldbe used as citizens' "watchdo.g'; mo.nito.ringpro.grams in the 
screening devices. Potential vo.lunteers shQuldbe ac- field of adult ancl juvenile co.rrections that have de., 
curately info.rm.ed of: velo.ped in recent years. These gro.ups haveexperi., 

• The agency and its philoso.phy abo.ut its gen- ence in monitoring pro.grams and are an excellent 
eral and vo.lunteer pro.grams; so.lirce for volu.nteers. Legalaid,public defender,'and 

• The agency's ratio.nale fo.rusing vo.lunteers; o.ther atto.rney-based associatio.nsareco.ncernc:i'dwith 
• The agency's expectatio.nsof volunteers; juveriilejustice issues and sho.ulddefinite1fbe in •. ' 
•.. What vplunteers'can expect of the agency; eluded 'in'recruitment plans.·Fi~lY.,· many interest~d 
• The'minimum amo.unt of tilne they will be ex-and info.rniedcitiz~ns wilnt to. inyo.lvethemselvesin, 

peeted to. devo.te ancffor how lo.ng; and '~'. childadvo.cacy programs: ... Properly r¢cruited, 
it The kindofscreenirig,)raining,and supervi~ ·o.riented,and ~rained,theseindividullis may·pro.vetc.> . 

:. sion they will be given.' </.' be highly s~illed in .impleinentiilg:change in public ~o.-
. ihi5)nformllti6n willh~ht~cleen 'out vo.lunteers<;ial po.licy~ . . '. . 

who. are no.tinterested, (who. do 'no.t wish tomeetthe '6 Tbe f6Uowing,exampleiIlustrates recruitment ef-. . Il' , ........ , ' . 



forts and techniques lItilizedori behalf of child ad
vocacyaildcommunity~cehtered services. 

. , A medium-sized southern city had little or no exist
ing communication or coordination 'among' agencies 
serving youth.bne of the agencies,the school board, 

,decided to implement an· experimental program 
whereby students in a certain ,area of the city wc:mld 
attend school on a year-round ~asis with scheduled 
three week breaks. AnotllercommunitY'agency, the 
park district,unaware of this decision, closed down 

'I the swimming poolsilnd recreation area during the 
, three-week vacation periods. 

With the ,help of a private agency, a neighborhood 
association was formed, and a meeting was called to 
discuss the problem. Efforts were made to involve 
parents of the children affected, representatives of 
the Parent~ Teachers Association, the League of 
Women Voters, businessmen's associations, repre-

, sentatives' from private ,social agencies, the school 
board,and park district. A small representative sub
committee was established to work with the school 
board and park district, and report back to the full 
committee with a rec.ommended solution. The com
miUee continued to meet on a monthly basis to dis
cu~s issues, problems, and program plans of the vari
O,us agencies to prevent the recurrence' of similar 
problems. 

~. Recrultm __ nt of Volunteers for Client·Cen· 
tet __ d Services. 

The major responsibility for coordinating and im
.' plementating a recruitment plan for client-centered 
service volunteers should .be V:~sted in the volunteer 
program 'director. This does not mean 'that ,other 

'agency,' staff should be excluded froUi the recruiting 
. process. ,On the contrary, agency staff at all .levels 
shOuld be actively involved in volunteer recruitment. 
Agency st,affhave many .opportunities ,to come into 

. contactwiththecommunity. They should seize upon 
't"ese opportunit~es to discuss'the volunteer program 
.' and encourage 'people to become involved. Con-

" .sequently; all agency staf(shouldbe knowledgeable 
abouHhe volunteer program and able to speak of op
portunities for citizen involvement. 

:The volunteer program director must be creative, 
eners~tic,andaggressive (refer to Chapter V, para
. graph'C; "Skills Required Q( a'Volunteer Program 
Adrninistrator");When ,meeting the public, he 
should attempt to intere~t'people in the agency pro
gt.am'and,motivatetllem· ,to vplunteer; Alsolhe 
vollJnt~r ' 'J»ro~ram Admiriistrator' must ,be co.~~ 

pletelyconvin~ed'of the program'.s merits,i:e:, of the 
agency'sabilily to;' deliver quality services to its 
clients and, the necessity and desirability of involvl'ng 
volunteers in this 'service delivery. This being the. 
case, it will sooo'become ,apparent that the quality of 
the volunteer program itself is one of the most valua~ 
ble recruitment attractIons. I ' . 

A well supervised' program, one which provides 
volunteers with meaningful job- opportunities and 
which has a constructive impact on its client popula!. 
tion will, almost on its own, draw potential vol uri: 
teers. Therefore,. the program is the key. Recruitment 
efforts simply make people aware of the program's 
existence and encourage them to become involved; 

The volunteer program director can draw frOm a 
variety of vehicles and media to disseminate informa
tion. One of the most valuable resources is the st:aff 
and/ or the volunteers themselves. Several program 
directors visited during the preparation of thisdocu
mentindicated ~h,at existing volunteers were their pri
mary source for' new volunteers. These individuals 
had developed a strong positive feeling toward' the 
program, and felt the p'rograms services were signifi
cant.. They enjoyed the relationships they developed 
while doing volunteer work, believed that their per
sonal contributions to the program and community 
were signifieant, and felt they were receiving .ade- , 
quate supervision and training to perform the taskS. 
Therefore, they informed others whom they thought 
could also contribute to the program and encouraged 
them to participate. 

In starting a program, the primary responsibility 
for public information should fall, to the volunteer 
program director, agency administrator, supervisory 
personnel, and paid staff who wiUbe directly in
volved in the volunteer program. pepending upon 
the objectives of the program, the initial volunteer re
cruitment efforts could' take the form of making dis
plays at local meetings and conventions. 

The print media is another very important resource 
that a program director should utilize. This includes 
brochures, pamphlets, fliers, newsletters, ·exhibits, 
advertisements and news .releases in local papers, 
posters, and billboards. Visual displays can be de
veloped that are geared the general public. 'W'hen 
properly utilized, they can be seen ,,by a wide' audi
ence. However, if necessary. they maY be targeted for 
certain groups;'Forinstance,placing posters in parti .. 
cularcommunityareas'will be more likely to attract 
the attention of speCific persons or 'groups. ' 

Special interest publications, such' as ,company 
newspapers, union' magazines, ,and veterans' or
ganizationriewsletters cllD be valuable recruiting 



tools. 'Because these' periodical~.serV:~, special interest 
groups ,and gear their editorial content specifically to 

, th()s~ people; subscribers read' them more thoroughly 
t~~n'ttfey would more general,publi<;:ations such a~ 
daily newspapers. Equally important, ,some of'these 
P.H~~!cations win indude public service advertise-
merits atnocost. c;') 

Finally; a volunteer prog~am' director can utilize 
raciio,and TV .. Public serviceannounceinents, public 
!m5rf~tspots dnnews programs panel discussions, 
and call~jn interview shows are but a few of the way~ 
to reach, educate, and recruit a wide and div~rse au
dience., Again,messages can be targeted tor certain 
audiences" by . tim,ing their presentation or through 
selective use of different stations • 
. Therefore,there cue a variety of recruitment 

methods and techniques available., The key issue; 
however, is ,deciding which methods touse;mdwhen; , 
so that recruit,ineilt efforts can be efficient and ,ef
fective. The problem is further complicated by the, 
fact that most. agency administrators, volunteer pro
gram directors, juvenile court judges, institutional 
~l,lperintendents and directors of private, non-profit 
agencies lack expertise'in the fields of public relations 
and advertising. 
, . Volunteers recruit~d to, handle thes,e ;chores. ,in 
some instances have s!1ccessfully solved this problem. . 
Specifically, public relations firms, advertising agen
cies, and private corporations were contacted and 
asked to provide cQnsultation and assistance in de
veloping public information VQlunteer recruitment 
efforts, In a few instances the adyice and consulta
tion was ,provided through the vehicle of an~dvisory 
board while, on other ri<:casions, it was provided on 
an individual basis. 
S~kingassistance in this manner has,several dis

tinct advc:mtagt:s to both the agency and the public re
lations oradvei"tising firmJnvolved: ',,' 

• The agency, an.d particularly the volunteer 
program, ' beQefits ,from, ,the ,assistance of ex
perts in the field of public relations, and ad
vertising. More often than not" th~ agency 
could not afford to pay for these services. 

• Public relations, advertising,and marketing 
company eXeCutivesmaynothave the time or 
the interest to volunteef;.,indirect service areas. 

, . However, they may see the opportunity to p'ro~ 
vide consultation 'and assistancejn their area 
,of specillli~ti.onas~,.~~ans' of lIlaking ariill
fornialcolltribution,Jo ,'ih~ agency in, a way 

" thatcim accommodat~,their timeconstraint~; 
,I •• Mostcoinpariiesand,cOfPorations are comm.it-
: "ted to ,the ,collceptor~~iat ~~~ponsibiUty ,~Ila. , 

... "" 

are ac~ively iooldng for 'areas in, whic~theyci..n 
. contribute, to th~betterinent, of the communi:

ty; They~re particlJiarly interested in maiCill8 
contributions of cOrporate 'expertise' andhu~ 
man resources, <as a,'welcome changefr()mthe 
continuaLtequests for financial aid.Jli(act, 
somecpmpanies appr~ciatebeing called,9P(>b; 
and enthusiastically 'offer their human. te~y'j 
., . , . " . ',' 

sources." , . , " 
In any event, .when deciding which llledia:wQu~d 

best serve the interest of the program, the volunteef 
program dir~ctor mustillwayskeep utmo~t in his 
mind the goals and objectives of the progrCim (and of 
the agency in. which the program is housed). Recruit~ 
mellt efforts should always be r~lated.tospecific 
needs. If the prograin is just starting ,and .needs six in.
dividualsto be matched on a one~to~one basis with 
six clients, then the bestrecruitniel\f lQethodriIayb~ 
contacting friends andacquaintan~s",ofSti1ff mem~ 

, ',,' ',' ·~c/..''' • 

bers. If a program needs 50 volunteers'toprOYlde 
recreational activities to juveniles,' on anon-gOing, 
basis abetter method of recruitment may'be through 
the 'print media or thi'oughpersonal aildgr()upc()n
tacts of staff and other volunteers. If a, large number 
of volunteers are needed; electronic media may be ' 
preferable; In 'allY case,agency goals andobjective~ 

'must first be designated, needed voluntee~, skills, de
termined, and then, the most appropriate recruit-
ment method selected. ' 

,F. Recruitment of Vol~nteers for Agency·Cen. 
tered Services 

Prpgrams using volunteers primarily to provide ' ' 
bette,r s~rvices within theClgen~y (whic.h, ,intimetill~. 
directly, improves the quality' of servke to the clien~) 
po~e special recruitment problems. Again, thel1at~re 
of the volunteer j ()b dictates the .individ~alor, gr()up' 
to wh~mthe appea(is directed~nd" theilPpropri,ate. ' 
methodsforcommuriicating. ,If , volunteers . are 
nee<;led to perform specific' tasks, s,uchas. c1e~icat, 
activities, serving asa secretariCiI~sistant,prpvidin$ .,' 
transportation,assist~ilg,inprogralll evaluation, etc.; , 
recruitmellt 'methoQs 'shou)d be used which wou,ld 
best reachilldividuals with those skills Cin,d illte.res,t. ' 
" However, some 'ag¢ncy needs require~therkinds 

,of talents, skiJls; and¢xperienc~.:Altllough. recruiting', 
for theseilldividualsshOuld follow the same guidi~. " 
Hn~sout1iju;cl ab~v~,th~ymay tequire'm9r.~ pI~llrlilJ:i: 
and resourcefulness. Oftell' thes¢,effQ(.tsreQllire,pe.r,; , , 
,sonai COlltaCt 'byJh¢ vohlllt~r.p'~()grarh. directbr,-the. 
a,ge.ney dire~t()r,t1ie juv~riile c~llifq\ldge,f,pr,()~her'j~~: 

,,'-I 
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..)flueri'tjal',~omfnqnitypeople; An'ex~mpl~w:ouldbe: stituency se~ved~.bytheage~cy;·or toworkp~ flJrtd': . 
. . :t~cruidhgjndividuals .toserve on advisory boards, t' .r.alsing ac.tivities;In',any event,theagericyis,lo~kirig . 

'taskfor~es,special'planning arid policy review com~' forariindividualwhois accountilbieandhas the tinie. ' 
niiliSiQQs,l>oardsof djrectors, etc. . ..' . " and incliricHion toworkhard'on an admini~trative' 

i'.:"{I'~e ,selec~ion of persons to serve on an advisory and policy advisory l~vel. ' .. 
• b()jlrdsho~ldbegin ,by~learly defining, the . board's Som~ individuals :may be chosen because of the 

····· .. ~oleandrespollsibmties. In essence,'thecri~eria for.·. need 'for assistan~e in developing financialres9urces~ 
,selecting advisory board members 'should ,be based ,They may 'be recruited because of tlieirpotemjat for 
· upOll'thepurpose and hopes fOr that group.Defining making s\lbstantialcontributions to help sUppoit.tbe 

:'Jhepurpose .for aQdresponsibilitieSpf the advisory agency, and lor because, through theirc"ontacts,:.they 
boar~ iSjllso helpful from. the volunteer's' point of. aaninfluence others to donate money and assist in 
vie.w.· It gives the . potential· volunteer a clear under- fund-raising efforts and .in developing resources.' , 
standing oCthe obliB,ations and' commitments neces- Still other individuals are chosen for their special 

· .sary for board membership; To, many, what has just ',. expertise, because they represent consumergrQups or 
· b~endescribed niay .be little more than common sense . a needed constituency' point of view, or because they 
or elementary. Howeverithere are numerous exam-J\.~reexper.ts in the'ageilcy's field of operation,or'have 

.. pies of advisory boards (arid task forces and commit- specialized talents needed by the agency, e.g., ad-
tees) with ill-dcfineCi purposesanci few written guide~ ministration; program evaluatiog., finance, person-
Jines, Whose members have differing, sometimes con- nel; medicine, tax, law, etc. These people can give ad:-
flictingunderstandings of their role and the functiot;l" •. vice on how,to,resolv.e significant problems and up- .. 
al1d .responsibilities of the board. Often there is con- grade services. They can serve as valuable resources 
fusion·as to the agency staff member responsible and when the agency director enc.ounters unfamiliar 

·.accountable to the board. situations. 
AClI.se in point is the Juvenile Detention Advisory Obviously, advisory boards or committees can 

Cotnmittee formed by aDepartment of CorrecHons serve many functions. There exists a large variety of 
in one Qf the larger. more populous states., After' individuals with differing interests and skills who can' 

· tl:tree initial ·meetings characterized by generalized effectively serve on them.''::The following is a list of 
. discussions of the ",detention problem" in the state" advisory board possibilities: , 
differing. perceptions emerged regarding the purpose . • General Agency Advisory Board (Program 
for the group. Also, the Committee's composition and Administr!ltion). 
was continuously changing. At. various'tinies, the De- • General Program Advisory Board (concerned 
pattment had as many. as six staff members present with all agency programs, excluding adminis-
during meetings. It was unclear who wasresponsibJe ,trative adtivities). 

'.' .. for Hitison with the committee, and some staff .actu- • Individual Program Advisory Board (con~ 
aHyenvisioned, themselves as advisoryboardmem- cerned with specific programs, e.g;, proba-' 

.. bers.. tion, detention, -aftercare, intake, group 
•. , The ,group jmmediatelysought a written c1arifica- llomes: or staJe ,or locallnstitutio.nal care). 
tion from the Department Director as to the advisory... Police deveiopment. ." " . '7';, 

i?oard'sprecise purpose, scope,and responsibilities. . • Capital improvements. 
Th¢y .. also requested information concerning the ,':' t""'.B~dg~~andffnance. ' 

""ow., 

board's composition and intend~d "life span,'~ the .~ Food service. 
'st~ffDlember or, memberswhh primary responsibility • Educational programmirigs. 

for Iiilisori anddlrectioll, and what the committee • Legislation. • . 
. ' could' expect iQ the way of staff service.s. Before these •. Federal and private foundation grants. 
"isSUeswercflrtaUy resolved,much 1ime and effort • Public .. relations and public education. 
· was wasted .and the Department suffered unn~cessary .~. Public-private agency relationships. 
embarrassment.. Affirmative action and minority staff recruit-

.~ ..:Anindiv~du~l mll.Y be cJtosen to serve on an ad- mellt. 
'" 'vis9rybbll.l'd.sirnply.because he has the.ti1l)e,epergy .,!{, • Personnel. 

:,'andability.needeglWthe agency. Thisindl\"'1ual '. Medical services:' . ... ... ,...... ' .. " . '. . ,\ 
'may besptightafter to serve on various sub-comJ1)it~ ~'Programevaluation and research. 

tees:9f t6el>oard; to :represent the agency to the .. com- • Employment. 
'. '··11ltl,ri(ty;'(oserye;.as a spokesperson for the client con- •. 111 a speech given in Chicago, Illinois, in August . 

I 
,', 



, 1975, MIke Cheatham . outIlneda tompaniori.set of 
'involvement . objectives that·· should,be.c()nsid~red 
whe.n, recruiting voiunteerS~ inv~lV~· the. newcomer", 
involve :the:back .. upperson,~nd inv.olve the. account-
abl~ person. He went on to say::'" ., 

" :Author. Vance Packard, . in. A' NationojSlrQng
ers, t¢llsus that. almosth~f of all Americans 
. move every two 'years. The newcomer hasa~asic,' 
human need your' organization can 'help' fill; 

:' • sense of .community ... if you can identify these 
~. individuals . . . and succeed in motivating them 

to action soon enough after relocation .. .' you 
may have .inspired; .. capable volunteers. To 
reach these transients-la large body.of whom 
are college educated and upper income types:-
; specitilized , pinpointed communications are' 
essential (reaching realtors, Jor instance); Who 
is the back-up person? He or she is the resource 
person, the possessor of a hard skill ... 
harnessing the energies and skills of the back-up , 
people can bring you some superb talent Inac
counting, in legal counsel, marketing and sales, . 
personnel selection. "Finally, involve the ac
countable individual . . . This is a certain breed 
of management professional who is, or could be, ' 
a board member. This executive is constantly 
communicating with his "publics'-stockhold- " 
ers, bankers, government 'officials, and commu
n~ty·leaders. Increasingly, he has' to account for 
money, profits or losses, time, human resources, 
market share, and product development. He 
probably. longs for a measure of social account
ability in his own operation. And soon, indeed, 
he may look to you for help in systematizing that 
function. 2 

Although there are special considerations an 
agency director must. take illto account when recruit
ingvolunteers to serve onadvisprY'boards and com
mittees, the process is. not entirely ,different from the 
recruitment proCess for other kinds. pf direct service 
volunteers., As a matter of fact, thetworecrui~ment 
effortsoften'can becotnbined. The Partners Pro
gram in Denver,. Colorado,proviclesa unique illus
tration of tpis: 

'In their' "managing. partnership effort,' ')a staff 
member representing, the agency approaches~ local 
.company'with . a' package of' inter~related requests 
and benefits. For instance, the ,Partners' staff may 

. 'a~k for a significant monetary ~(;ntributionto the' 
program; significant, in thatthecoIilpaQY tnightbe 
asked louit4er\vri~e the salaryJor.one pr'ogram staff 

',~ : 

p'ositio~ fora:~ year. Tl1i~is incontta~t t6 thecoI!lpan~," 
giving, a sJl)allcontribution to·severalagenciesiJ? the' 
,commuility. 

If .·the . company . agr~s".Partners '. ~illopena po~., 
sitionontheir Board of Directors . for the. highest· 
i~vel'l'erson th~lt-canbesp~redbY.the compariy: ~The' 
advantage to thecompllRY is ,that they tiaveinput'and 
some control over ,how the agency, utilizes their 

, money. They can alsoobserveJirstharid the results. 9f} 
. ,their efforts and hold the agency accountable. On: the' '.' 

other hand, .the agency benefits, fr.omthe:talent,:':, 
leadership, and knowledge contributed by this high 
level company executive of staffer. 

In conjunCtion,Partnersalsorequests .theoppor~ 
tunity to organize and recruit company employees as 
volunteers to,pr,ovide direct,services for' the agency .• ,), ii,. 
This may mean holding recruitmenCsessions in the 
factory or training company employees to recruit 
others for the agency . Overall, it means. a very in
tense,.concentJ:ated effort .to make~colllpa.,.y person-~, 
nel aware of the Par'tners Project an<fto erilist their>' . 
aid by asking them to volunteer asa partner· with' a 
youngster in the community. ' 

Obviously; this proviUes. a vast. resource of pot en-
tial volunteers' for the Partners Program. However,.' " 
companie,s are also very conscious ofiiieir ,ole in the " 
community and are concerned a,bout corporate soCial 
resppn~ibi1itY ... P.ar:tn~rs.prQvi.cles tgelll-with an easy,. " . 
way to get involved in a community effort with a sig- ' 
nificant impac~ on a. major social problem, i.e.; ju
venile delinquency. . 

It is easy to see thaJ. this unique pro$ram signif
icantly benefits both Partners and the companies'" 
who elect to become involved. The needs of the Part~ . 
nersPrograniweten<>t and 'are not ciiffereht than the" 
needs of most volunteer programs around tJ:le.coun-·, ,.' " 
try. ' They' ali' require dir~~t service volunte~rs'; leader- .. 
ship, ' and money. ThePa,rtners Program adminis
}ratprs '!'.~.re infl~.y~,~i,r<r q,ecay~,~ ~th~y r.~sogJ1iz~~ .~ .~~-., '\;".}il' 

source that CQuid meet all their Ileeds andsuccess-' 
fully "packaged"a recruitment effort' that em
phasized the benefits to the agency, the companies,.~: ' . 

. and'the community. " . 
, . , " 

'\liOTES 

• Ivan ,,: Scheier arid Judith Lake Ikny. G~idtlin~s ond SlondordS jorlh~ ,Us< oj 
Volunlurs in Comellonol progroms (Washington, I).C.: Government·Prlntin. otfic~. 
1972), p.63.; .' ' .• :. . . , ......,. . " .. " 

• Mike, Clieatham. "Voluntarism 19.75: A Call ro(Aci:ountabilily" (UOpubUshed ..., 
.!jpeei:h given bero;ethe 1975'welrare Pub\ic'ilelaiions Forum Workshop in Chicaao,II·..f',i/;': 

'. :Iinois: MaY;197S) •. pp: 6·8: ,'. .' ..,' " . '.' 
"'BobMorfin.XMono,'ng Por"'trshlp /klw«n Corpo""~.Bu.;ness OlrdPIi,lntn. 

Inc.(D.~v.r; Colorado,ln·hOu$C p~bU~lion orpai'riets.lric .• ,i:ebniary, 1975). 
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I.,'" 

Pr()gt~m admjnistraJorsshould be awiu~~of sev
eralsp!~ial ~ecruitm~nt concerns a~d issues. Tbeyre
la~eto certain gro,upsof people ,of(enoverlooked, or 
sometimes elintinated froin consideration as signif
icant sourCes of volunteer. manpower. Specifically, 
.~tt.ey arc; . . " " t.~ '" • 

"~ Minori(y,grpJJPs 
'. The economically disadvantaged 
• ,Ex-offenders (adults and juveniles) 

,,·Youth,(ingeneral) ", ' 
-Clients 9f the juvenile jJJstice system 
• Senior 'citi~ens " 
• Depending upon the progrl:l,m or circum-

. stances, males or females . 
Each, of ,these groups can make. important and 

. u~ique contributions as volunteers.' Each offers a 
',needed /:lnd, sO,mewhat .', different perspective': Some 
, can provide, a, significant link to, and Ilossibly have 
an i~pact onthoseio" the general population who are 
more vulnerable to the effects of crime and who 
represent high crime risks. AU are potential sources 
of additional voluoteer manpower. . 

,hi Jhe past, volunteer literature has n~ferred to 
these, Jssuesas special recruitment "prOblems;" 
Viewjngthese issues as problems causes· one to aP
proach. them with a, negatiVe outlQok or attitude. ' 

, EachoOheseissues an~ concerns, if l)andledprop~ 
. erly,canephance a'program and its operation. The 
programadministratpr lliustkeep uppermost in hls 
,milld theneeds oftbeclients served by the agency 
, and 'theultimateimpaclprogram decisions ,wiil have 
,uPQn'thecUent. ' . 

A.R8crtiltment of Nllnorltlesand/or the Eco· 
no,nlc.IIY,DI ... dvan.ag,d' . . . . 

; > - : \.' -- ~ : •• ' .- ,', ."', ' -' .:- - • -; '. ". 

.~io~l'itjeS>~~dlOW income groups,compris~ adis
'proPQrt.(joate number of clients, ,serye~lby"the ju
,Y~QiI~ij~sticesystem~: c;0ll§eggentIy ~ it is imperative 

"i;i.\ ::; ." jbat~dJniQl$~{atorsdevel,op ."ec~uitmt!ntefforts de-
· .. ' >;.' , ," > • $'igne~Jo:'a#ractand enCQJJrage volunteer representa-

"",,",.-, · ,',' ': 

· ".- ,". 
1·~ "~.-~; .. ,," 

;~J;,;.,,":i~ .. JiQ~,from;th~se$l'oups. . . , " . . . 

Ili54l;:/? 

. A:., j);;", 

The following guidelines should be followetl when 
planning the recruitment of members of minority and 
low income groups: . 

• Involve repreSentatives df minorities and low 
income groups in ,the planning, development, 
and implementation of volunteer recruitment 
efforts. "Programs that. have tried., this8p
proach. h.ave found in invaluable in,terms of 
developing relevant aod effeCtive recruitment 

, , ' 

. measures. 
In one instance, ,a juvenile probation department 

worked in cooperation with agencies, and organiza
tions oriented to minority/low income grQ~fps. The 
probation department provided technical assistance 
to the agencies which,in turn, recruited', screened, 
oriented, trained, and assisted:jnthe assignment of 
volunteers. The credibility of the commulrity~based 
agencies, coupled with back-up support from the 
probation department, helped make the recruitinent 
efforts a major success. 

• Develop an "affirmative ,Action Program for 
the volunteer recruitment effort and incorpor
ate it into the Affirmative Action Pr,ogram of 
the· agency. The program shoJJld ,he compre
hensive and contain spec~fic goals, objectives, 

, and action steps to be followed. ~. . 
• Make allowances for the economicallydisad;' 

vantaged and .low income persons with fixed 
SO~Jfcesofincome. Ifpossible,'agencies should.' 

. makil monies available to reimburse low· in,.' 
,com~~ volunteers f~r ~xpenses such as tPjleag~,. . .: 
meal~\ transportation, out.;of-pocket expendi .. 
tures;!! etc .. Whei~ver. possible. se~kthe assis-

.tanc~)of. otheragencies'concerned.witbvolun:-. 
teeris.m. for example, the ~etired Senior 
Volunteer Program (RSVP) is a good potential 
source,.of seQJor . citizen, volu~teers,R~VP , 
.reirnj;)JJrsesits .. volunteers e~penses t9 in~k¢ 

. .volunteeting'prA~tica:blefor them ..... . 
.. ' • Review, on a periodic basis, aU minority arid 
. low.iricomerecniitmentc·efforts. Reviseano . 

"'lJ"date pJ:~e(hireswheg anel where approp~i'; 
ate. , ... ,. ' . "." 
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B •. R.,crultrn.,"t OfSen~orCitlzen$ .~~,?~glit~ere~reIlo·c~tr~nts~~tistiC(t~'in~icatewfuif 
" " '. ')~rcentageof. juvenilejusticevolullteers were' 

\\lith theadvenf ot' earJy retirement in some areasW9men,1l1969 stud)'condu~t~dl>y"'Qu.Har1"isartd 
of. privllt~ industry andJhe. advaQcesitlhealth care:a A~soc~ate~ f~und, that' 470/0 • of,tJl~ . volunteel'sjn . the • 
l1uge~Our(;e,9f Illanpower isdev~lopiitgin the:ra:rlks' .... over:IlILfield of~ortections'werefemate:2·:·'.· ': . 
of the retire~. Seni()r citizens possess ye~lrs,()(expe'ri~· ·po,serexamination.C:>f thedata:'~ho\Vsthar630j~;:Of ' 
ence •. apd knowledge in· diverse .. fieldsoC:pursuk .. thevQluh,teers irijuvenile correctional instit\lti~nsare' 
VQhinteerprogramsgeared topl'ovide.client services female as opposed to 37% m~le~ Ont~e·othe~'hand. 
,a~d ~gellcies.of ail vilrie,tiesw(,)uld. be dreadfully '~e- . .83% of the. vo~unteers in adult correctionalinstitu~ . 
(mISS If:they dId. not make concerted efforts to attract tions are male as o,pposed to 17% 'female. 3 Thus. it 
and utilize this talent: .'< ." app~ars t~at ,the majority "of volunteers in the jll- .. 

For example. when volunt~ersfirstbecamein'" yenile justicesyst'e~are (emilie (with ihereverse,be;. 
volved .in th~ c~urt system in Roya"Oak~Michigan. jng 'true in the adultsystem)~These,.figUtes refleeta 
the actIve recruItment of. senio.r' citizens was one of traditional bias . and . philosophy. 'of :the 'corr~tionhl 
the major reasons 'for the, prograDl's,success; Retired system that says' that it· is' dangerous forwome~to 
law~ers and judges work as. referees In several ju- .' work with adult male criminals but afemaleVolu~-
vendes courts (such as Maricopa County.AI'~zona). tee~can·appropriatelymeet the·n.eeds Qf'juveniles.bY 
, ., Many . pe~pleapproaching retiremellt are looking aCtl.ng 'as a. "mothet'image".,. ..'. , .•.. , . ". . .' 
for prqductlve ~o~unteer.opportuilities. They realize These tradition~l phlsesshould be)ai~ to rest. Ex- . 
that a change from full,.time employment to retire- perie~ce ~as sho,,:n,thatwomell and m~n are: equally. 
ment will create . a major life re-direction problem. effectlvem workmg with both juveniles and', adult' 
Theref~re.one effective way tQ. attract retirees. is by justice clients. The high proportion" of fenialesin 
c?ntactmgl~ge companies. Many corporations pro- many volunteer progra,ns in the juvenile',justicesY$:" ... 
~Ide counselIng programs to employees nearing re- tern does . not necessarily reflect th~ needs of the cli-
.tlrement; A volunteer ,prpgram or agency inv.olved in ents. 'More often; this arrangeDlent stems· fr~m the' 
this;COUriseli~g'series would haveanexceilent 9Ppor- 'stereotyped.' thinking ·of PJ'ogram'>administrators 
turutyto tap a valuable future peJ'sonnelpool.; whose recruitment pJ'acticesare subtly designed to . '0. 
. 'Some companies and; their: employees are willing "screen in" women. ~.' . . '. ' . . ... '. . 
and eager to participate in "loaned executive" pro- .. Agency' administt~~orssliouJd alsoco.nparethe . 
grams. Ma.ny of, these executives •. once recruited. compositionoft.,.eirpaid and' volunteer s:taff.Foi'. 
could o~fer years of useful volunteer .seryiees (even' example. recruitment effortS which encc:>llragea high 
a~terretIrement from their companies) for the agency proportion of,women to volullteerwhilehirlQg men 
. wIse enough to reCruit them. .. . . foI'paiCi positions in tbe agency lend. to relegate wOrn-

.. Retirement c;ommunitiesand senior citlzenresiden- en to an inferior status and may be considered' dis-
tial developments. also represent a huge c~ncentration criminatory .. , Obviously. this type()r;;~·situati6n'·· 
of potential volunteers. But manysem,or,citlzens·ln whether inadvei"tentor not. should'not'be allowed t6 
these communities live on f~ed,iD(;:omes. According- continue .. An agency where males predominate iri 
ly •. special provisions should, be made to, help these pai~positiOiJS andfemilIes in Yol\1n~eerp()sitioris:':.h~ 

. volunteers by reimbursing ,them for, items sucha~ p'Oor balance in b~t,li Uie agency and.·th'e;,YQlhilteer .. ' 
transportation. meals. and out-of-pocket program prograIl\.}h~. PI?gra.plo,se~~bynQt 'tinePtill$frQ~;). 
expenses; . . thecQntnbutl()ns.both sexe$can make as volun~eers: 

A • program·. admiiustr;ltor must .. ·bea",are·
c 
oithese· 

c~ncerrls'andco~staritlyIDOnitor·recf\litmel1.t.scr~Il~. 
ing.and pl;lcem¢nt practicesto.insurelheyarefie¢of . 
dis.criminatit>rC: .';; •.... : ,'.' '.:~:: .... \,: .•. 

.
.... '.It I.· s. estim .. at. ed,lh. at:.·.·b. e.t.w. ·.'ee, 11. M. ay' '.1. 97.:3.a.n.···d ·.·Aprl.l 'On~\yaytQcorrecta situati()Pwiletean agericyha~ .•.. .a'bi~b p'~.r£enta8eofmIlJe paid workers,andt'emaie .. 
1974. 21.712.QOO females (26% onhe totariJ .S'. fe~ vol~nieendst910ok ~~o't.\le¥olunteers\~hen recrUit;. ... 
mal~ .' populaHon) were . eng~gt~' in' som~ type . Qfi~~p~~staff (i:ef~iJ~.Chilp~er VII,:j)¥~8r~p~,'l~' .. 

C.' ~quaIOpportiln,itY:R.crultriient . 
" ~'> • • ,'.-, _, • ' •. , .. ' "'.- t 

volu{lteer..at;tivityJTms lDe~hS~hat appr6xi~~t~ly Ag~A~Y,roI~c)'."R~.$~.d. i.n$.fI .... '.Ofin.$ ,o ... f. V.'. o. lu .... n.tee.·"r,s~·) .• , 
.one.womanin f(lUr is involved in voJimteerw~tk(as This'has'b" t ··edb;>',' . ',"" "'d ' .. ',' . . .. 

• ppOse!!'. the ... man in Ilvewhi,;'vohilil~'I;Al- .· .. ij .... ~f~~H¥~~,~~~Y~r1~.ii:';i.;~ 
"~'-:' .,.-:... : -;/, \' ,~;"! .. ~, '",,' 

-.: ::~ , .. ' '.' .'., , . ~ 

" '. ··/,<~r~7; /) 
.~:; .'; ",';!' ~.~.::~~ :.,",:' :',;:,:.> ~'.;:~~}\·;~·".:i·.-;~' . ;':, >:.~~~-: 
"';\/»,",<. . ., '.,' :,:.,,~i?'::t;.(~ 
"" .; ')':;"' "~' --:" ,~.,,;:: .. ,]~.:.;: . .'~~;!-:;-.(.;:: ~',-'~' :;:,~". 
' . .'~ '" !. . -, ,::,:t "·.'0 .-', '"' 'l ~,t, . ",,", ,~>~":~.;~;,,: '.:: ~:):i}~ 
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;~I)~Il~"'I~rn~"'tof Agan~~ P"I~St"fffqt Vql~~ . 
•• _,-Work·,::: . ".' .'. ..' · ... i ',.::, 

,~ - " 

.. The majoritYof AmericaIls who do vo.uhteerworkj 
. '." .. ' '..... . ..' ',' ' . '. . • /f 

. ..' als'?Mld sOrnefQr:rn ;i.Jf paitJemployment, It~~s,beerl . 
dociim~nted.:that individuals w,orking iIlpub1icagen~ 

. ciesvoJunteerto~ :a greater degree than .'those in p'ri-
. vateagencies;~ . ,; " 

WhenaJi; agency is developblga volunteer.pro';'. 
,gram, Clri'of ten overlooked. 'pqpulat!oll group to 

whom recruiting efforts ~ouldbe. directed is the p;iid 
,.' staff of th¢ agency itself. Thlsjsparticularly true for 

large community and~,tate agencies. There is much 
tatent.\:vithin anagertcy that could. be tapped for 
volullteerservice. . 

Ther~"arerriany advantag~s to thi.sar~angement. 
Staff membersrnilygain increasedunderstandihg of 

. and feel a deepercomIllitment. to agency goals and 
objectives. In . addition, :the agency can learn· more 

.,0 abouttheoccupationru skills of its.}!mployees. In the 
Hennepin 'Qounty~jVolunteer Program,' cleric~f staff 
vQluQteered' to' provide dlrectservices tQ j1ivenlle 
court. clients. The Maricopa County.Juvenile Court 
Volullteer Program in Phoenix, Arizona, '. provided 
opportunities for paid agency staff to lierveaS vol un
.. teers,. werking OIl a. one-ta-one . basis . with juvenile 
probationers. Other progral'ns have also allowed paid 
staff' members to test their service 'interest ana, skills 
through volunteer-activities. In.somec.ases· these 
vol~rlte~r experiences have opened new career oppor-

.tunitiesthat might otherwise have gone unfulfiUed •. 

,E. Recruitment of Youth . . :) .. ,' 

are in' ~.bett~r·p(,sidQn.to.contto.; .. help,and:~J:~ct 
j~v~miles. They.also. believe young people cannot . 
. appropriately h~dlejssues requiring strict.confiden-
tiaJi'ty; .';,. . . .'. '. '.' . ,:,> 
.. ' Fortunately, these feats and reserv.ation~are grad
llaliYgivirigwaY'. The idea is n6.wemer~ngtllat juve
niles have . animpartant contributiontoIIiake', 'and 
that with. appropriate training,. supervision, and guid.;. 
~nce,'they can provide meaningful' services. • pf(~- . 
grams such. as Direction Sports; Inc., Los Angeles 
County, CaliforIlia, have utilized youth volunteers as 
coaches for other juveniles, assigning 13- and 14';year 
oldsto coach a team of six-yearolds~ Similarly, edu
cational systems have utiliied· older youth as volun
teers to tutor 'yO\~nger students. As Cor confidential;. 
ity, there is eVery reason to believe that where proper
ly trained and' supervised, juveniles can and will 
handle in.formationcon<;:erning clieqts ina trust.;. 
worthy mann.er. In at least one instance,~though 

'. ' they were paid, juvenile ex-offendersworked'with 
.youthrelea~ed from state training schools to after
. care programs. Not only did they provide tob~ effec
tive worKers, but not onc.e was confidentiality vio-
1ated.' 

The juvenile justice system must recognize the· po
'tential value of YOllng . people as' volunteers.' .They 
should be involveq at all program levels and assist in 
providing both.direct' and indirect servic~s. 

F. Juvenile Justice Clients as Volunte,rs 

luvenih: justice administtators should also make 
every effort.,toii:\volve cHents ,of the system (i.e~pro
batio~ers,. 'group home resident~, parolees, ·'.anei· 

Another group of PQtential volunteers" generally young people committed tostate juvenile correction-
, overiooked is youth. OQJy reCently has th~ need been aifacilities) as v6iul1teers. ". .• . '.' 

reeo$njzed,to .. irtvolve Young p~op'ein the planning . It isgeneraIly unders.toM that people derive satis-
'andoJ)erationo( juvenile justice progI.'!lms .. Federal faction and personaiberiefitsJrom helping others. In 

. 'aJ)d, stateagen'cies,ilislc f(),:'ces,advisory:hoaidsand fact,some of the' moI.'~ su~cessrulj uvenilecorrections 
,~Qmrnissic~ms,.!lnd sp,e~ia,l' study'groups~re reqpirlng treatmenf progral1ls,'( e.g., guided group il1ter~Ctiori) 
thepartiCipatiQn ,ofioung.people wh:eQ dealing with are based,ontheconceptsofcaririg, showing' cpn-

" qlatterspertahling to.juycmiJ¢s.' ',' .. .' . cern/and heirighelpflil. tQ()tijers~ Fortiiis, reason, 
;' .' ...·¢urren~ly,;,opport4riities fOf;Y01,lth t()becorne ill- .~ and becaUSe iris iniportclnt t~)have iheperspect~ve of' 

"volvedinvolunteeractivitjes arelilllited. FeW agen~consuiners 'of juvenile justice system 'services ' When 
": ;cieshClvea:t~emptedJo'e~I'~t.their . part~cipation; planning prograOls ariel,. ma,king decisions, clients' 
','" ....•. "J,u.ye~ile ,cprr.e.~~~()n~agency,admillis~rators Ileed· to must .beittvolved ' as\lol\lnteers; . Juvenile justice 
i, .. : ,. 'r~08Ilize.thak,y()uthrepreseIlta·,. vast reservoir of . clielltscan serve: on ~advi~Qry boards,assist· jn pro:-' 
::. .\: ;;P9~e~t~.alm~QP<>wer:'f9ryO.I~nteer pr,ograms. . gram . monitoring • ·alid '~vall1ation, • help inp'rogtam . 
~;,. ... ;.... .. , ",,'ipg~her~"YOll~g:Pe()plehaYe been'detibera(~/y f!X- . planniilg,attdprovide'tutoring and, ¢O\lDseling s~rv-
;~;;":"~'~r;,.~/WJe'r t'roi#t Y~IH~t~.r.prQ~r~~i~(hejuv~ni,l¢ j\Js~ J$=es'~onlya fewoft.ll~waysthey~an be invoJve~';i 
):;",;::." ~;·.··~i¢e,sY$t~IIl(:Maljyj~(Jg~s~" ilci~injs.trators,probllti~Q '.. '.' .•.•. It is :importaJ1ttopoint'oQt . t~at • in:somehistIlJl~es, 
~i~;,~;:;,:;:';]_nd!;'p~br,ec~fttcers~ ana cU'*aI.staff feel' that. adults '.' ... ' .• ~ 'vQI~nteer'iprograDls hc:tve,be~n ~reaiedf()rjQ,verlile., 

t¥ ';;l~{j~~~i~~~T~'\' . '. ', .. , . .' .... '.' . .. " . 
,'~::~~'~:~:""~9E~~:'''?;;<,;,:: ;;;~i:,;:.· 
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.' justice clients inlie\l of other' courtofd~r~restric-' ic~ area,serYiceagenci~s'willh~V,~ to;~~.m,()r~~o~- t, 

'lions and sanctions. These, are cases wherethejuv~- c~rned witllboW,tbes~'uniolis~perceive:the.\lscnQf;.'\ 
'nile court judge or refere~ will givea.Juvenile i the . volunteers. ,Some' uriionsiJiay'~~~gainst'th~:us~:'o(: 
opportunity to "volunteer" his()r herserVices j usual-voiunteCirsit it;appearsto::put: ,\ll1ion, people oyt'Qf, 
ly for a public s,ervice program,~atherthanbe placed wor~,.X~\unteerU~~or \VilJ;~lsobemore.·cbntro~¢i.; 
C)n probation, committed to a trainlng schQol,.'etc.: 'sial during tiniesofhighune.np~oyrileilk . '. ..' . " 
The authors do not believe such programs are voluri,". '. ThCilbeliehhatpaid staffmclllbersaredisplaced"by , 
tary. A "volimteer'" effort that results from a,dis-voltinteer workers is 'a long:'standing'myth.There i~' 
positional alternative, DO mattCili"' how valuable it may 'no evidence to suggest tilat volul1teers put people,oui ' 
be to the juvenile and the community, shouidnot be,' of tJ,vork~ In fact, volunteer programshave'often'im~ 

. consider~d part of the agency volunteer progranLproved the nature of certain;paid'positions:~Th~de-

,~ G~,; Ex-Offenders, Adul. Probationers an,d 
; Parolees, and Current Crln"nal justice Cnerits 
as Volunteers . . 

Ex~offenders and current clients of the adult cor
rections system, provide a rich source of potential 
volunteer manpower;, Manyvolunteer'ptogramshave 
recognized this resource and capitalized on tbeirin
terest,availability, and talent. Recruitment, screen
ing, training~and orientation ft>tcurrent clients'and 
ex.:.offenders sllould be the same as for any other 
potential volUnteer. The volunteer program ,should 
not discrimiIlate' against ex-offenders and curr~nt 
clients .. 

The State of Florida currently uses adult inmates 
~'. child care workers in/detention centers. This pro
gram has operated forq~ite some time and is viewed 
by F,lorida officials as very successful. In another ex
ample '. the. AsJ,depieion' Therapeutic "Community, 
founded at the Federal Penitenti~lrY in Marion, illI
nois, allowed· interested inmates to, study transactioii~ 
al analysis. Participants in this proje<,:t provided 
training.in transactional' analysIs at their jnstituti<:)D 
~nd other institutions to which they wer~ tnlllsferred. 

velopmentof- a, volunteer progr~m;,usu~lly iilcrease~, 
ratber than decrea.ses; the ~lUmher and visibiiity Qf .. 
paid positions ,in an agency by making thepllblic; 
mQreaware of the agency anditsobjectiy.~s. ,'. . " 

Generally, the addition of volunteers' changes the 
staff job in nature from strictly direct . serviCetp '. i. , 

supervisoryand/or. quasi-administrative; Tradition- , 
ally, these changes can' justify higher P~Y'. The use oJ '. 
volunteers can ,also offer 'paid, staff members tile, 
opportunity for, ,inorevarieda.nd . satisfying work;" 
roles.Forthesereason~, union, nlemberssl1ouldsup~. 
port:increased use of.volunteers, Also. ~taxp~yers, 
unions shouideildbrse the· economie~achi~yed ' 
through more effective and accoimtableagencyser,y';; 
ices. ' 

Beginning immediately,· program . administrators 
should place a high priority on evaluatingtlie:rela~ 
tionship between union interest and volunteercprci-, 
grams. It is not unusual, and ofteri. desirable~' fora 
volunteer program togC) to a union dudng the re~ ' .. 
cruitmen,t 'effort. Union member~ ser~ingas,v()llln
Jeer.swill help alleviat~ the fears oJ ,other, uni()ff~ 
about volunteer pJ:'ograIlls~ 

., 

I. Agency Policy Jlqa,d,ngHlrlrig 
teers' ,'. .',' , .. 

U ponrelease, • some volunteered to~sistiJi develop- , . 
ing' transa,ctional analysis programs in juvenile or .Of.f. iC,i . .,alsof.on.· ~ juve.nile. (;0,,11., rtvo~unt~er.p .. t~g.rath.' 
adulrcorrectional institutions. In addition, many ." f . h" .... I .' .. '. '. . visite4 dunngthe<cours~ ppreparmg :lIS nuin,wr 
juvehile corrections volunteerprogtams hav~ utilized indicated that' ~lmostalttll~ ,staff being Jl,irecl Qy'tlle .' . 
ex" offenders to orient and train new v()lunteers~ agcm<:yha.d pr¢vi()usJy/~en iny()lvedin the vol~nteer' ',' 

Jli';'juvenilejustice system can no longeraffotdto' program. This h~' m~ny advantages, bo~h ; for . the 
simply g~velipserYice to,tlle belief th~t individuais" agency and the individuais involved. ' , . , 

., ' 

'wh(),havebe~n .in· the criJ,ninal justice system can re- ' .. T.he • agency, '.byl¥~ing td}ts ,yolun.t\:erptOgrllffi ' 
turn and ;i4apt successfully to the community .. "'g~ forpoteJltialellJPloyeesihaStheadvan~ageorgainin8 ,","', 

".' gr~ssive efforts m,ustbe made to involved ex~offend~, ,firstband ..• knowledge; .ab()~t: the\v(}r~:of·P9tenthlr' , .. '. c::;j 
ers an4 c\lrrentclieIlts in llUempts ,to hnprovethe sys- ,applicants.~me, .tnaY:n.aveb~ir worlci~8)~~~91~n.~;: ~'. ';1 

tem. Avoluntt!erpmgram'repr~s~nts:a logical and . t~rsi(.u sev~rarDion~hs>(}r:eve~ye~rs.All,opport~n-;'.:'·:t 
eff~ctivewaytoaccompUsllthisgQal, ," .. ,' '..' ,'.' itY'~thu~pro\'lde4J()r the:~ge"cy~og~nmortfcpm- ",'>~ 
H.The Use QfVollll1tHrsVis. Uiil.~6.lnte.r.sts, ' 'pr~~eils~vt!'~n~reli~blf·i~torma~io(abClUr.a.pp,I.i~~ri~~;~', ~::~':f\ 
" . . " '.' ..., .. tha.q·cC)uid ·be.obta.,ip~d t~l'ougb tradit\QnaJ~r~Qririet,· ;; Hi;~ 

.. With: the~jglt Yi~.bilitypfu.ni()l1sin.the,public.sery;- .' pi~¢d~t~~.·: "" ... ' , ",.' " ... ,;::"(,<:::: ..• '/:1; :;~": ',\ ":,i;:;',; 
." " -:: ,\ 
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:,.{,' ";l'~ete'are~l~drnal1)',aQvantag~~for thevoluilteer. 
" " ,'. :rhev,?llll1teet;:throlig~'f his experience~, learns about 

,,:: :>::7t~~agency andjtsstaff, and is among the first to 
;,,;, ,",' .' ,,~116w .Whenp.aid; p(jsitions' become Ilvailable. Being '. 
I ',', ,';:>(:,'kJ:l0wledgellble ,~~outtlteoperatioiloflhe.agen,ty~ " 
';, ' ,,:;::' "tije'volul1teer' can make,'an informed deCision' ,as to' 
": ',~ the desi(~~Uity of working there on ~ paid basis., 

,~Ilution must be exercised when ail agency lookS to 
,its;~olun~eers as a recruitment. source for the paid 

. "'professional staff;'Adininistrators should not utilize 
the volunte~rprogr~iil:as;th~ main~t sole source of 

'new paid stMf. Such Practice could be interpreted to 
mean that. a prospective employee of the agency must 

, donate a sigllificantportion of time to the agency' be
fore hebecom,es eligible for a paid position. This 
adds an elemepfOf "coerci~n" to the vohll)~eer pro
gram .. It may also. support a tendency to select staff 

.' whO fit a particular pattern as volunteers., Ifcertainly 
liinits thep(;tential for- building. apai!iprofessional 

, staff with diversity and a wide rangeoftalents. 
',: 'A.n()therconc~rn deals with the potentiaJdepletion 
of~alent from the volunteer program itself. A volun
teerp(ogram. ,ShOldd exist because it makes a signifi
cantcontributiOli-'towardtneeting the objectives of 
theageJ:lcy. Const~ntly hiring away good personnel 

, _' ftom the. volunteer program would seriously affect its 
abilityt6 provide these services.' . 

Volunteer programs' should' not, be concei~ed as 
shnplr terriporiuy adjuncts to an ov~rall agency plan. 
Ifall' agencyoecides to utilize volunteers, they should 

,b¢ part of a permanent component. Taking' person-
, "'Ael' aWay .from this component .requires the same kind 

ofcareful\thoughfand analysis that would be given 
,,'to adeCis'ionto inovepliid staff from one program 

division to another:. Thevohinteer program may well 
, 'be')lQimporta,ntand f~rme source for the recruitment 
'btpai4staffhowever;itshoci~d remain just that, one' 
ofs~verid.reso!lrces.· . " " . 

. . . , 

II' .. ", . ..,. . ," 

l~.~~~:p~ocess .orVol~nteers .' ..•.. . 
\", frQm ,time, to timeil will be nec~ssary to. terminate 
an .·.unsati~factory vollll).teer. .L~ke . hispaid:'staff' 
counterpart, the volunteer is entitled to verbal and 
writteli'notiflcatrbh 'regardillg" termination, specify: 

. ing the reasons for this action. In most instances, the·, 
termi~iltionof a vrilunteer for poor performCince can 
be appropriately han4led, by Jhe volunteer's imme-
diate supervisQr. . . . . 

However, .an avenue ()f appeal should b~ available 
to the individual volunteer who refuses to accept in
voluntary termination or who wishes to, dispute tbe 

,specific reasons leading to the termination .. In an 
established agency the regular grievance procedure 
should be the appropriate vehicle for this. In' any 
. case, the volunteer should have .accessto an impartial 
bod~ that can. make, binding determinations. A regu
lar procedure for an appeal process should be devel
oped and written' guidelines included in the gerieral 
agency operating manual and/or the volunteer prQ
gram manual. 

The volunteer's right to appeal an involuntary ter
minatioll'falls under the same rationale that allows a 
permanent employee the right to appeal., The volun
teer has. a personal investment in his work and derives 
a variety of satisfactions from it. Termination of 
these opportunities should be undertaken only 'after 
much careful thought. This will be particularly true 
as employes come to. recognize and accept volunteer 
work as viable background experience preparing one 
for employment.' .' 

II' ". 
U NOTES 

, it;"ericans Volunteer 1974; A Sla~islii:a1 Study of Volunt~rs in the United States, 
(Washington, D,C.: Go~e[l1menl Printing Office,/975) p, s. '. 

, Report o( a Survey for the Jojnt.Commission on Correctional Manpower and Train
ing" Volunteers Look al Correci/ons (VIashingl"n • .D.C.: Governmenl 'Printing Office 
1969); p,'6, ., . • 
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• Americans Volunteers':p. 29. 
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CHAPTERVlltSCREENING'VO,LlJNTEERS 
, - ,"" , ': -'," , . _" ....,., -,' .'c ,.': 

A~ . General Principles. 
: '.' 

. In general, agencies should Utilize the sameproce-. . '. . ~ , . 
,dures for screening volunteers as they do in selecting 

"paid-,'staff members. As stated' earlier, recruitment, 
'screening, ami orientation should ,be self-selective by 
design so that prospective volunteers can decide if the 
program is ~ppropriate for them and if they are will
ingand able to meetits requirements~ 

. The number of volunteers who will have to be for
mally ';turned down" fotserviCeswillbe'quite~~all. 
Volunteer programs should be designed to screen 

, people "in'~ and'not "out."While some volunteers 
may not be suitable to perform certain functions, 
most will have something to contribute and , given the 
vast needs of an agency, almost all who apply can be 
useful. 

It is strongly, recommended that the use of elab
orate screening devices and techniques, such as psy
chological tests,attitudinai tests, or compatibility 
iests;be' curbed·· ulltil there is evidence' that they in
crease the effectiveness of volunt~ers ami have:a sub-, 

, stantialimpilct on measurable accomplishments. The 
, application of inappropriate instruments; standard
izedon special (and often deviant) groups, is a com .. 
monerror; There is little or no evidence to date sug

" gesting that particular ,"oluriteer . personality types 
work better with. certain 'clients, especially as. meas-

, ured by psychological tests. More often ,than not, 
SCreening out individualsbase.donthese test scores 
reflects the personal : biases of .the screehers rather 
than scientific fact. Also, wlJen these screening cle
vices and techniques are applied to volunteers and 
not to paid staff, itis,jn general, a sigri th~t tlie 
volunteer program, has lower. priority within the 
agency .. It comm\1nicates to volunteers that they are 
"different" and that. speciaIpre~autions are needed 
toins\1re the quality of their work.' ' 
" ,.In a recent thejrough review 9£ .the,research litera~ 
tll1~e ,on volunteefsin courts and corrections,there~ 
searchers,. ill investigating screening procedures; said, ' 
'oW e'found' nost\1dy, which provided ,fully objective 

':, guidelines for applying sets Qf ,the!!e criteria to tlle 

screening process .• ' 1 They noted that so,merecent. re~ 
search has focused on the development ofcriteri~ for", 
predicting successful volunteers, but ~heresults:up to 
now are inconclusive. 2 So we wouldemphasiie; that.' 

, for, the time beiJ:}g, ·flexibility shoUldbemilintained 
and greater experimentation should be ,encouraged in, 
volunteer screeniiig. ' 

In essence, tllere are two basic' guidelines for' 
screening volunteers:' 

•. Use' the same general. policies, methods '·and 
procedures, in screeriill8 volunteers as are. used 
in selecting paid staffmep1bers;alld " , 

• Be sufficiently flexible, to create IiSsignments 
for individuais possessing\miqu~ qualific~ .. 

, tions. ,", 
What is formally identified as' the screening proc-, 

ess actually is the second, 'step In the selection of 
volunteers' .. R~cruit.ment;~ ~S: 'ou,tlineq ... ,.~~ove, ,:m~ght " ",,,:, " 
also be called "pre-screening." Recr\1itinent:th~f is 
selective and based ,upon 'the agency~s goal$andob- " . 

. jectivesserves as a' !!creening deviC~,.illvitirigth6se· 
who feel they ~8.~not live uPJotheagtmcy's eXP¢9t~r; > 
tionsto elilJlimiL~~ themselyes from tll~ prQcess~;' . ",' ' 

B!Vth~ yeI:Y nat~re,of the, sc~~eJlirigprpcess,itis: ' 
quite obvious that someJndividualswiH' not ~e~el~¢t~ , ",',' 
ed or will, be , q.,eeJ1led inappr()priate Jor,v,olunJ~t:r 
serv!ce. Even thougbthey may wannOVOhipteer~tJt.e' 
deCision will, of necessity; 'be made that they~a~~ not 

, appropri~te c~rididates fQr volunteer ,~~rvice With the 
gency. Thevol\mt~eI: pr,ogram, like ailotit~r,~gency" 
professional 's!!rvices;, cannot affordt()hav~{poor 
quality staff. ' Therefore,no agencY, andp~r!ic'ul,ady' 
'no. vol\1nteer program, can~fford'tQ c()mpromisc' 
whenselecting,personnet,; ',' '", , ' , 

OJ)~ must'recognize,; llQweY!!f,tll,t;th!! !!cr~~ning, 
proces~'mayb~ differ~nt 'forsom~'YQ.1uQ~~etj()bs 
than it is fOf others. Forexiunple,'ii1,diYic;t\1~)v~pply:~\ ' 
.ing fO,rclefical, p()~iti()nsinayreq~ireadlf.fe~enftYpe' " , 
of screellingtbaji:faipiUe,s,offe;ti~g"to;jbiit. ttlefo~t~r 

, '~oine "prog.rh~·l'd' rbelle:;~dn~t.~re .,alidd' ';bi~t~nhsitY<P.f.:i~ljef\" :.i!n:" 
. s~r¢epmgt:s:()u ',;. elerrmne .:J,t,e·,tYP~ti,o; 
,volun~eer Jo,,'~a.Y~il~l?lellndjh~sl?e¢iai..g~IlH~¢~ti()~s ,,' • '\; \~~ 

~~o.ij~e.~~(~~~ent,·.·;.··. "!;'~'¥f;~f',,~~ 
" . ::' ,';~>{< ·'I.:~;.' ~ ,-,' . :",~;;" , .'. 
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Procedures, 'for Client. 

Scr,een ,procedures for clieql-centered, volunteer 
,programs b2sic~llyc()nsist of three phases: 
" (; • S~lective r¢cruitment; 

, • Yohloteer application form; and 
, .• Personal,~nterview. 
's~me programs have, routinely incJudedan extra 

phase in. the selection process by placing orientation 
betWeen the applicati()n~form stage and the personal , 

<interview. Nevertheless,. it is reco!pmended that a 
p~rson~l interview be coni pIe ted beforethevoluntet!r 
is placed in anorlentation program because: 

, elt is conceivable that some potential volunteers 
will choose not to participate in the program 'as 
,a result of new, information obtained, during 
the personal i,nterview. Hmakeslittle sepse, 
therefore, to involve them in an orientation 
program. 

• The insights gained through personal inter
views may suggest modification of certain as
peets, of the. orientation program, so that 
orientation sessions will more closely meet the 
needs of participants. ' 

. • This process niore' closely parallels that for 
hiring paid professional staff. 

All applicants should be expected to complete a 
vohjnteer application form. In addition to gathering 

'baSic,information about the individual, the': form 
should be designed to determine his interests, skills 
and hobbies; previou!i,' volunt,eer experience; the 
amount of time that he candevot,e to the agency ,and 
when;·and the types of program activities in which 
the voh,Jnteer'would ,like to participate. This win be 

'veryhtiportarif t6 the' matching process' that occurs 
lIit~r., 

'Th~application should !llso ask fOl: references, 
rel¢vantmedicid informatiori,and permission to 
checkth~ ~ppJjcant'.s criminal record. ,The agency 
sQOuld ~hen solicit letters from these references and 

. make a' record ~h~ck; 
'" • The, personal interview should be, conduct,ed after 

',tbe,volunteer application form is completed. This 
" give~Jhel~f¢~\i¢wertime to'exa:n\ne the application 
"fomf:and use its,informati6n,asa basis for theensu-

·;:"in8;dis:~\ls.sion:; '". ," , ' , ' ' 
,iJJ1:gen~fal,~Ii,e i,nterview sho\ll~beginwith an ex

, "i,~;:planat:i()rf;'Of;th~agency,its ,philosophy and its 
D~:f"',:'~'v'olu6f~el'"program-. It'should explain ,the ,require
':}.'~ '.,' )m¢llts,qeces~ilry to bea volumeer and the ageQcy's 
"';' '" '. ~x~~~('Qlls,bf itsvohmleers~ B~ginning, the' inter

t)',;·" '.' :;\'ieW ;in~his'~ay, WiWhelp;.eliminateany. possible 

t~:r<J;}';:;;*~';;;;;\ ' ", ' 
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misunderstandings and wiiJ~ga~'n provide the volun~' 
teet with moreiilput.to decide, about partiCipating in 
theprogram1: ' , ," , • , 

During,' tbe interview, it would be helpful to 
explore the range 'of, volunteer job opportunities and 
the,expectation~and requirements for~ach. (Unless, 
of course, the voIJ.mteer:comes, to the agency with a 
specific job in mind. In that case, the interview 
should foc;us on that specific job along with 
exploring o'ther opportunities.) The applicant should 
be asked a~oilt his interests and personal preferences, 
the skilis he possesses, arid ,what experience he brings 
tothevohinteer situation. It is important to find out, 
to the extent possible, the, attitudes ,'and, personal 
biases of the potential volunteer. The inte.rvi~w(!r, 
should explore the applicant's philosophy about 
juveniles: why they get into trouble; what should be 
done ab6ut" it; how he would' respond to different 
types of offenses; his attitudes tow'ard incarceration, 
rehabilit!ltion, and punishment;'and so on. 

, To better understand iheattitudes and skills of ~m 
individual volunteer, it is sometimes helpful to dis
cuss an actual case with him and ask how he might 
approach the problem and handle;: the case; This will 
give the interviewer a clue to the skills and techniques 
the volunteer will employ, and of the volunteer's re
sourC;:$fulness, ,and ap, indication of his awareness of 
community resources. " 

In general this exploration-directed at discover
ing whether the, 'p~tential volunteer's approach, to 
working with juveniles-is, or can be with training, 
consistent with' the goals of the vo.unteer program 
and the ,agency., It can also determine the level within 
the' program' at which the volunteer is capable of 
working. AUthisinformation will help to channel the 
volunteer to those jobs commensurate with s~iIls and 
interests,EqualJy important, the personal interview 
gives the'volunteerari initial opportpnity to ask ques
tions about the agency . and 'the program. Many 
people who, volunteer are interested in a particular 
task, but, in actuality • kn,ow little about the juvenilt! 
j!lsticesystem, tfte agency or the volunteer program. 
Also, some, may" have 'unrealistic expectations or 
faulty assumptions ap(,lut the purpose of the Pro
gr<!m-

Two basic ethical standards should bg follower! 
during the personal intervi~w: . 

a If a prospective vQlunteer comes to the agency 
,\Vith the idea '9{;yolunteeringfor a certain job 
and is deeDl~~>,unsuitable for that job, :he 

, should be"imJ:llediately inform.ed and told why. 
'If, ,possible •. ~lld 'appropriate" t~,e voJll,Iit~~r 

,should ,be in(orDl~d ,.ofother ta!i~s inAhe 



agency that are suitable for him. 
• 'If a volunteer is deemed unacceptable for any 

. seryice with the agency, he should be informed· 
. immediately and given the reasons why. If ap
propriate, the' volunteer should be referred to 
some Cither organization. Do not indicate or 
imply that he has been accepted for serviCe 
when, in fact, there is no intention of using 
him. 

C. Volunteer Screening Procedures for 
Agency·Centered Programs 

, Depending upon the types of services' to be pro
vided' by volunteers, many of the screening proce
dures'outlined in the previous section could be appU
cable: Therefore, the basic process would include: 

• Selective recruitment; , 
•. Volunteer application, and 
• Personal interview. 

All of these may not be appropriate if the agency 
director is attempting to find individuals who possess 
particular skills to perform highly specialized tasks. 
In this, case, the procedures would be reduced to two 
phases: selective recruitment and the personal inter
view. ' 

Where a specific volunteer task ~xists, the selective 
recl'uitment phase might be better described as a 
"talent search" and the personal interview may be 
appropriately more characterized as a "personal plea 
for help." Some jobs are so specialized that only a 
few individuals in an entire community can fulfill the 
needed function. 

This may be best illustrated through an example. A 
small probation department, realizing that communi
tysupport is necessary for effective probation work, 
decides that the public"should be informed about the 
nature of its clients, its methods, and ways in which 
the community could cooperate; The departmenrhas 
neither the skill nor the resources to do this effective
ly. The director decides to recruit a volunteer to help 
with this task, someone with technic;tl public 
information skills and access to the media. 

In thal situation the program must search for an 
individual(s) who has the necessary skills and the 
time required .to provide, these services. Essentially 
the program administrator would be attempting to 
"screen-in," persuade, and seek acommitmen~ from 
a 'person(s) with spedalized'hilents: Of ten, In this 
typeof'situatioD; the administrator will beatteinpt~ 
illg to involve.aperson(s) whom~y already be 
donating' services to another agency 'or who is being 
sought after by mcinY organizations. It is important, 

therefore, that attempts to involve such people be. ' 
weil-planned. " 

Another example is that of a private, direct service ' 
agency operating in a low iQcome area of a large city . 
The program needs ,a significant n\imberofprivat~ 
contributions to continue its services. This agency 

',;::l:would find it necessary to "screen-in" people to 
, serve on its board of directors, people\~ho can help 

provide direct financial support for ". the program 
and/ or generate funds by virtue of their position in 
the community. ' 

From the examples above it is evident that certain 
kinds of agency-centered volunteer roles require spe~ 
cial recruitment and screening techni,ques. Asarule~ 
direct services provided by volunteersior agencies do 
riot' require special techniques; As agency directors 
begin utilizing more volunteers in uniquep<>sitions, 
specialized techniques will become more important. 

D. Volunteer Screening Procedures for Com· 
munlty·Centered Programs ' 

Community-centered volunteer programs monitor, 
evaluate, and provide feedback toexistirtg social, 
economic, and political agencies in the community. 
Obtaining volunteers for this type of activity is'more 
a matter of selective recruitment than of screening. 

The attempt here is to interest individuals who rep
resent a broad cross-section of the community , as 
well as to recruit volunteers who either represent or 
have access to social, political, andecor.tomic power 
in the community. Depending upon the program's 
objectives, one may attempt to recruit from different 
sectors of the community; minoritY' groups; ,corri~ 
munity !eaders;-community vol)Jnteer organizations; . . . . 
municipal, county, or state agency staffs; or young 
people, representing various econ,omic strat!! within 
the community. ' 

Screening will not be the major concern during the 
developmental phases of.such a program. Recruit
mentactivities will be the main focus of attention, 
aimed partic\llarly at interesting individuals who are 
deemed good candidates for the program. OnCe· the 
program is established and has attained a800d 
reputation and community visibility, the. screening 
process' will be more siinilar to that discus,sedjn the 
previouS section on agency~centered programs'-spe,; 
cifically, 'those techniques ,required 'to· recruit 
individuals forspecializej:J tasks.,' " 

NOTES 

, Thoma. J, Cook and Frank'P. Scioli,TM fJl«li.vtn,ss 0/ Voljml"'P'o,~ms In' .. 
Courts arrd CC!,'IYCliOIls: An £v"lu';/ion 01 PollcYS~/altd RMrch. (C:hica~o: lJ!'Iiv~!IY 
of Illinois al Chic,alo Circl •• 1~7S), p. 58. " . , . - c' 

, '.Ibid,~pp. 61-63. . , " ., . 



CHAPTER IX. VOLu NTE'ER "ORIENTATION AND 
IN·SERVICETRAIN1NG 

For the maJonty of volunteers in the juvenile 
justice system providing" "program 'enrichmene' 
.services, the coming of the '''new era" means a more 
serious effort to inform them of new trends and the 
opinions of experts in the field. Forprofessioiia.rs~in 
the field, the !'new era" means a realization of the 
vast potential of volunteers, not only in providing 
direct services to clients and enriching" current 
programs, but in Qffering valuable feedback and 
advice about the system that will aid inadministra
tivedecisionmaking. For the community, the "new 
era" win bring the juvenile justice' problem into 
better focus and. allow possible solutions to surface 
for dealing with juvenile crime and justice. 

However, administrative and line staff initiative 
8.nd help are needed to bring about t his "new era;" 
By .. and large; volunteers coming to, the juvenile 
justice system are truly "strangers iri a strange land." 
Seldom are they familiar with the nature of the prob
lel1Jsthe system is designed to alleviate or solve. They 
are not enlightened . about the culture imd the "values 
of the system let alone its language and methds. 
, Training .and orientation for these volunteers have 
often been directed to helping them provide a specific 
task within an existing program; GeneraIly volun
teers are not oriented to the system as a whole. Thus, 

'they are handicapped in making'sound judgements 
and effecting change. 

Few citizens, . or volunteers, are familiar with estab
lished program standards and goaIsr'few volunteers 
even. know ,about the .existence of reports and docu
ments such as the Model Actsfor F(Iinily Courts' and 
St"te-LocaIChiidren 'sPrograms and those 
publishedpy the N~tional Advisory Commission on 
Criminal Justice Standards and GoaIs. Even fewer 
have read them. Selflom do. volunteers· have the op
portl,lOity ,to .lea.;n ab~~t or discuss current trends in 
criminaljustice~a prerequisite to understanding arid 
improvirigthe sys~l!m. " 
, ,For these reasons, few volunteer~ are given.assign
ments to help improve or change programs .through 
particip~tion . in evaluation; planning; ~or administra-
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.tive implementation. Yet these are precisely the tasks 
for which volunteers are well suited-if they are 
given good resource information, responsibility for 
sharing in important tasks', and assistance in per-
'forming them. . 

, The other side of this coin is equally important. 
'Seldom are professionals prepared, either by training 
'or experience,' to make effective use of voJunteer 
manpower. Thjs'has even been true of direct service 
activities. It is' certainly true in 'areas of prcgram im
provementand change. 

Training volunteers is a process' that is determined 
by the needs and characteristics of the program or 
agencY.'Any particular segment of the.training proc
ess existsoecause it helps prepare individuals to con
tribute to the achievement of agency/program goals 
and objectives. Research has co.~firmed that acorre
hitionexists 'between volunteer training arid program 
effectiveness. 'Martin Gold, evaluating a Michigan 
Court Attached 'Volunteer Program, found that the 
"more effective VPO's (volunteer probation of
'ficers) also participated in the' training program. "1, 

Below is an outline of what should be included in 
ail orientation program for volunteers.:The "meat" 
of the program: should be developed by the program 
administrators and line staff who will be directin!fthe 
volunteers. (Refei'to Grid in Chapter V, paragraph 
E, "Designating: Responsibilities. ,,), The training 
process can be divided into four major segments or 
phases: 

• Orientation; 
• In-service training; 
• Specialized training (where appropriate); and 
• Supervision. " , 

. " 

A. Orientation for· Client·CenteredVolunteers 
• .' ,\1 i ,1~ - - - t, 

Orientation 'for direCt service volunteets'is distinct
ly different from the other training processes. The 
overall go'aI' shouldo,e to familiarize the 'volunteers 
w~th the system, 'thi(agency, the jobsavailable;'tlie 



expectations, and the client population. This process 
should be designed, in part, to alleviate any fears and 
misunderstandings volunteers may have concerning 
their involvement with the agency and the juvenile 
justice system. Also, it should be designed to prepare 
volunteers so they'can immediately begin their tasks 
and continue to improve their work. 2 

The format for orienting new volunteers in the 
State of Florida exemplifies what shouid be included 
during orientation sessions. The format consisJs of: 

1. A basic history of volunteers in social services 
and their traditional importance; 

2. Rationale for volunteers in a particular agency 
, . (agency commitment to volunteers and their im

portance); . 
3. An overview of agency services and respon

sibilities (What do we do?); 
4. Client profiles (Who are the people. we serve? 

What are they like? What are their needs? How 
do volunteers fit into the overall picture?);, .'. 

5. Volunteers responsibility (What we expect of 
volunteers . . . conduct rules . . . confidential
ity, dependability, etc.); 

. 6. Agency responsibility (What the volunteer can 
expect of the agency . . . training, supervision, 
support, etc.); and 

7. Volunteer benefits (liability insurance, etc.). J 

.For purposes of efficiency and better coordina
tion, responsibility for. the orientation program 
should be centralized under the administrative con
trol of the volunteer program director. The volunteer 
program director and various other personnel (such 
as the agency administrator, volunteer supervisors, 
veteran volunteers, .agency line staff representing 
various service functions, an4 inembersof the client 
population) should be involved in the orientation 
!!i .. sions. Wherever possible, audio-visual and other 
aids should be utilized. Slide shows, movies; tapes, 
tours, selected readillgs and on-site observations of 
volunteers performing their jobs will help make the 
sessions interesting and add to their effectiveness. 

Another commonly used aid is the volunteer 
map.ual.The manual often repeats, expands and/or 
clarifies material presented during the orientation 
sessions. It should contain information that will pelp" 
volunteers in performing their duties, e.g" listing of 
communitty agencies serving youth, glossar)' of 
terms, bibliography, agency policies and procedures, 
the expectations. placed on volullteers,· what 
volunteers·.can expect from the ~gency, .etc.It is 

.... Jecommended that manuais be' developedartd given 
to each volunteer during orientation. 

Upon completion of the orientation sessions, 

volunteers should be given identification cards 
signifying their official status with the agency. The 
identification card will be especially useful to volun
teers whose assignments involve contacting other 
agencies or securing information concerning their 
clients. 

B. Orientation for Agency·Centered Volunteers 

It is important that volunteers providing indirect 
services attend orientation sessions before they are 
assigned. For instance, volunteers who ·will serve as 
advisory board members should attend orientation 
sessions designed to increase their understanding of 
the agency, the role and. function of the a4visory 
board, and what will be expected of them. .' 

In other instances the orientation may be less 
formal. In the case of volunteers contributing. materi
ai goods and/or funds to the agency. It may only be 
necessary to informally acquaint them with the 
agency, its purposes and programs, and the impor
tance of their contributions. However, they should 
receive feedback on the results of their efforts (i.e., 
how contributed funds were used or the difference 
their contributions made). Feedback to the volunteer 
from staff is particularly important in these instances 
because there is no contact with the client. 

C. Specialized Training 

In contrast to orientation for which the volunteer 
program director assumes primary responsibility, the 
key responsibility for volunteer training should rest 
With the staff who will be working with them and 
supervising their activities. 

One way to provide specialized training is to in
clude volunteers in sessions conducted for paid 
agency staff by eXisting staff training personnel and 
training consuitants. Wherever possible, paid staff 
should be involved in identifying needed volunteer 
skills and toe type of training necessary to ·develop 
those ~kills. This helps build staff support for and 
commitment to the volunteer program. Another 
benefit is the opportunity Jor paid staff members to 
vary and eIillarlce their roles in the agency; Involving 
·paid agency staff in ·the volunteer· traiQing program 
canachieve's!lbstantial cost savings; a~compared to 
other methods,and ptovidemor~effective ~nd effi-
cient tilrlning. " " . 

Another way to provide volunteer educ3tion is 
simply to. integrate their training' with . any out:;ide 
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., specialized ag~~cy training program for paid staff. 
'. ·For instance,· correctional institutio.ns often Jest 
clients. for .academicachievemerit. Paid agency staff 
",sually administer these tests and specialized training 
programs are often provided to teach the,istaff to do 
this. If the correctional institution wanted to expand 
this area of service, it could utilize volunteers and 
simply integrate them into the existing staff trainir:tg 
program. 
. ~pecialized training for volunteers depends upon a 
. number offactors, such as: 

• The. level of ability possess~d by the vo'unteer 
upon entrance into the progtam; , 

• The types of jobs or tasks the volunteers are 
expected to perform; . 

• The existing training programs in the agency; 
• The level Qfskills and al;lilitiespossessed by 

paid staff in the agency; 
• The ability of the agency to obtain "Qutside" 

resoGi'ces;and" ' 
• The cost of trainingvs. the expected cost 
saving~ from utilizing volunteers services. 

D. Assessing Training Needs 

The skills a volunteer brings to the program are 
mainly a function of the amount of "selective" re
cruitment done by the agency. If the volunteer pro
gram director has specifically attempted to recruit 
individuals already possessing the skills and training 
ne¢ded to perform a job, then, obviouslY,' the 
~mount of training required will bemjnimal. On the 
other hand, if the agency has, simply condueted a 
general recruitment campaign, thelevel·of skills may 
vary widely from one volunteer to another .. This 
graphically illustrates the value to the agency of 
sele~tive recruiting.' ' . 

Speciali~ed tra~ningis especially needed for those 
vQlunteer/i who . .will function in highly technical 
areas. juvenile court .socialstudies, j\lvenile court in

. ta~e, detenHon arid s~reen, family interviewing and 
coullseling, systems analysis, program evaluation, 
psychOlogical or e.d",cational testing, and lltilization 

, :of community resources ar,e severai. functions that 
might require sPecializeq trainillg. If volunteers. are 

. to bellsed in .less complicated oqechnical J\lnctions, 
su~h as providing transporta,iioD' to recreational 
events,' there- obviously would be less need for ,ad
van~e training; The nature and'degree of specialized 

'training will again depend upon the degree of 
. sele. ctivity and assig,nment. '. : . . . . 

... 46 

E .. Exl.~ln9 tr.~nl~9 Cap,blllt,es 
J' " ,", ' ~ 

- . 
. As pointed.' out ~bove, the agency may alrea~y 

liave a train~ng program designed to teach staff to. 
perform cert!l~n r.oles. If the agency wants to volun
teer to perform~imilar roles, then these existing 
training progrant/i,can and should be utilized for the 
volunteer' as well; Often simply adapting staff train
ing prOgraIlls to a~commodate the immediate needs 
of voiupteers (i.e., times when they are available for 
trainiQg) is enpugh to make such programs suitable 
for the:volunteers. 

The' agency administrator and. other .agen~y 'P~~-i 
sonnelshoul(t r,esearch within tbe organi.zatigqJor, 
staff who have special skills and can 'teach them ~o 
the volunteers. Such persons should be fairly simple 
to. find, partiCuJarly if the volunteers will be working 
in capacitjessimilar to' those fiiled by paid staff. 
Ideally, ,staff members involved in training volun
teers will also be supervising them once the training is 
completed. The basic problems the agency adminis
trator will encounter at this stage are resistance of 
paid staff to tne use of volunteers and limited staff 
ability to teach the needed skills. The adminisir:ator 
sho",ld assist the s~aff wherever possible so tb~t '~lti
matel)~ they will be able to teach and train others., 

F.ln·$ervlce. Training 

. AU'agencies with volunteer pr9~r~ms should have 
an. iI1-service training program. Volullteers, particu
larly thos~ providing direct services,. should be re
q",ired to att~nd in-s~rvice training sessions; In gener,
aI, volunt¢ers will welcome such a program, because 
they, .like paid staff, want to grow in their jobs and 
improve their skills. The development of an in-serv
ice t~aining program for volunteers is an important 
factor in upgrading their skills. It wil,l provide the 
volunteer withencpuragement and support and will 
demonstrate to liimtheag~ncy's commitment to the 
volunteer progniin. 

In-service training ,can and shollid take several 
forms. The~ontentof the training may fQcl.lson 
agency proble~s\ andcons;erns;new issues or .dev!!l-
11pments rfiated'tQ tpejuYenile jllstice system; s~ilr, 
I~:.:~eiop~ent; specialiZed problems facjng volunteers 
in performingt.heir'tas'ks; or '''rappillg';' (i.e~, group 
discu~sipns, '~muiuar sharing of .informatio,n,· ) I1d 
seekIng adVice):' . II' ." 



Administrators should take steps to insure that:an 
on.:.going in-service training program for volim~eersis 
developed. In 'addition, in-service training can be 
made available in the following ways: . 

. "."Extra-agency activities such as seminars, 
'. classes, and lectures that are organized by 

other community organizations; . 
•. Meetings with staff that focus on problems 

volunteers have in working with the agency or 
in the juvenile justice system; and 

• Other specialized training identified by staff 
and volunteers as needed to improve their per
formance. 

As in orientation, the basic responsibility fot de
veloping and implementing anin-serv~ce training 
progrimishould rest with the volunteer prOgram di-
rector. 

G. Outside Resources 

The agency's utilization of outside resources to 
provide training may either enhance or limit the 
scope of the training program. Obviously, tpe agen
cy's budget requirements may not allow the volunteer 
program director to purchase the services of experts 
in the community. A1ternative~ to.ihis may~eeither 
to provide the traiping "in house" or search for re
sources that are available to the agency on a volun
tary basis. In the latter instance, the'volunteer pro
gram director would selectively recruit vOIQnteers to 
train other volunteers. Some agencies will provide 
this free training. Colleges and universities, other 
community' agencies conducting seminars, and ex
perts from the correctional field" are possiblercr-: 
sources the volunteer program director can tap to lo
cate volunteer training persol1nel. 

H. Training Costs vs. Potential Savings 

The last, most obvious considenitibn for the agen
cy is the cost it may incur in training voJ~nteeis; the 
agency simply .may not have the manpower(,)r the 
money available to .trl,linvollinteers even if,ln t~e 
longiruil, the services provided would out-distance' 
the initial costs. Also, the agency l1);ust weigp the ex- .' 
pectedcost benefits from tile program agaillst the ex
pense of providing training . (~h4 the .price-tag for . 
supportive program personnel). If"tht;costbenefit,s: 
ao not . exceed the' expeQse of .SJ,lPPofting the" pro~ 

, . 

gram,then the agency.may wisb to consideralterna
lives oth~r then voiliriteers to provide the se~vices 
needed. Seldom shOlild this be the case. 

,I. Supervision 

The effectiveness of volunteers' work is directly re
hited to the quality of supervision they receive. Un
fortunately, . as some studies have shown,. it . is not 
uncommon for volunteers to receive litUe or no su
pervision. Lack of supervision contributes to a 
breakdown in the entire system of agency accounta
bility. For example, it has been documented that in 
some instances, agency staff members had almost no 
contact with the volunteers they were "supervising" 
and did not know if the volunteers were evel1 seeing 
their clients. In one rather startling case,. between a 
quarter and third of the probationers assigned had, 
for whatever reasons; not been seen by their vol un
teers(some had been assigned for as long-as six 
months). The volunteer's supervisors were unaware 
of the situation. • 

Obviously, it is absolutely essential that volunteers 
be supervised and that they be supervised well. 
Therefore, as stated earlier, it is essential that agency 
administrators take steps to insure that all stl,lff who 
will be working'with volunteers ate trained to SJ,lper~ . 
vise them. 

"The supervisory process should include transfer ()f 
skill as well. as support and direction to the volun
teers. In general, the principles for supervising vol un- . 
t~ers should parallel those for supervising paid 
agency staff and should inochide the following: 

• Job clarification and objective setting; 
• Ongoing feedback concerning the volunteer's 

performance; 
• . Direction in helping the volunteer solve prob
le~s encountered while performing his task; 
and 

• Transfer of the knowledge and skills possessed 
by the supervisor to the vollinteer through the 
classic teacher-student relat\onship. 

A variety of methods' and techniques can be u~ed to 
successf~IJY put the VO~UJiteer ~upervisory" process 
into practice. Some examples are: . 

• One-to-one supervision;. " . 
• Srrtall group meetings Qfthe v()lunteers super
; vised by a staff member (for reasonsoje.//i-

ciencyal1P' economy thlsmi!thod sfrouldbe:: 
u~'ed. wheni?verpossible); ",," ,,: 

. .• Smail gro~p . meetings: o~agencyvQluI)teer~ 
~rid ag~ncy st~ff; .' .' . 

,ii) ,,"-
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at Inclusion of the volunteers in .ongoing agency 
in-service training; 

-Useof agency staff in ongoing volunteer in
service training; and 

- Encouraging volunteers to attend training pro
grams or seminars outside the agency, 

o 

NOTES 

, Roberl j. Ber,er. el al., EXperimitll in a Juvtnile Court: A S;udy o/iI, Program 0/ 
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ofMichipn.197S). p. V-19. . 
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CHAPT.E,R'X. VOLUNTEEffASSI'GNMENT 

Proper volunteer assignment has important impli
cations for the volunteers and the agency. Conse
quently, the following guidelines should be followed 
when assigning volunteers: 

• Volunteers should be assigne~ to job areas by 
those staff who will be working directly with 
them and! or who will be responsible for their 
supervision. 

• Volunteers should be involved in the assign
ment process. 

• Veteran volunteers may need (and want) to 
have their assignments varied. When an as
signment is changed, the interests, skills and 
growth of the volunteers as well as the needsof 
~he agency should be taken into account. 

It is important to recall at this point that managing 
a volunteer program from recruitment to assignment, 
is a continuous process. That is, volunteer assign
ment is made easier if an agency has sound recruit
ment and orientation practices. As noted in Chapter 
VI, sound recruitment reflects agency needs. It en
courages people to volunteer who are' interested in 
helping the agency and who are willing to meet the 
agency's requirements and obligations. Requiring 
volunteers to attend orientation sessions before they 
are assigned to tasks provides additional opportuni
ties for, them to leamabout the agency and the volun
teer,jobs available. It allows them to make decisions 
as, to whether the availa~le jobs are of sufficient in
terest to merit involvement. Orientation also pro-' 
vides opportunities for staff to ob3erve volunteers 
and gain additional information that can be helpful 

. in determining their suitability for specific tasks. 

A. Cli,nt·Cantered VoluntearAssignmani 

Staff', \Yho will be, working, 'With and 'supervising 
yolllnteers should be, responsible for deploying them. ' 
'This" of course, should be done in consultation with 
the volunteers. " , ' 

In addition to,deploYIl\ent, staff should be respon
sible,for informing volunteers ofthe agency~s expec
tations, the' nature of the supervisory, relationship, 
anQ:the basis upon which"the vol!lnteers' perfor-

" 

mance will be" evaluated. This procedurewilimini
mizethe chances of assigningvolunteers tojob:areas 
that are notinteresting to them; or,in which they feel 
uncomfortable at that time. Volunteers should be 
fully informed abouf the clients w.ith Whom they,will 
be working and should have access toal~client files 
and otper relevantsources ofinfonnatiqn:, "", . , ' 

As noted in Chapter VIlI,"ScreeningYolun~ 
teers," some ptograms have attempted to administer 
tests and, questionnaires to help identify the charac
teristics and attitudes of the volunteer and "'match " 
them with an appropriate client, In general,'th~se ef~ 
forts, have attempted to increase the effectiveness of 
volunteers 'by maxlmlzmg the, compatibility 
,("match") of the volunteer and the client. Many pro~ 
, grams have employed various instruments attempting 
to base avolunteer-elierit match on variotisdemo~ , , 
graphic and/ or behavioral and personalitycharacter~ " 
istics. S6 far, there is no evicience to indicate that 
such testing and matchin~ works very well.';The re
search (to date) as (0 which matchingcriteri~ are 
more likely to produce succe~sful outcomes from the 
one-to-one relationship'is inconclusive." 1 , , 

Experirrientat~on for the purposes of increasing the 
quality ,of service is desirable and shQuldbe enc(n~r~· ", 

,:-'." 

aged.However, when such experimentation is under.. . ," ' 
·taken (tests,questionnalres, attitudinal slJrveyS~ 
etc.)" volunteetsshould be made fully aware of the 
fact. They should understand the experimental na
ture of these devices and be fllllY informed as to why ',' 
and how they are to be used. It snould also be empha-: ,,' 
sized that matching regular paid staff 10 clients is just , 
as important as matching volunteers todients. Witat-
ever form of experimentai teci)nique pr device used 
forlll!ltching volunteers should be applied to profes
sional staffas well. This would minimiie thech~rices, 
for vQlunteers d~veloping the i'eelingthey are ~eing 
discriminated against '!lndl<:nbeing treated 
stringentlythanJ)r()f~ssional st;iff. ",' 



'>ipa~ed fo; e~chvolunteet assignment. "Concise state
in~~ts of respOlisibilities .convey an image of the posi~ 

'. tiQ.nmore adequat~!y than a verbose listing of activi-
t - "2 . les. " () 

'.' In general, job, " ... description(s) should 
,represent the position Qr the job, not the incum
.bent.Every position. should be described in ac
cordance with immediate responsibilities and 
functions as they relate to the accomplishment 

,Qfthe function intended, Anticipated changes in 
. positioncolltact should not be included in the 

". description being .used as a basis for evaluation . 
tUlti! the change takes place."3 . 

. Each. job description sijould include the following 
information: . 
. ."1., Tide and reporting reiationship. 

2 .. Brief description or statement of basic func
. tion, te~ling why the job exists, its overall re
sponsibility. 

3.StatemeIits outlining degree of responsibilities 
assigned. . 

4. Statements outlining minimum qualifications 
requir.ed for the successful staffing of the posi-
tion. . 

5. Other details depending on the anticipated uses 
of job description which will assist the recruiter 

or inter.viewer in attracting and selecting a po~ 
tentially successful applicant, etc."4 

C. "geney·Centered Volunteer Assignment 

'Agency-centered 'volunteer assignment is the de
ployment of volunteers to indirect service activities, 
This includes advisory board and. task force mem
bers, contributors of material andlor money, re
search and program evaluation personnel, staff train
ing personnel, etc. 

These volunteers are usually so~ght for theirspe
cial expertise andlor potential for raising funds. 
They know why they have been recruited and what 
will be expected of them. Often they are peqple,who 
are not available during normal working hours. 
Consequently, special efforts must be made to ac
commodate them when they are available. Advisory 
board ,!-nd. task force meetings may have to be help 
duriq{th .( noon hour, evenings and I or On weekends. 

l'iO.TES 

, Thomas Cook and Frank p, Scioli, The Effectiveness of Volunteer Programs in 
Courts lInd Corrections: An EvalutItion of Policy Related Research (Washington, D,C.: 
Government PrintingOffice,1975),p, 71, 

: A Personne, Management Program Guide (Chicago, liIinois): Community Fund of 
Chicago, 197"), p, 2:04, 

, Ibid" p, 2:04, 
• Ibid" p, 2:04-2:05, 
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CHAPTER XI. PROGRAM.ASS.ESSMENT 
, ., ~ ... ."".... - " 

. 
It can no longer be assumed that volunteer, pro-

grams are Naluabie adjuncts to juvenile justiCe pro
grams simply because' they exist or' because they are 
bailed by administratorsanq staff who cite random 
testimonials about, clients served. These simple cri
teria of program vahieno longer provide compelling 
evidence 'to increasingly sophisticatecl funding 
sources, administrative and legislative bodies" and 
even the general public-all of whom are asking hard 
questions and demanding solid answers concerning' 
the issue of program accountability; 

The most pressing question about ali social pro-

. .-
and used effectively. It must provide a basis for feed~ 
back to concerned program participants; 

, Volunteer program assessments, then, invQlveac
quiring new and continuing kriowledge aboutPfo
grant operation and development to better achieve 
the program's. objective: more beneficialandei
fective servi~es to clients. Thi&objective is shar,ed by 
both the juvenile justice system andvriIu,rtteerser'vice 
programs: it is the only reason both exist. ' 

A.The Administrator's Rol,e 
grams in general,and volunteer programs in particu- " , ' . 
lar, is whether program objectives are achieved. W~ile formal progra~.assessmentsare often re-
Therefore, the extent to which .the program solves ~isted, these assessments 'are usually going on in fOr-
problems and, facilities human potential andoppor- mally, subjectively, and impressionisticallYanyway. ' 
tunity must be determined and publicly revealed. The Everyone makes decisions based on the best infQrma-
complexquestionofprpgrameffectiveness, however, tion availab~e, which may range from washroom, 
is not the only one being asked, for it does not exist in commentary to sophisticated computeran~lysis.'In 
isolation from other program consequences. Ques- 'short, makinginformation-:-based decisions ,is ,art int~-
tions of cost and cost savings, the relative efficiency gral' part of the administrative process. The question ' 
of programs compared to other alternatives, and the is: how accurate and comprehensive is the informa-, 
effects of the progtam on staffand service systems of tion? One primary function 'bf the Ildrninistratpr, 
which volunteer programs are ~ub-units) are among then is to promote the establishment of aneff~ctjve,' 
the many significant questions that can and sh.ould be efficient.informatiori collection, system., The nature: 
asked. Itis apparent that not only are volunteer pro- arid extent ~f such 'a system will n~t~rallY vary wi~Ji 
gram assessments essentiaL to accountability, they in- program needs, financial resol1rces"aitdJhe.inforrri~~ 
volve ,a wide-ranging set of questions that are perti- tiongathering capabilities,bfttie agericyinWhici)the 
nent to the effective administration and managemeQtvolunteer program operate~. ',. ,'. ' " . 
of the program. Programassessmen,tsalone< 'gerforrn no usefuL ' 

Being accountable IS the public side of program as~ function .. Theinformationgeneriite(:L does .', riot: 
sessnient. The personal side is that people committed "speak for itself,"but must beinterpretedaqd PQt to 
toa program want to see ~t su!;;ceed. From both van- use in the form of policy andprogramrnatic ~evi~iQn. 
tage points, a successful prograql is one that can re~ This translation of informationtoopeflltional pyr-
c:iuce the instances 'of failure, increase Jhe range, of poses, is a second functiOri of the decision-making ad~ 
benefHs,. and respondf,~tPe .everchanging t~nvi~(m" miriistrator>' " .' ',', , ' , , .,' ',,'" , 
mem, which bears llPon ,effective programoper~tlon. The' adrninistrat~r 'alsomust'yse.prograItUl~sess,;, 
These gOals are best accomplished whenadministra~ , meqts to verify the vali~ity of ,thevoluqteer program 
tors, sypervisors, a.ndotl}erkey'program :personnel :I'ather thansil11ply 'tojustify'titeprogram 's }~xislenc¢. 
make decisions based on ,the p¢stavailaple inf~mna-" A f91'eSOnecoQclusianabout the,bellefits'ofthepr~~ 
tion....;ti)e better the iqfonnation,. t,he greater the pO;'$ram not orilyleads. t~bia:sedassessl11ents. buf Will . 
tential for effe~tive progr~l11 rnapagemeiu., , ' , " ' . ultimately un4~rmineJ?()th thep1',ogram'andaQntinis-

Precise' 'andaccYrate' infQnnation does' qot- j ust() trati\'e. pr:o~ess • becaus~;,inforlliation, colle~te~ under' 
happen. Itha~tobe·plaitned •. ,nic;)nitored.assessed . suchassuItlPtionsisbadly.slant~p" ',,',,' .. ':' ,,< 
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, /.The:~dmi~istratorsets theemoti<)nal: ~~d intel~' 
lectl,lal climate forprogramassessmerit,' This climate 
shQuidbe\'l'enandne,Xlble;vie",ingassessment as ~n 
'opportunity to effectivelyachie;ye agency obJectives.' 

Tosucces,sfully .perform these functions', the ad~ 
miriiStrator mustrecogniie the tole of asse~fsme~tin 

. die !ldministnltive process~ Often assessmerit is not 
: apprecia.ted as art everyday administrative concern-"': 
,0 one to, be utiliied, in conjunction with monitoring and 
,evaluating of volunteer programs; Assessment and 
,reserach are, often viewed . as something apart from 
a,dministrativeprocedures when'" in fact, the accumu~ 
latiQn and: iriterpretation,ofirifotmation are essential 
foundations .for everyday cI~isionmaking. 'In an at~ 
temptto remove themselves 'from the' responsibility 
ofthe assessment process,administra.tors sometimes 
.givethe ta.skto research staff within the agency; 
However, the research person cannot be responsible 
for what isessentiaJly ,an administrative role and pro~ 
cedure~, " 

Along these lines, it is very important not only that 
the IldnHnistrator dpes not remove, himself from the 
assessmeriLprocess, but also that he does not allow 
the staff tobe removed from it. The staff and the vol~ 
unteers should 'be involved in the assessment process 
alfalong.Their training should include the impor-

,.tance'of assessment, how it is used and how it is 
car~ie(,lout. ' , 
, Tbeadrriinistrator is also faced with a, personal 

'conflict of some magnitude. On one hand, his role is 
to'prqmotethevalue andutiHty of social programs in 

'general;,andYolunteer programS in particular. On 
, ,tbeotherhanC:t,he is faced with the possibility that ' 
,'assessments, will 'not support program' claim,S. This 

" ,ma~es the program vulnerable to outside criticism, 
" patticularlypolitically motiva:ted attacks. The dHem
'n'lamustbe resolved by each administrator before he ' 
initiatesany~rogtam assessment The administrator 
nHistcome tQgrips with the fact that all programs 
fail to some extent, and that by identifying program 
. failqres and. reasons f()r them, program effectivenes~ ,. 
canb.e ertha(lced. ' 
, ·\yitha comhlitmeitt to the assessment process,the 
administra~ormustthen decide how: to a(;:hieve the 

'f()llowingo'bj«tiv~s: . . 
, , • I)¢veloping polides relating to research needs 

~rid· resources that bear upon the agency 
'mission' 

' .. , ,:.:. , .. ''';. '. . .. 
• ,t;>eveloping,proce'dlires to translate these 

policiesintb effe~tivel'nictiCe; ,. 
'.'$¢eurillgbudgetary resoiJrceSfor carrying out 

, 'l sl,litabJe: assessments that \viUprovideadata 
, pase forde(:isi()Dmaking;' " '. , . 

. ; .. ,.' ' ," - - . " ., . ~ ".",' ~" '. 

• Properly'integrating (:()mpetentpeople'into 
significantassessnwnt roles; " 

• Establishing the validity of both positive' .and 
n~gative findings;" ,'/, 

• Establishing standards to insure :that 
" assessment can help ansWer critical questions 

and establish agency and program priorities; 
• Promoting tlleestablisl,lment of a suitable 

recordkeeping system for data collection; and 
• Insuring tliat' information will' be used 

properly and that feedback will. be provided to 
the appropriate staff members. 

Articulating the administrator's role through these 
steps helps to minimize the natural resistance to as
sessment found in most organizations .. Administra
tors must eliminate staff resistance if the assessment 

, I'rogram is to be successful. 

B. .First Steps: Some General Guidelines 

The capability for ~ffective program assessment 
should, be built in from the program's conception. 
This will indicate a very crucial eady commitment to 
the process of assessment. It will a) so provide for the 
establishment of base-line data against which .ensuing 
developments can be; measured so that appropriate 
management decisions can be made; For· instance, 
from . the very beginning, each volunteer training 
cycle will have qualitative characteristics that should 
be monitored-ranging from· the nqmber of people 
who drop out to recognizable mea~ures of attitudes 
and service deliverYeffectiven~ss. By employing this 
assessment· capability at the very beginning, the de
velopmental thrust of each training cycle can be com
pared witli itself at various stages along the way, as 
well as with other training cycles. The observed.' 
trends' become' the informational basis, for making' 
. critical administrative . decisions. Comparative analy
sis of this' sort is thekeystohe for effective program 
rtuinagement. 

The Information' collected while making program 
assessments must be gathered ona highly selective 
basis. A wealth of potential information can be 
collected, but it is not inherently usefuhmless the' ad
mini~trator clearly understands Why theinfotmation 
i~ being collected in what form it shoQld be collected, 
and howjt will be used. Collection must be Ihnited to 
information thatJs ~really need~d by adminIstrative 
and supervisory staff, and the standards of selectivity 
must be rigorously enforced atalJprognlmmatic lev .. 
els. There is' a're~d d~nger:'-documented 'throughout· 
the juvenile justice system""'7of. coUe~tinghuge 

~' ,. 



amQunts, of information that is essentially super flu
ous, costly t~ obtain, and ultimately detrimental to 
the. data collection. process. If information is not 
used, those who provide it will become careless and 
indifferent about its collection, 

It is well known that the collection of correctional 
data is particularly vulnerable to misinformation. 
Care must be exercised to insure that the informa
tional base for management decisions is valid lest er
roneous determinations,be made. Perhaps the. fore
most principle is to provide reasonable assurances, 
when possible, that the informatiollcollected will not 
be'used as a weapon against individuals. If personal 
threats are built into data collection procedures, the 
probab~lity is high that some people will try to pro
te.ct themselves by. omittjng or distorting critical in
formation. Sometimes the element of personal threat 
cannot be eliminated, as in the evaluation of the serv
ice delivery performance of individual volunteers. In 
this case, the smart administrator will deal with poor 
performance by providing helpful guidelines and 
standarqsfor improved performance, instead of re

. nouncing or humiliating the volunteer. The misuse of 
information can seriously undermine the entire as
sessment process. 

AnQthercritical administrative control on the 
validity of information is constantly exphasizing the 
i~portance of collecting accurate and verifiable,data. 
An inFlifferent administrator who does not periodi~ 
cally ,strengthen data collection standards is poten~ 
tiallyiundermining his, own ability to make informed 
decisions. One effective way to insure the delivery of 
accurate information is to regularly conduct verifica
tion ~tudies which sample incoming inf()rmationand 
detennine its accuracy. Sources of errorc,an th~s be 
ident~fied, and minimized through nonpunitive cor-. 
rectiv~ measures. . . 

Anpther control that must be implemented is: the:: 
prote¢tion of information from unauthorized access. 
The ~rowing use of computers and information 
bank~ among criminal j~stice agencies requires that a 
Clear~olicy be developed 'with volunteer and staff' 
particr,pation, since both groups are .aware of the 
ways, lin which this information is used within· the 

'agency and throughout the entire criminal justice sy~:-
'tern.!, " , 

C .•. +n,ng .... M ... ,~.ann;U.,n.~eeds .. . 
Th~ nature of theassessment,p~ocess dictates the 

type> of' data, which must be,~ollectedand.conse~ 
, ,'j' " 

I 
I 
I,' 
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quently, the kind, of : rec9rd-~,eepingreqliired. 
Record-keeping systems u~uany exist ·soldY· as"imin
forma:iional base fo'r'decisiori;-making.The·records 
that are compiled reveal' to management what is'hap
pening in a program aton,epointin time or over a 
prolonged period. This ·infor.mation 'can inch;lde 
quantitative and qualitative statements aboutvolun-
teer program personnel, activities, and evaluation. ,as 
well. as an assessment of significant aspects of the 
service delivery system. AILthe information collected 
serve to monitor existing procedures and to insure an 
effective and efficient volunteer (}peration. 

The key to more effective" information-b;isedad
ministrative decisions ,lies in the syst~matic, and 
planned recording of desired information.· This in~ 
volves advance planning, a commitment of staff tlIlle 
for collecting information, and periodic reassess" 
ments to insure that' the information being, collected, 
remains relevant and useful. Record-keeping is prob7 

ably one of the least desired and appreciated profes
sional activities and· is usually not even counted as' 
part of the staff's workload. For a record-keep,ing 
system to work, both, volunteers and paid staff must 
understand that collecting data is (}ne of their work
load responsibilities. 

To the maximum extenl possible, the data 
collection and recording system employed should be 
integrated with the on.going operation of the volun
teer program. Too often the dat~ collection and' re
cording system functions externally, apart from the 
working service system. WtIen this is the case, vol un- , 
teers and staff members are more inclined to view in- ' 
formation gathering as objectionab~ework. 

It is also desirable to provide meaningful and time
ly feedback to volunteers and staff members who are " 
furnishing the program information. Thefrllits of 
their ,labor should be visible to assure .theill ()f the 
value of the efforts and to encourage them to main~ 
tain a high quality level when reporting information. , 

Special, situ~tions dictate that special meth(')ds' be 
used, to collect information. Therefore, telephone in-, 
terviews, supple,nientary face-to~ f~ce' interviews. or" 
mailed questionnaires may' also be s~itable means fQr, ' , 
collecting information,depending on the quantity . 
aJ;lddepthneeded" For example. it is cornmont.Q con-.' 

,duct pedodicfOllow-\lp interviews bytelephonea,fter' ' 
a service istermtnated t() ascertain,a: juvenile's status: 
in school orin ~~e~pIQyment ~ifuation;WlieJririfor;':'" 
mation, must 'be collected 'Qutside' t~e~dir,~~k~~tvice 
delivery, process,alloca~iog' oftiin~'arid' f~llo~rces,' 
sh9'uld be adjUsted, ~o meet th~ aadition~rdemah4s9f • 
datacollecUon.. ", ;>,.. , , 

", ,r~ 
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. .rj.,'Furtherlng Infc;rmation UtUization .. 
, '." , : ' .. ' . \, -:" 

< ,The mandatory, collection' of informatioll.by fund-' 
Jng. agencies,' budgetcommittees;etc.,gu~rantees 

.' " s60lefuttiwr degree ofinformatiOli utilization; Often 
\'~'. ,C9hsiderabledatil .is .coUectedwhich maypr maY riot 

, .' " Jflnditsway jntothe'managemen~decision-making 
:d- , .arena. A number of steps should be taken to insure 

maxinl':lInuseofinformatioll and thereby avoid 

. , . . , 

wasting valuable agency resources: . 
-'Planning for thecoJlection of information 

about volunteer programs should include a 
plan for its utilization; The kinds ofreports to 
be. generated, the relevance of information to 

" decision-making, and a proposed timetable 
should all be explicitly stated. If it is impos
sible to determine how information 'will be 
utilized before ids' collected, iUs very unlikely 
that any meaningful purpose for that data will 
be discovered at a later date. 

• Priorities muSt be set when deciding what in
. formation to collect. Information with .a high

.. erpriority will s~and a better chance of being 
~~ffectively utilized. 

• The~ollection of information should be linked 
directly to tb.e planning and development of 

,the vplunteer prpgrani. 
• The dissemination of information to people in 

th.e agency who are most likely to use it in .rela
tipn to the volun.teer program should be built 
lntothe data utilization plan." 

• Opportunities'must be created for appropriate 
staff members to discuss the information 
collected. as itbearsuppn future program plan., 
ning and management. ' 

If information is not properly utilized, then the 
data g~thering efforts of the agency are wasteful and 
.Ule potentilll.for makigg effective management de~i., 

,sions is' sign,ificantly ·reduced.Modifying a program 
while, it is .stilloperatillg is a delicate and complex 
task that should be based. on the best information 
avai.1il~le~Jnsllrjng t&emost efficient data colle~tion 
ana' lltiliZatioilisafun~tion .of good m,anagement. 

:,E.~'$Y.tem~wideFram.wQrk . '.; -" . ' .. " . " . 
. ", ~". ~ - . 

,y .• ,' . ' ..... ' . .... D:-:" " • 

,Th4;!re is aPQPulai'b\1t:dangerQust~lldencyto look 
#.qa,taollly'irl (j;rroS<>P'tltebottom lille," without. 

, :r~gat~hlgthecolls.derations whi~h.contributetothat 
. '.' .·fiqal~pnFhision,.· Tbe' \bottomliri~" is llsuallythe. re~ 
. 'su.ItQf!l;~()m~le~:program· op~ration thatr.eflects 
m~l1~dif(~rent.;and·m~tuallyinfluencin,,· ~Qnsi,denl- . 

dons. While ·what is onthe "bottom li~e,f maybe a 
reliable :pieceof information, the data which. in- . 
fluencedthisparticul~r result is' .often more • impor
tant in understanding' the' operation and valuebt a 
program. For, example, a volunteer program' might 
be judged ineffective jn achieving objectives, which is 
a "bottom line" fact. But this program failure may 
represent more than apooriy conceived.program~It 
may resi,llt from poor staff supervision, a negative or
ganizational context, political factors, judicial deci
sionmaking practices, or.a host of normally: un
assessedprograni influences. In short; program 'as
sessmentsshould be interpreted within the context 9f 
the larger agency and community framework.Realis
tically, it is seldom possible, because of limited re- , 
sources, to assess the total context in. which a VOhlD

teer program operates. Therefore, the narrower the 
framework of assessment" the greater the caution 
which .should be exercised ,in drawing conclusions 
and making inferences. 
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Figure 2 illustrates the complex. network of inter
locking considerations that enter into aU levels of 
progr.am assessment. The dual direction of the ar
rows emphasizes the potential mutuality and recipro
city of influences operating within the program. At 
the bottom of Figure 2, the designation "internal 
variables" highlights several factors that influence 
the nature, development, and function of a vohH.lteer 
program~ They are built-in variables which milst be 
considered in monitoring, evaluating, and redirecting 
the thrust of a volunteer program. "Volunteer pro
gram" refers to objectives and goals as they relate'to 
program operations, partiCularly, implementation, ' 
maintenance, and the expenditure of effort. The 
designations "clients," "community," and "parent 
agency" (at the top of Figure' 2) point to assessment 
levels which demonstrate the volunteer program's de
gree of goal achievement and impact upon and across 
these systems. 

The total picture derived from the different assess
ment'levels provides the most comprehensive frame
work for making accurate and cOltect management 
decisions about volunteer programs. Granted, such 
assessments are not easily reached. They require a 
considerable commitment Of resources to the assess
ment process. Nevertheless, they are possible, as il
lustrated by a series of evaluative surveys conducted 
a't Hennepin, County (Minneapolis) Court Services 
between 1973 and 1975. It was determined that 
clients, probation,' supervisory arid administrative 
staff, and ev~n judges concul'redin their assessment 
of volunteer performance. For example, there was a 
high level of agreement that social investigative 
studies carried out by volunteers were generally ob
jective, factually based, realistic, ~lIld well execllted. 
Giving due consideration tointernill program vari
aoles, volunteer program operation and program' im
pact, it is possible to conclude that" the' program 
succeeded in' achieving its objectives witQin its 01'

g~nizationa,l framework and community structure. 

F. AssessmenJ Procedur,es 

The assessment process can be broken down into a, 
nUtnbetof interrelated major activities, each (If 
which JIlake,s a critical contribution to the fin'll 
product. These activitiesllre: 

II Describing thepurposeofthe assessment; 
• Sel¢cting a Iocus of assessment conforming to 

the general pUrpose; 
,II Pefining whatis to ,be 'measured: TQis involves 

e~ta~lishing clear lirid precise definitions of the 

_ ... J '. '" . ~' 

variables to be measured. To the maximumex'- • 
tent possible,variables sholild' be desigoatedin 
behavioral or operational terms andlinked,di.;. 
recdy to the program component ,being as-
sessed; , , , ' . ' 

• Gathering relevant information about the va,ri-
abies being studied; , 

• Processing the information' that is gathered 
and producing data reports; 

• Analyzing the information and, based upon 
the data, drawing conclusions, especia,l~y 

about program needs and de~iredchanges; 
• Making recommendations based on the avail

able information; 
• Providing feedoack to appropriate staff mem-

bers; , 
• Involving appropriate personnel in. the discus

sion of planned changes; 
• Implementing the planned changes; 
• Re-assessing the program, particularly newly 

implem<'!nted changes. ' ' , 
It is also important in assessing program accom

plishments to relate performance standards ~o na
tional standards and goals so that both the relative 
and absolute functioning levels oftheprogram can 
be judged. 

Some of the administrative considerations in the 
assessment. process have been previously discussed: 

, The following examplesofthe levels and types of the 
program assessments do not tepresentall,po~sibiiities 
~nd procedures. They merelyillustrateJllajorevalua
tive thrusts. Stuart Adams'practical guidet() correc~ 
tions research provides, many additiona,l and, useful 
perspe(!tives on the assessment process. U is ausefllJ 
handbook·for program maQagers;1 ' 

, . 

G. Typel; of Assessment,~ 
•. 0' 

f. Program,' implementation ,assessment. ,'Despite 
carefully developed plans" t~ere is never,linY assur
ance that a program will be implemented e~actlya,s 
intend~d. In addition, it'isgenerallynot PQ~sible·to 
anticipate lin the impiemtmtation probiems that 'may 
atise,'Consequently,:it isimporta,nHodetemiige at 
variQus stages' .qf program ~evelopment wh¢tMr' im~ , 
pleinentatiQn is proceeding as expect~,,:Jfnot. ~ec;i .. ' 
sionsmust b~iIi~detQ redirect th~ pr()gram plapac
c()rciingly . While ipJ:operl~plementa:titm' ;off~rs no 

, ,assura~ceih~tth~.progt~miseffecHye. p~rim~~~ , ,,' 
mentation ¢an seno~sly undermmetbe at~~lllme .. t: ~~, 
pro$rani objectives.fore~~ple.v()hmteerswh() re~, 
ceive al>breviated and someWI1~fin'adeQPal~trai,nin$ 

;\":" >I 
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are likely to be less effective in achieving program ob-. 
. jectives than volunteers who participate in·a com- . 

plete, comprehensive training curriculum. 
. Questions about implementation are important not 
only in the early phases of program develotlment, but 
they also command peripdic reevaluation. There may 
be gradual, unplanned shifts in implementation over 
time. 'New personnel, after all, cannot be expected to 
implement a 'program exactly as their' predecessors 
did. Also, changes in program objectives may require 
modifying. the impJementation process. In other 
words, proper implementation cannot and should 
'not be taken for granted in either the initial stage or 
ongoing operation of a volunteer program. Imple
mentation must be continually assessed to prevent 
drift and. misdirection. , 

2. Assessment of effort. The' assessment of pro
gram effort focuses on the quantity and quality of 
program activities that actually occur. Measurements 
are usually limited to counting events, determining 
the' nature of these activitiesj and assessing the pro
gram's capacity to expend further effort. The results 
of these measures offer documentation and assur
ance that desired program activities are taking place 
or that performance standards are being maintained. 

Data typically collected to indicate effort being ex
pendedinclude workload information (the number 

. of completed interviews and telephone calls) and time 
.analysis (the total anq.average number of volunteer 
hOllrscontributed). Staff equivalent ratios, i.e., how 

. many paid staff would have been necessary to pur- . 
chase the time .and services provided by volunteers, 
are also useful indicators of effort. The measurement 
of effort should also include the degree of total vol
unteer program actiVity, how actual effort compares 
to. performance standllrds, and, most importantly, an 
assessment of the program's capacity to serve its 
clients. To help analyze volunteer performance more 
accurately, it might be· valuable to collect the follow
ing data .about program volunteers: educational and 
experiellce factors; special training, length of volun
teer,service, and frequency ofturnover. 

Clearly i the preceding determinations of program 
effort) do. nol deal ,directly with. the'question of 
wheth~r' Ute. voluntee{progranris effective i.n. achiev
ingpla'hned objectives . .In days;,gone by there existe~ 
a tired assumption that effort expendeq assu~edly re
sulted in beneficial effects. Obviously, this is not the 
case. T~e~ssessment .of effort· monitors critical pro~ 
gr~mactivitiestoreveal if.they are, in fact,'proceed~" , 
.ingpntheprQpercourse to achieve progr~m objec
tiv'eS., .' '.' .' '. .. . " .' , 

3.Cps.t'OS$esSment> AnQther metho~i. for assessing' , 
" ,. , ' . . 

• ,j' 

volllnteer program effectiveness' is the introduction 
of monetary criteria. Cost asseSsments seem easily 
understood by anyone reviewing the program;' 
although there is a real danger of oversimplifying and c 

over-rating cost analyses. Costs,. must be viewed as 
but one dimension in the broader. spectrum· or 
volunteer program accomplishment. An inexpensive' 
program which does hot realize its goals is worth Iit~ 
tie compared to a more expensive program in which 
objectives are achieved. Of course; greaterexpendi~ 
ture of funds does nor offer any assurancethata pro~i 
gram will be effective; 

At least three levels of cost assessment are relevant 
to the operation of volunteer programs: cost analy- . 
ses, cost comparisons, and cost/benefit analyses. 

Costanalyses'focus on the expenses incurred in 
service delivery. At one level, the cost ofa volunteer.' 
program can be determined by dividing the' total 
monetary outlay for volunteer recruiting, screening, c, 

matching, andsupervision(e.g., staff salaries, travel' 
time, and supervision time) into the number . of 
volunteer hours provided. Other more sophisticated 
cost analyses involves calculating budgetary .and . 
workload data to yield a unit cost per client served by 
the volunteer program. Thus, the average .cost per 
predisposition report completed by volunteers: can be • 
assessed as a proportion of total volunteer productiv-' 
ity and worth. 

Cost comparisons. bring together two or more cost' 
analyses and provide a basis for making a com pari:': 
tive, eval~ative judgement. For example, a volunteer 
training program utilizing different instructiona!, 
modes can 'yield comparative cost data which may . 
promote greater dollar efficiency. The major' 
problem in making such comparisons is establishing 
that costing procedures used in the separate analyses. 
are comparable. When not under careful administra~' . 
tive control, it' is easy to employ diffe(ent costing' 
procedures, thereby rendering cost comparisons use
less. Another beneficial comparison can be made be~ q 

tween the cost of a volunteer program and the cost of . 
traditional methods of service delivery or alternative' 
disposition options ·(such as. probation, jail; or 
prison). 

Cost-benefit comparisons isolate benefits (other 
than cost reduction) and relate them to the price-tag 
for. operational elements of the program' used to 
achieve the benefits. Cost-benefit studies. usually 
involve fairly sophisticated procedUres requiring ex'" 
tensive and. continuing research and consultation: 
When ass~ssingaccomplishments there is a danger; 
ous tendencyto,oversiniplify benefits and underesti-' . 
mate non-monetary costs; The fluidity and complex-

. i 



ity of many volunteer programs makes it difficult to 
formulate precis~ statements which can attribute the 
attainment of program benefits directly to cost 
inputs. 

Within the options stated above, it is usually 
desirable to establish. some cost reporting system for 
volunteer programs, particularly one that separates 
expenditures for initial' implementation and training 
from. the cost of ongoing'operation and maintenance. 
The .longer a volunteer program exists, the more 
likely there will be incremental cost reductions. These 
cost reducti9ns may reveal that volunteer services 
often cost considerably less than the minimum hourly 
wage. 

4. Performance assessment. There is little agree
ment, in the corrections field concerning consistent 
means of measuring volunteer program' per
formance. Many measures of performance are not 
gelleralizable to other programs because they reflect 
the attainment of objectives unique to a particular 
volunteer program or set oLcircumstances. Thus, 
volunteer programs will often generate their own per
formance criteria as they develop. 

While it is rather difficult, to identify all the 
possible factors that might be used as measures of 
performance,some suggestions can b~ made. 
Probably the foremost criterion is limiting the assess
ment of program performance to only those objec
tives toward which there is either a direct or indirect 
effort at achievemen.t. 

Failure to impose such a limitation leads to inap
propriate assessment, with no meaningful results 
being identified, or with credit sometimes taken for 
changes. that occurred independent of program ,ef
forts.lf, for example, no effort is'directed at improv
ing school functioning, then the failure to observe 
changes in school functioning among· juvenile 
offenders has no direct implication for the program. ' 
Similarly, if school functioning improves in this 
situation, there is no basis for claiming beneficial 
program effects. Program activity must be linked to 
goa/attainment. 

This point is stressed for tWo reasons: correctional 
literature is replete with examples of inappropri~te ' 
and meaningless assessments which are 'misleading 
bases Jor program interpretation and' de.cisionmak
ing; and imposing stringentcriteriaJor ll.!!sessment re
quires considerable advance plannil1g :Cor the' .collec-
tion of data. . "':;~,." '" 

One special data collection c()Ocern is. the necessity' , 
to g~thet bas.eline inforniatiol1 ;against which any 
modifications.can,:.,-;be compared" The ,distance 
travelled cannot be' determined 'when 'the,st~ting." 

pointis unknown. Another necessary ingredient of 
performance assessment is the determination' and 
qocumentation that program activities are directed 
towards effecting change a~d achievingobjective~. ' 

Certain kinds of program-related objectives may 
be established as criteria for assessing the effective~ 
ness of volunteer programs. For example, the.put~ 
pose of a volunteer program might be to reduce the 
average length of stay of juvenile offenders in deten
tion facilities. Achievement of this program objective 
may require screening and processing the juyeniles~ 
Therefore,assessing program effectiveness in this in
stance may involve determining the adequacy of 
screening and processing procedures or the' rate of 
successful referrals to other appropriate services. If 
these were considered explicit program objectives, 
and suitable effort was expended to achieve them, the 
followirig might also be .considered volunteer per
formance dimensions: the extent, frequency and type 

, of staff intervention in the community on behalf of 
the juveniles; the extent to which supplementary serv
ices are'suitably provided; and, in the event of in
stitutionalization, the degree to which juvenile 
offenders are prepared for reintegration into the 
community. 

To' properly .assess program performance,a 
number of different vantage points must be em
ployed, each._one possibly yielding a different and 
valid evaluation. The service recipient (client), his 
family, the agency worker, the supervisor, the ad
ministrator and the community may not all agree as 
to what constitutes program benefits. Thus, the con
text within which volunteer performance-is measured 
must be specified, and,in general, multinle vantage 
points for assessments wiliproduce more ~peaningful 
evaluation than a single vantage point. ~, 

The study of changes in individuals during their 
exposure t.o the volunteer program is a basic unit of a 
performance evaluation; 'It is used not only for 
individual case assessments, 'but, when cumulated, 
also re,veals elements of total program performance~ 

Some factors contributing) to the overall assess
mentprocess mafincludei/changesin education,em
ployment, sociopsychological attitudes and personal 
functioning (i.e., alcohol and, drug usej family rela .. 
. tionships, arrest, probation arid parole viQlation). 
There 'are many other possibleineal)urenient com~ 
ponents which must' be pursued selectively. It 'is 
desirable to use several criteria when analyzing pro~' 
gram achievement for individuals. si~t:e ' volunteer ' 
efforts ~re likely to reflect a multiplicityofgQals. 

The admiriistratoriplays.a 'key role in seeing U)a( 
performance' criteria~areestablishedand translated, 
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. into the most measurable terms possibl~;' The .~sess
ment criteria should be established as soon as 

(. possible so that the capability for effective evaluation 
is built in at tile program's inception. 

Where resources permit, ,extensive follow-up 
studies should be conducted to make long-range 
determinations concerning the separate and net effect 
.of,-:·program impact. " Some effects may' not ·be 
durable. Subsequent reassessments also demonstrate 

. that the level of accomplishment is maintained-if 
not improved. 

5. Process assessment. The assessment of process 
is complex and contributes to the understanding of 
goal achievement. It helps explain why a volunteer 
program does or doesn't work. Most generally, proc

. ess. analysis focuses on choosing attributes that 
a<;count for the program's degree of success; measur
ing service delivery and environmental conditions 
which facilitate the achievement of program objec
tives;) and differentiating among service recipients to 
~etermine who benefited the most, and why. Process 
studies require careful examination of all the critical 
dimensions of a service program and their interrela
tionships. 
,""'it. analysing a vo!unteer program, even if actual 
I~ ., 

process assessments are not made, consideration 
should be given to tbt·f!;}.llowing process components 
wl!ich contribute to '.1 r;~'ogram's success or failure: 

• The' screening, initial training, and super
vision of volunteers; 

• The organizational climate and general atti
tude toward volunteers; 

• The in-service training of volunteers; 
• The amount of follow-up supervision volun

teers receive; 
• The impact of agency policies up<;m the 

program. 

H. Recidivism: A Cautionary Note 

Since recidivism will inescapably be used as criteria 
of program performance., the following is presented 
as a cautionary note about the danger of over-rating' 
and over-simplifying. the concept. 

There is .relatively little unanimity about the, value 
of usi~g .recidivism rates as the primary criterion for 
jUdging performance. Program efforts may be 
deemed· successJul despite the fact that subsequent 
violations occur. It would. therefore, be an injustice 
toa volunteer prOgram-or ;emy corrections 'pro
gram~towrite it off as a '.' failure' 'on the basis of· 
recidivJ$m alone. Nevertheless, there is cOllsideraQle 
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support for using recidivism rates as one signlficant 
criterion of program perfonnance .. 

Unfortunately, "recidivism" varies in . meaning 
and usage among individuals and agencies. Con
sequently, the definition of recidivism put forth by" 
the National Advisory 'Commission on Corrections 
should Q~ adopted so that standardized measure
ments are employed as much as possibie. All pro
grams should. view recidivism ,within the following 
framework: 

• Criminal acts are recidivistic when they'result; 
in court conviction and are committed either 
by individuals currently under correctional 
supervision or those released from' comic-, 
tional supervision within the previous three 
years, and when 

• Technical violations of probation or parole 
occur which result in an adverse change in the 
offender's legal status by the sentencing or 
paroling authority. 

• Information on technical violations should be 
maintained separately from data on reconvic
tions. 

• Data should be reported periodically so that 
patterns of program change can be determined 
(e.g., utilizing updated statistical tables every 
six months to show changes in recidivism 
rates). 

• Other relevant factors (age, offense, special 
problems, etc.) should .be analyzed to help 
explain patterns of recidivism. 

, • Status offenses should be treated separately. 
Use of the framework outlined above requires an 

understanding of some characteristics of recidivism 
data: ' 

• Recidivism data can only tell about orie partic
ular aspect.of a program. Absence of 
recidivism should not immediately lead to the 
conclusion that the program is successful. 

• A single act of recidivism is enough to classify 
a person as a program failure, thus neglecting 
a' broad range of 'possible program accom
plishments . 

• Recidivism may be evaluated in relative rather 
than absolute terms, thus allowing program 
success to be measured in terms of the number 
and severity of repeat offenses or acts by par- . 
ticipants. (There is considerable disagreement 
over the merits of this approach.) , ' 

• The frequency of law violations is, in' part; a 
function of law enforcement efficiency and 
community. tolerance for· certain' kinds 'of 

" behavior. These factors' should be considered 



inevaluilting recidivism., Similarly, the serious-. 
ness of certain offenses i~ subject ,somewhat to L' 

legal interpretation. 

"~~ocati"g Resources for Assessments 
-:"1Hc-- -.. " ". , 

A fully developed. criminal justice agency will be 
capable of conducting a varietyoLprogram assess
ments. The fact remains, however, that most 
agencies, for various reasons, do not have either the 
financial resources or enough competent staff to 
carry out extensive and sophisticated assessments . 

. When .the need for pr:~gram assessment is recog
nized-'and it should be at the outset of th~ pro
gram-then the first administrative step is to develop 
a budget for this process. Adequate staff and mone
tary r~sources are ,essential to conduct assessment 
studies. 

More typical, however, is the case where a pro
gram exists without any appreciable budget, yet must 
do some assessment. In this instance, the first ap
proach may be to attempt to utilize research 
personnel from other agencies in the criminal justice 
system. Often these people can be borrowed for con
sultation to help initiate an assessment system. 
Anot~er often untapped resource is agency staff 
members, many of whom are recent graduates from 
academic 'programs with inc~eased emphasis on and 
tr.aining in conducting assessments. With some out
side consultation, staff members and volunteers may 
be abl~'to do this job. But if staff and volunteers are 
utilized, suitable work credit must be given to main
tain a high level of motivation and input. 

An other alternative is to provide on-the-job staff 
training within the agency under the guidance of out
side researchers who can teach the basic methodology 
of program assessment to interested staff members. 
An often overlooked resource is the utilization of 
volunteers themselves to design, carry out, and re
pQrt on program assessments. The educational and 
skiIllevels of volunteers are of~en quite high. 

Outside the agency, faculty members from nearby 
universities and colleges can often be induced to help 
establish a data information system. University pro
fe~~ipnals possibly interested in such activities may 1;>e 
in~everal ~epartments: social work, criminal justice, 
computei' science,businessadminstration, "and 
sociology. Often these faculty~members welcome the 
OppoI:tunity to conduct agency.-bas.edr;esearch, which 
als,o,;givestheir students some solid; research-related 
field experience. College and ·uniyersity st\idents are 
also a fertile source of manpower for conducting pro~ 

gram asses'sments. The process'enables them 'to better 
exercise their learning PQtential· while' fuifilling 
degree requirements. 

Borrowing ideas, methodologies and instruments 
developed in similar assessment projects throughout 
the country ,is also a valuable resource. While some 
of this material is poorly formulated, responsible 
staff can make decisions about its adequacy and 
adaptability. 

One word of caution is in order. While it is 
desirable to use knowledgeable and experienced staff 

.and volunteers to develop information and assess
ment. systems, employing novices in the process' 'is 
dangerous and can produce disastrous results. The 
possibility of failure increases with the sophistication 
of assessment work required and the lack of experi- . 
ence of staff members and volunteers. The availabil
ity of training and continuing consultation are 
necessary ingredients in producing good info!m~tion 
and assessment. \. ,;' 

'----/ 

J. Current Status of Research 
" 

Much of the research conducted on volunteer pro~ 
grams ha~ had a restricted focus-namely, to attempt 
to assess the· impact of the program on clients' 
served. 2 While this is a reasonable objective, the re
sult of such research has been disappointing. To 
date, no one is certain exactly which factors con7 
tribute to the success or failure of a volunteer pro~~:", 
gram. This is because a large majority of research . 
studies are poorly conceived and operated. The few . 
good studies available are limited in their: perspective. 
and fail to account for a systems frarriework in' 
assessing volunteer performance. There is also a lack 
of information regarding recruitment, screening, 
training, and matching procedures, and useful COSt 
analyses are generally absent. . . 

In fact, the issues of whether and how volunteer 
programs are ~ore or less effective than other pro
gram alternatives in the juvenile justice system 
remain unresolved. The program administr;ttor, 
then, must make a greater comihitment to the asse,ss
ment process for determining the validity: of agency
sponsored volunteer programs. 

K. Concluding Note 

The major thr~stof this section i.s to impress upon 
administrators and staff that the assessment process 
is not foreign to prog~8m .o~ra~ions.-Assessmen~of 
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different p;()gram cQmponentsis employed daily in juvenile justice system personnel. In addition" there 
ihemanagement decision process. What has been must bea commitment of respurces in the 'form of 
stressed here .is that decisions can be vastly improved allocated work time and necessary funds. In this way, 
by formalizing information .colJectionand analysis volunteer programs can commalld continual support 
procedures,thus increasing the likelihood that ad~ based on the documented service!! being provided to 

.ministrative'decisions will be based on the best and 'clienfs aQ-d the benefits accruing to the juvenile 
most comprehensive-i'nforrnatlon availabll Natur- '\justiCe system and the ~ommunity. The assessment of 
allY",the as!!~ssment process must selectively focus each individual program contributes singly, but im-
ul?on the main concerns and priorities of the vol- portantly, to the total pattern of effort and accom~, 
unteerprograql. Nevertheless, data which, of neces- plishme.nt. 
shy,is alwayslnccmpJete must be systematized be
for~it is' used in making decisions concerning the 

W)TES 

value or m<>.dificatipn of a volunteer program. 
Ooodassessment~(don 't happen by accident. They 

requite a strong .sense of commitment on the part of 
the program administrator' .and staff \;and other 

'.\ 

(-. 

, Stuart Adams, Evaluation Research in .Lorrrclions: A Practical Guide. u.s. Depart
ment of Justice, Law Enforcement Assistance Administration, N~tiona( fnstitute of Law 
Enforcement a~d Crimin.1 Just.ice (Washing!on. D.C.: U.S. Gove.-nment' Prii'.ting : 
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, Thomas J; Cook and Frank P. Scioli, The E//eclive'less 0/ Volunteer Programs iii 

Courts and Corrections: An Evaluation 0/ Policy Related Researc,h (Washington.,D.C.: 
u.s. Government Priming Office. 1975). '. 



APPENDIX A.Volunteer..Program Resources 

Many resources are available for improving the 
methods of developing and implementing a volunteer 
program. There are federal, state, and national 
agencies concerned with volunteerism; community 
health and welfare planning agencies; volunteer serv
ice burea.us; voluntary action centers; and hundreds 
of public and private agencies concerned with 
juvenile justice services. .. 

This manual is intended to serve as a .guide to or
ganizing and administering juvenile justice volunteer 
programs. We hope and think it will serve as a major 
resource in that area. However, there are several 
other major resources that can be called upon for 
assistance. They include, but are not limited to: 

• ACTION 
• Association for Administration of Volunteers 

Services 
• American Correctional Association 
• Association of Voluntary Action Scholars 
• Association of Volunteer Bureaus of America 
• Center for a Voluntary Society 
• John Howard Association 
• National Center for Voluntary Action 
• National Information Center on Volunteerism 

(NICOV) 
• National School Volunteer Program, Inc. 
• Volunteers in Probation-Natiomil Council 

on Crime and Delinquency, (VIP-NCCD) 
The National Information Center on Volunteer

ism, VIP-NCCD, ACTION and the National Center 
for Voluntary Action have long been recognized as 
leaders in the field of volunteerism. TQe American 
Cqrrectionid ~ssociation,the National Council on 
Crime and Deiinquency. and tbe John Howard Asso
ciationhave distinguished ~epu~~tions for providing 
technical assistance in the juven(le and adult correc
tions fields. Following is a bri~f description of a . 
capabilities of each of these resources. It is important 
to remember that most operational' vohmteer PrO
grams can also serve as a valuable source of technical' 
. assistance. 

Actio~ , 

ACTION isa federal agency. Its objectives are: to':::: 

mobilize volunteer efforts and volunteer agenCies in 
America to deal with the problems' of poverty at 
home and overseas; to serve as a clearinghouse for 
federal citizen service Programs such as Peace Corps, 
VISTA (Vo}unteers in Servi~e to America), the 
Foster Grandparent . Program, Retired Senior 
Volunteer Program (RSVP), ':Bervice Corps of Re
tired Executives (SCORE), the Active Corps of 
Executives (ACE) and NSVP (National Student 
Volunteer Program); and to promote maximum 
participation by Americans in voluntary efforts 
aimed at solving problems in their own conununities 
and other communities and cou.~tries. 

ACTION provides volunteers at the local level at 
the request of government agencies, educational in
stitutions, private organizations, and community 
groups. Volunteers work for and are accountable to 
the project sponsor. It assists with project develop
ment at the request of local agencies. Through 
grants, ACTION is responsible for the operation of 
RSVP and the Foster Grandparent Program, and, 
through the Office of Policy and Program Develop
ment, for an extremely limited number of innovative 

. efforts employing .volunteers. Funds for grant pro-
grams outside the Older Americans Program are ex
tremely limited, and no new.efforts are anti<.:ipated in 
the near future. 

Inquiries about locating and contacting the appro
priate ACTION Regional Director, requesting serv
ices of volunteers enrolled.in ACTION programs, or 
volunteering yourself shoQld be directed to: I 

ACTION 
Washington, D.C. 20626 
TelepQone tell free: (800) 424··8580 

\<." 

AssQclation fnr A,~ministl'ation of Volunteer 
Services 

.... The objectives of the Associationfo~d\dministra~ 
tion of Volunteers Services' are: to develo'l) volunteer 
services.,progranis; to promote volunteer administra
tion ru; a' 'profe~sion; to esta.blish standards. for the 
utilizationc(}fvplunteer services; to ~shareknQwl-

,- edge/experience;: t9. ;encourage' creative '. use: ·of 
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.vdfurlteers; to wor:k'withinstitutions of higher learn
i~g'in de~elppingprofessionaJeducatioQ and training 
curricula' in, volunteer ladmini~tration; , and to pro
mote professiortal stature amohg,<men1bers through 
meetings, wo~kshops,and institutes. ' 

" Active m~mbershjp is open to salaried or '" 
, 'unsalaried ~isons with continuing l\dministrative 

\""Jie~i>oMi~ilif.Yio the field of VQlunteer administra-
() tion,as~' well ,as 'edllcr~~t,')rs, and researchers in, the 

~olunteer ,field. ~~sQ:~i~i:~,:meni.berships,are_ open to 
'Yetired :, administrators and others interested in 
'volunteer administration. ' , -, 
"', 'This'~g(!ricy serves professional administrators of 
voltinteetprograms throughout Ole, human service 
field...-:-conimunity !!stion' centers, rehabilitation, 
long-term care, comprehensive health centers, 
'hospitals, schools, courts and corrections-by .lOak
ing available to them an established plan for the certi
fication of volunteer services coordinators, a list of 
regioQal and national activities, a monthlynewslet
ter, a tape library, and current professional informa
tion' ~nd a quarterly journal entitled Volunteer Ad-

, minis,ration. 2 

Inquiries should be made to: 
. Association for .Administration of Volunteer 

Services 
Administrative Center 

. Bo~ 426, 10214 South Dolfield Road 
Owing Mills, Maryland 21117 
303/353-0300 ext. 446 

. American Correctional Associat,ion 

,The Am'erican Cprrectional Association provides 
, tec'hnical assistance to many agencies within tl:1e cor
r~ctions and criminal justice system through a Law 
Enforcement Assistance Administration contract. It 
can provide a ;equesting agency with ~onS\iltants at 
no cost to ~ssist with the implementation, review, 
and eV.aluation of volunteer, programs; The list of 
consultants includes persons with a variety of 
expertise. They: can help better utilize volunteers as 
. adjuncts tO,staff and extend agency services to differ
¢nfc,orrectio~al settin$s and situations. 

(nQuiries sho1l1d be maqe to: 
Cor,ectipns Technical Project 

, Amefic~n Correctional Association 
4321 Hartwick Road, Suite L-208 
College P~rk,Maryland 2()740 
(301)8.64-1070 

A •• ~latlolJ of,Vol~ntary Action Scholars 

HTh~ .objective 'of the Association of Voluntary 
.~~." • ' • > - .' " ,-

Action ,Scholars is to foster dissemination , and ap" 
plication of social. science knowledge about voluntary 
action. 

"Membership is open to those engaged in 
volunta~y action research, sc~olarship, and profes
s~~nal'- activity; . Members receive Journal,r".,?! 
Voluntary Action Rese,(lTch. tt3 . ;~:'L 

Inqulries,should be made to: 
Association of Voluntary Action Scholars 
1785 Massachusetts Ave;.N.W. 
Room 211 
Washi~gton, D.C. 20036 

" 

'. Association of VOluntesrBure.tlus 

The Association of Volunteer Bureaus promotes 
volunteeiism and voluntarism at the local, state, and 

. national levels through communication and coopera
tionwith other organizations and individuals. 

Membership is open to local volunteer centers will
ing to take responsibility for the following citizen 
participation' functions: development of standards; 
recruitment of volunteers; volunteer coordination; 
volunteer referral; and consultation to agencies and' 
citizen groups; 

The Association maintains a national library con
sisting primarily of "loan folders" on the generic 
areas of volunteerism. It publishes a newsletter to 
keep membership current on matters pertinent to the 
field. 4 

Inquiries should be made to: 
Association of Volunteer Bureaus 
P.O. Box 7253 
Kansas City, MiSSOUri 64113 

Cent,er for a Voluntary Society 

The Center's goal is to promote and expand geo
eral awareness and. understanding of the effective 
utilization of volunteers and voluntary associations 
in coping with human and social problems here and 
abroad. It evaluates the effectiveness of the 
voluntary sector in making our society more pumane, 
just, open, participatory, non-violent and uncoerced. 

The Center stimulates and performs basic and 
applied research on ypluntary action; collect.~, 

synthesizes, analyzes, publishes, ~nd disseminates 
relevant information on research and practical e-l(
perience both to scholars and practitioners jo tl:te 
field; interprets policy and stimulates discussion, of 
issues vital to voluntarism; develops methods of 



evaluation for the voluntary sector; holds· confer
ences, workshops, seminars, and informal discus
sions with practitioners, professionals,and scholars; 
cons.ults with yoluntary organizations regarding their 
goals, poliCies; operations, and· evaluation sys~ems; 
and aids in theIJ.evelopment:,ofthe' independent 
Association of Voluntary Action Scholars.' 

InquiriesshouJd berrrade to: 
Center for a Volur'1tary Society 
1785 Massachusetts Ave, N. W. 
Room 211 . . 
Washington, D.C. 20036 

John Howard Association 

The John Howard Association is a private, not
for-profit national service agency involved, since 
1901, in surveys, consultation, .planning, research, 
public education, and reform in the crime and delin
quency field. 

A primary objective of the John Howard Associa
tion is to bring about changes in policies and prac
tices' in the criminal and juvenile justice systems 
through planning, research. and action to fulfill 
Ullrriet social needs and overcome systemic and struc
tural inequities. 

The Association has established a sound reputa
tion with judges, legislative bodies, agency and qe- . 
partment officials, and citizen groups throughout the 
country. It has testified before state and national or
ganizations and legislative bodies regarding stand
ards and practices in the criminaljustice field. The 

- scope of services provided by the John Howard AssQ
. ciation reaches into all areas of the justice system: It 
responds to the causes of individuals, agepciesand 
communities. . 

The Association through its Children in Trouble 
Project, has promoted· greCiter public understanding 

. and support for prevention, treatment, anc~ control 
of juvenile delinquency and crime. The film, 
Children in Trouble, . has peen shown over one 
thousand times in all 50 states and in several foreign 

'. ·countnes. 
The John Howard Associat~ori has developed 

Comprehensive' Long' Rangecorrectienai Master 
Plans in the States of Maryland, Michigan, 
Kentucky, Florida, Virginia, SOllth. Dakota, Utan, 
and Wisconsin. Additional planning, evaluation, and 
technical assistance efforts completed by the Associa
tion· include ,Survey and ,Planning for Services to 
Unruly Youth in Franklin 'County, Ohio, and the 
Wisconsin Mutual Agreement Program Evaluation, 

Inquiriesshould be made to: 
John Howard Association 
67 East Madison Street, Suite 1216 
Chicago, Illinois 60603 
(312) 263~1901 

National Center for Voluntary ~ctloi1 

The National Center for Voluntary ~ctionop
erates a Clearin~house for informa~ion on all aspects 
of volunteerism. Since 1969, the Clearinghouse has 
collected, analyzed, and distributed information on 
various aspects of . volunteering and volunteer. Pi'o~ 
grams. The search for information and the collection 
of material is' continuous, with new facts and insights 
accumulating constantly. The Clearinghouse makes 
this information available in the following ways: 

1. Program Descriptions. Information a~out 
thousands of volunteer programs-covering a wide 
range of social service fields-is aV.ailable from the 
Clearinghouse. The one-page data form includes: the . 
name, location, and if brief description of the pro
gram; the name(s) of the program'ssponsor(s); and 
the name, address and telephone number of a person 
to contact for further informati(m. 

2. Green Sheets. The Clearinghouse pr~pares list
ings of organizations willing to provide teChnical and 
other assistance to volunteer groups iIi many areas of 
specialization, e.g., the National Council on Aging.:' 
It also prepares annotated .bibliogr1,lphies· .of 
pam'phlets and other publications, free or at nominal 
cost, relating to the development of volunteer pro
grams . 
. 3. Portfolios. In a number of areas~theClearing
house has assembled basic portfolios' 00 speCific 
aspects of volunteer programming; e.g., Drug 
Education and Rehabilitation Pr,Qgrams . and the 
Volunteer, Volunteers in . Pre~School; Day Car~, 
Headstart and After School PrograDls,etc(M·ost.'of 
the portfolios contain samples of Clearinghouse. Pro
gram Descriptions, Green·Sheets,. and ·other. rel~ted 
materials. Som,edocument the operation. of asingie 
volunteer program. Inth~ area of training volunteer 
administrators and volunteers, pOl'tfoliossupply 
short summaries of past, currenf'alld futute~ollege
related and community~initiated training ~ctiviti~s. 
Others, in notebook form, discQsS such topics . as 
"volunteer recognition in practice and theory"and 
"transitional volunteering .as a step for men-t1,l1 
patients in readjusting to thecolllmuility.'"'' . 

Information regarding the National Center for 
Voluntary Action, its newsletter, booklets, 'or :port-
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folios can be obtained from: 
National Center for Voluntary Action 
1785 Massach us~tts Avenue, N. W. 
Washington, D.C. 20036 
(202) 797-7800 

. National Information Center on 
Volunteerism, Inc. (NICOV) 

Th.~ National.lnformation Center on Volunteer
ism, Inc. (NICOV) is a nine-year-old oon- profit or
g!lnization. its principal activities are technical 
assistance, consl.dtation, training, and program 
evaluation for citizen involvement efforts. 

Since its inception, the Center has conducted more 
than 75 program evaluations and produced 35 books, 
,manuals, films, etc., covering a wide spectrum of 
current issues and methods affecting citizen partic
ipation programming. NICOV has convened over 25 
advanced workshops and conferences on leadership 
in citizen participation programs and established the 
Volunteer Program Problem-Solving Information 

,Retrieval Library (PIRL), with over 2,500 files on 
voiunteerprograms, functions and issue areas. 

The Center's State Desk and Membership Services 
is a specialized unit which provides informational 
and technical assistance to organizations and pro
grams, particularly emphasizing state and regional 
ne~c1s. 

The National Learning Resource Center (NLRC) 
of NICOV is involved in research and field testing of 
educational opportunities and training techniques for 
citizen participation programs leadership. 

The various units of the Center afford NICOV a 
unique look at the inner workings of citizen partic
ipation ancl motivation. This "inside" perspective 
better enables NICOV to meet those needs with its 

,resources. The Center has developed its own tech.
nique's on the "helping" and "self-help" involve
m,ent processes. These strategies, known as "People, 

, Approach, ".have been widely used by the Center and 
byindividu!ll programs iothe field. 

NICOV's membership in the Alliance for Vol un
,·te~t~sm,Inc .• aIlows immediate access to additional 
resources in the perform~mce of project and other op
eratiopal tasks. 

,: 64 

Inquiries s.hould be made to: 
National-Information Center on Volunteerism . 

., 122tUniv~rsityAy,enue, 
Boulder, Colorado 80302. 
(303) 447-0492 

National School Volu~teer Program, Inc. 

This program seeks to promote the use of school 
volunteers to supplement and support activities 
which benefit students; improve the number and 
quality of school volunteer. programs; create ,a new 
partnership between educators. and citizens. through 
sch.ool volunteer programs;, recognize the services 
and bimefits.provided by school volunteers. 

NSVP operates national, f€:gional and state 
networks to communicate with its members and to 
provide the school volunteer community with publi
cations which inclu~¢ the regular newspaper, "The . . y 

School Volunteer'~ operates a clearinghouse which 
collects and dis~ributes resource materials; provides 
training progra:ms through a series of workshops; 
holds national conferences; and sponsors and con
ducts research projects. Professional membership is 
open to directors or coordinators of School Volun
teer Programs across the country. Associate member
ships are open .to all persons interested in or associat
ed with a school volunteer program. Inquiries should 
be made to: 

National School Volunteer Program, Inc. 
300 North W (lshington Street 
Alexandria, Virginia 22314 
703/836-4880 

Volunteers in Probation-National Council on 
Crime and Delinquency (VIP-NCCD) 

The VIP Division of the National Council on 
Crime and Delinquency represents volunteers in pre
velltion, prosecution, probation, prisons, and parole. 
Originally known as Volunteers in Probation, Inc., 
the merger with NCeD'was effectuated in 1972. 

VIP-NeCD consults in the area of criminal.iustice 
volunteerism. It has participated in over 1,000 local, 
state, regional, and national conferences during the 
last decade. In addition to consulting with officials of 
courts, jails, prisons, juvenile institutions, and all 
kinds of citizens groups, VIP-NeeD sends literature 
in response to approximately one thousand inquiries 
it receives annually concerning the use of volunteers 
in criminal justice. A total of 3,500 persons have at
tended the national forums sponsored by VIP
NeeD over the past five years. 

VIP-NeeD has developed a training manual, a 
curriculum .and 34 hours of excellent. full-color au
dio-visual TV cassettes on the subject of volunteer
ism in criminal justice. Known as the VIP-NeeD 
National Training Pro.gram, itnas:Jhesemajor goals: ' 

"··',1 
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• Upgrade existing criminal justice. programs 
utilizing the combined efforts of volunteers 
and professionals in the field. The cassettes 
and other materials, are exc.ellent for pre-serv
ice and in-service training. 

,,' ,,:eEnlist new volunteers from all types of citizen 
groups. l-

e; ,. Reach and inspire hundreds of thousands of 
college students to make a life~time commit

!)]:;h; i.ment to volunteerism in criminal Justice. 
t)~ :VIP-NCCD has helped start many new programs, 

and ,assisted numerous existing programs in upgrad
ing their services. 

" 

iJ· 

. Inquiries should be made to: 
VIP-NCCD 
200 Washington Square Plaia 
Royal Oak, Michigan 48067 
(313) 398-8550 

NOTES 

I Nalion~1 Cenler for Voluntary Action. uAdminlslr'adon and Orga!1izalion in-Valuri-
teerism: Nalional Membership and Resourc~ Organizarions," Clearinglrouu: Grwn 
Sheets (Washington, D.C.: National Center for Voluntary Action). 

: Ibid. .. 

, Ibid. 
'Ibid. 
: Ibid. 
'Ibid. 
, Ibid. 
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APflENDIX B.Project ·NI,ethgdql.ogy 

; The ~etho~ology.followed in the '~}eparation(.>f 
the. Prescriptive Package contributed significantly/to 
the contents ofthis document. Consequently, a de
scription of this inethodology is presented for the 
reader. Thefollowing steps were completed: 

1 .. An advisory committee t<,> the Project was 
formed. The committee was made up of repre
sentatives from the following areas: 
il. law enforcement; 
b. county juvenile court services; 
c. state youth services-volunteer program ad

ministration; 
d. private, non-profit voluntary social service; 

and '.. . 

e. research techniques and methodology. 
The advisory committee provided input with re

spect to issues and copcepts regarding vol un
teeri$m that needed to be examined and re
viewed. The members also critiqued the vari
ous drafts of the Prescriptive Package. 
Members of the advisory committee were 
. c~lled JlPon to provide both select and indi
vidual consultation in their respective areas 
of expertise throughout the duration of the 
Project. 

2. The National Information Center on Volun
teerism in Boulder, Colorado, was contracted 
to assist in three major areas: 
a. To identify the most outstanding juvenile 

justiee volunteer programs in the United 
States; 

b: To suggest the types of questions that should 
be iilcludedin· a qu~stionnaire serving the 
above projects; and 

c. To assist in conducting a comprehensive re
view of the literature and preparation of an 
abstracted. bibliography of the most rele

. ;vant. up-to"qate,.and easily. obtainable 
books and peri(jdicals .. 

.3. A lengthy and extensive questionnaire was de-
. veloped to be. administered by maiL Its primary 

purpqse w~~ to gather specific types of informa
tion that could later be utilized in. selecting pro- . 
grams for on-site visits. A. secondiuy fpnction 

wasto collect descriptive information from a se
lected group of volunteer programs around":'the 
nation. . ; 

4. The National Information Center on Voiun
teerism identified 107 programs from the Unit;. 
ed States and Canada. An· additional 18 pro
grams were identified by the John Howard 
Association. Therefore, a total of 125 programs 
received survey questionnaires. Approximately 
one month after the'initial mailing, a follow-up 
letter was sent to those programs Who had not 
yet respond,ed. Of the 12Squestionnaires 
mailed, 81 responses to the inquiries were re
ceived-a 64.80/0 return rate. Of the responses, 
only 59 (47.2%) were "usable questionnaires." 
There were several reasons for not being able to 
use a particular response: having a progr~m 
that primarily serves adults; no longer having a 
program; and only partially completing the 
questionnaire. The 64.8% rate of return and the 
47.20/0 usable response rate is considered very 
satisfactory given the extensive nature of the 
questionnaire and the nature of the data re
quested. 

5. Following the analysis of the data from the 
questionnaire, programs. were selected for on
site visits. Several factors were considered in 
making the selection, including: 
a. volunteer service area (client-centered, 

agency-centered, community centered); 
b. administrative organization; 

. )\ 
(1) of the volunteer program itself; 
(2) if applicable, the position of the volunteer 

program in the organizational structure of 
the parent agency; 

(3)crimiIu~Jjustice components served; 
(4) client population; 
(5) numbers of volunteers; 
(6) numbers of paid staff; 

. (7) geographic area; 
(8) length of program o»eraiion; 
(9) evaluations; 

(10), major innovations and unique services. 
The purpOse of the on-site visits was to gather 
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additional information and 'to observe firsthand 
those aspects of various programs that would be 
helpful to others and worthy of replication. (See 
Appendix C for list of programs visited). 

6. Project staff attended various national, state, 
and regional conferences·· and workshops' 6rt 
volunt~erism. At these institutes contacts were 
made and discussions held with volunteer coor
dinators regarding their particular programs, 

:Ji';.i ;,PJoblems, and ideas. . 
• . t 7. After completion of the on-site visits a prelim i-

nary draft was prepared. This d,raft was distdb~ 
llted to members· of the advisory committee aIl~. 
other selected individuals, such as Dr. IVan 
Scheier, Director of the National Information 
Center onYblunteerism" for review and com
ment. From these comments and criticisms revi
sions were made and the final draft submitted 
to the Office of Technology TranSfer of the 
Law Enforcement Assistance Administration 
for review, publication and disselDination . 
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APPEN DIXC." ,On~SiteVisits 
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In preparing thi!;i manual project staff visited sever
al volUnteer programs. A list of these programs, in
cluding names and addresses of contact' persons, is 
incluaedinthis appelldix for readers who may wish 
to obtain additional' information. Variou,s aspects of 
these programs have been cited and described in the 
text of ,this manual. However, no attempt has been 
made to provide complete. program descriptions 
either here or in the text because these are dynamic 
programs whose variety and breadth of services are 
constantly changing. To obtain the latest informa
tion regarding them, it would be best for the interest
ed reader to contact the programs directly. 

Maricopa County Juvenile Court Volunteers 
3i25 West Durango 
Phoenix, Arizona 85009' 
Ms. Linda Harned, Project Director 

Social Advocates for Youth 
975 North Point 
San Francisco, California 94109 
Mr. Jack Harrington, Executive Director 

Social Advocates for Youth 
655 Castro Street #5 
Mountain View, California 94041 
Ms. Deborah M;lDchester, Project Director 

Social Advocates for Youth 
1I4!(i West Church 
Santa Maria, California 93454 
Mr. Robert Faulk, Project Director 

Direction Sports,lnc. 
117West Ninth Street 
Los Angeles, California 
Mr;Tully Brown; Project Director 

Partqers 
1206 W~st Bayaud. 

'Denver, Colorado 
Mr; BobMoffitt, Director 

, Fll)rida Divi~lon ~f Youth Services 
. ) 317 Winewood Boulevard 

I', Tallahas~ee, Florida 32301 
Mr. JeffSchembera. Dir~ctor; Blireauof Community Services 

1 .. Tampa"Florida,Volunteer ,Shelter Home . 
2 •. Mianii,Florid\i,lntak.e Volullteers and VPO's 
·3. WestPaIJil~eich;Florida, Detention Volunteers and Shelt.er-
. B~dPrograni . 
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4. Tallahassee, Florida, VPO's, Volunteer Shelter-Bed Program, 
Center Office, Volunteers 

5. ' Tallahassee, ,Florida, Walter Criswell House
'a: group treatment volunteers' 
b. members of advisory board to community groups treat-

ment 
6. Marianna, Florida, Arthur G. Dozier School, Institutional Vol-

unteer Program 

Aunt Martha's Program 
3034 Western Avenue 
Park Forest, Illinois 
Mr: Gary Leofanti, Program Direc~or 

Youth Opportunities United 
75 Grove Street 
Worcester, Massachusetts 01608 
Ms. Mary Adams, Program Director 

Kalamazoo County Probate Court - Juvenile Division Volunteer 
Services 

Kalamazoo County Building, Room 400 
Kalamazoo, Michigan49006 
Ms. Joanne Hyames, Program Director 

Genesee County - Juvenile Division Probate Court Volunteers 
919 Beach Street 
Flint, Michigan 48503 
Mr. Rob Collier, Project Director 

Ingham County Probate Court Child Services 
608 South Washington 
Lansing, Michigan 48933 
Dr. Ernest Shelley, Ph. D., Chief Psychologist 

Oakland County Juvenile Court VolunteerCase Aide Program 
, ,1200 North Telegraph 

Pontiac, Mic!:ligan 48053 
Mr. Raymond J. Sharp, Project Director 

Oakland County Youth Assistance Program 
1200 North Telegraph 
Pontiac, Michigan 48503' 
Ms. Kay {(aria, Director 

Hennepin County'Department of Court Services - Volunteer 
Ser.vices 

A-506 Government Center 
Minneapolis, Minnesota 55487 
Mr. Richard C. Hodgkins, Director of Volunteer Services 

Department ofH\1ml\n Services 
Multnomah Cpunty 
426 S. W. ,Stark 
Portland, Oregon 97204 
Mr . Lane Williams, Director of Volunteer Programs 



APPENDIX D~Standards for the Handling of Status 
Offenders 

In .recent years there has been a growing trend to 
separate status youth from delinquent youth. The 
theory behind this trend is that status offenses, al
though constituting behavior that is not acceptable to 
society and that may be harmful to the youth, are not 
criminal in nature and do not present threats to the 
person or property of others. In fact, judging from 
its frequency, it almost appears that status behavior 
is incidental to the process of growing up for many 
youth. Now becoming more and more widespread is 
a belief that treatments should not be applied to sta
tus youth, which have been traditionally used for de
linqu~nt youth, such as: arrest, detention, court ap
pearance. 

Although all state juvenile court laws currently in
clude jurisdiction over status offenses, about 500/0 of 
the states have established various separate categori
cal labels or definitions in an attempt to make some 
distinction. These terms include "children (or per
sons or minors) in need of supervision" (CINS, 
PINS, MINS) and the more stigmatizing labels such 
as "unruly," "wayward," "ungovernable" or "in
corrigible. " Many states have imposed limitations on 
the handling of status cases. The mest common has 
been a prohibition against committing these youth to 
state ,institutions for delinquent youth. 

Several respected agencies with an interest in the 
juvenile justice system have developed position state
ments and standards and goals materials covering 
many facts of the juvenile justice area. Agencies, 
communities, and volunteer groups wishing to eval
uate their communities' juvenile justice system and to 
upgrade services can use such materials as starting 

"points in the evaluation process. What follows isa 
position statement on a topic of current interest and 
high controversy in the juvenile justice field. It,is in
cluded here as an example ofa position statement, ,to 
-stir the' citizens' interest in identifying critical issues 
within their communities. This and many other issues, ' 
need to be defined, examined and'acted upon. In 
many cases it will be community volunteers who do 
so. 

Traditionally, "children in need of supervision" or 
"status offenders," that is, children engaging in be
havior that would not be a crime if committed by an 
adult, have constituted a substantial proportion of 
the juvenile arrests, detentions, and referrals to 
court. Studies and reports have consistently shown 
that one-third or more of the children handled by ju
venile courts are referred for such offenses, which in
clude truancy, running, a\yay, curfew, incorrigibility, 
etc. About one-third of them are institutionalized in 
detection homes, jails, or state institutions for delin
quent youth, thereby mixing them with youth who 
have engaged in criminal behavior. 

Recommendations for different treatment have 
been made by, the President's Commission on Law 
Enforcement and the Administratjon of Justice 
Standards and Goals. Botp groups recommended di
version of these cases from the juvenile justice sys
tem. Other more recent developments are also mov
ing in this direction. For example, in a recent policy 
statement, the National Council on Crime and Delin
quency has recommended complete removal of status 
offenses from juvenile court jurisdiction. t Also, the 
Juvenile Justice and Delinquency Prevention Act of 
1974 provide's that two years after from the submis
sion of a state plan forJJDPA funds, juveniles com
mitting status offenses cannot be placed in detention 
or correctional facilities. 

These positions are taken in the belief that status 
offense youth and their famines need services, but 
that service should be provided outside the criminal 
justice system. The services should be offered by 
both public and private agencies, and should be 
available without arrest and detention or having' to 
go to cou!'t. Service should be available by referral' 
from police (who come in cOiltactwithmostof this 
behavior on the streets) or from schools, social agen
cies, and particlliarly from yoijth themselves or their 

~91 '.' .. ' 

parents who see the need for service to prevent such 
behavior. 

I "Jurisdiction Over Statu. Offenses Should Be Removed from the J!1venile Court-i\ 
Policy Slalemenl." National Council on Crime and Delinquency, October 22,1974. 
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The staffof tlie John Howard Association support 
this premise and believe that status behavior should 
be temoved as a category of behavior which subjects 
youth to juvenile court jurisdiction. It should not be 
possible to put a status behavior youtl;l ina secure 
custody detention· facility or in an institution for de~ 
Hnquent youth. 

There are some instances when Juvenile court inter
ventiOn is necessary. This may occur when 
child/parent conflicts are so great. that voluntary 
services are unable to protect the child or where there 
1& suchan irreconcilable difference between the child 
and his parents that third party authoritative inter
vention is needed to settle issues such as legal cus
tody. In such cases it should be possible for the 
youth, his parents, or a designated community agen
cy to petition the court on the basis of a "no-fault" 
neglect petition, such as recommended by the U.S. 
Department of Health, Education and Welfare: 

In this section, the traditional definition of ne
glect has been somewhat broadened by adding a 
child 'whose parents, guardian or other custo
dian are unable to discharge their responsibilities 
to and for the child.' This provision alleges a 
condition or status. but does not req\lire a find
ing of fault on the part of any individual or so
cial institution. 

Under this provision, the court will still retain 
sufficient authority over the situation to see to it 
that remedial measures are taken in a,timely and 
effective manner without labeling the child as 
truant, a runaway, or incorrigible. Generally, it 
can be said that such conduct is self-evident of 
the failure or neglect on the part of one or more 
of our social institutions, whether it be the fami
ly,the schools, or other societal conditions hav-

. ing a neglect impact on the child. 2 

The model legislation limits the authority to file 
this type of petition (neglect) to certain child-serving 
agencies. It also limits the court's disposition powers, 
precluding handling these offenses as crimina,l-type 
delinquencies· and prohibiting use ·of detention, pro
balion, or commitment to state institutions for .status 
offense youth. 

It should be recognized that much of the court in
volvement in .status cases resulted from lack of alter
native ways of handling them. As it stands now, sta
tus cases represent a large proportion of probation 
and court work and consequently constitute a huge 
block of services that must be provided by public and 
private community agencies if responsibility is to be 
transferred from the juvenile justice system. _ 

In nearly every case, the overt and covert support 
of the highest level administrators in an agency is a 
necessary ingredient in the development of a success
ful volunteer program. This is true whether the 

. volunteer program is part of a small private agency 
or a large state or national department. What follows 
is a draft of enabling legislation for the use of volun
teers by state agencies and departments in the State 
of Florida. It is included here for two main reasons: 

• To serve as a model for other states regarding 
the use of volunteers; and 

• To give the reader an insight into the types of 
support an agency or a state can. provide to its 
volunteer programs. 

Specifically, the terms of this legislation encourage 
the use of volunteers, support their use at the highest 
levels, and demand accountability in the use of 
volunteers and in assessing their impact. 

, Model Arls/or Family Courls and Slale-Loral Children's Programs, Department of 
Health. Education. and Welfar.,. U.S. Government Printing Office. Pub. No. 
OAD/OYD 75-2W4I, Washington. D.C. 

SAMPLE ENABLING LEGIS LA TION FO~:'THE USE OF VOLUNTEERS . .. ~ 

BY STATE AGENCIES AND DEPARTMENTS*' 
~.- .::;/". 

A bill to be entitled 

An act relating to state government; providing definitions; authorizing 
state departments and agencies to recruit, train and accept volunteers for 
state service; directing departments and agencies to make certain rules with 
respect to volunteers; providing benefits for volunteers; requiring state de
partments and agencies to include information on volunteers in their an
nual reports to the Legislature and the Governor; requiring departments 
and agencies to include volunteer impact statements in budget requests to 
the 'legislature; providing an effective date. 

WHEREAS, the spirit of voluntarism is one of the philosopnies upon which 

• Taken from. proposed draft orvolulllc.r legislation for the State of Florida. 

79 
' .... 

:1 



this nation was founded, and 
WHEREAS, today one of every five Americans is making a gift of time and tal

ent to some kind of volunteer service which is designated to help others or to work 
for a cause, and 

WHEREAS, our communities, our state, and our nation will benefit as more 
and more people bestow the priceless gift that comes only when people give of them
'selves, and 

WHEREAS, the Florida Legislature deems it necessary to provide for and en
courage state agencies to make maximum use of volunteer services, NOW, 
THEREFORE, 

Section 1. Definitions as used in this act.-

(1) "Volunteer" means any person who, of his own free will, provides goods or 
services to any state department or agency with no monetary or materials compensa
tion. 

(2) "Regular-service volunteer" means any person engaged in specific volun
tary service activities on an ongoing or continuous basis. 

(3) "Occasional-service volunteer" means any person who offers to provide a 
one-time or occasional voluntary service. 

(4) "Material donor" means any person who provides funds, materials, em
ployment, or opportunities for clients of state departments or agencies without 
monetary or material compensation. 

Section 2. Scope of act; status of volunteers.-

(1) Every state department or state agency, through the head of the department 
or agency, secretary of the department, or executive director of the department, is 
hereby authorized to recruit, train, and accept, without regard to requirements of 
the State Career Service System as set forth in Chapter 110, Florida Statutes, the 
services of volunteers, including regular-services volunteers, occasional-services 
volunteers, or material donors, to assist in programs administered by the depart
ment or agency. 

(?) Volunteers recruited, trained, or accepted by any state department or agen
cy shall not be subject to any provisions of law relating to state employment, to any 
collective bargaining agreement between the state and any employees' association or 
union nor to any laws relating to hours of work, rate of compensat:on, leave-time, 
and employee benefits, except those consistent with section 4 of this act. However, 
all volunteers shall comply with applicable department or agency rules. 

(3) Every department or agency utilizing the services of volunteers is hereby au
thorized to provide such incidental reimbursements, . consistent with the provisions 
of section4 of this act, including transportation costs, lodging, and subsistence, as 
the department or agency deems necessary to assist volunteers in performing their 
functions. No department or agency shall expend or authorize an expenditure there
fore in excess of the amount provided for to the department or agency by appropria
tion in any fiscal year .. 

Section 3. Responsibilities of departments and agencies.-Each department or 
agency utilizing the services·of volunteers shall: ' 

(1) Take such actions as are necessary and appropriate to develop meaningful 
opportunities for volunteers involved in state-administered programs. 

., 
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(2) Develop written rules governing th~recruitment, screening, training, re
sponsibility, utilization, and supervision of volunteers. 

(3) Take such actIons as are necessary to ensure that yolunteers understand 
their duties and responsibilities. 

(4) Take such actions as are necessary and appropriate to ensure a receptive cli
mate for citizen volunteers. 

(5) Provide for the recognition of volunteers who have offered continuous and 
outstanding service to state-administered programs. 

(6) Recognize prior volunteer se~vice as partial fulfiJIment of state employment 
requirements for training and experience pursuant to rules adopted by the Depart
ment of Administration. 

Section 4. Volunteer benefits.-

(1) Meals maybe furnished withoufc:harge to regular-service volunteers serving 
state departments provided the scheduled assignment extends over an established 
meal period, and to occasional-service volunteers at the discretion of the department 
head. No depil,rtment shall expend or authorize any expenditure in excess of the 
amount provided for by appropriation in any fiscal year. 

(2) Lodging, if available, ma.y be furnished temporarily, in case of a depart
ment emergency, at no charge to regular-service volunteers. 

(3) Transportation reimbursement may be furnished those volunteers whose 
presence is determined to be necessary to the department. Volunteers may utilize 
state vehicles in the performance of department related duties. No department shall 
expend or authorize an expenditure in excess of the amount appropriated in any fis
cal year. 

(4) Volunteers shall be covered by state liability protection in accordance with 
the definition of a volunteer and the provisions of s. 768.Z@! Florida Statutes. 

Section 5. Department and agency reports: required information.-

(1) Each state department and agency, as a part of its annual report to the 
Legislature and the Governor shall include: 

(a) Information rehting to the total number, location and duties of all 
volunteers, including regular-service volunteers, occasional-service volunteers, and 
material donors; aQd . 

(b) Information relating to the total numb\:r of annual hours of service pro
vided to the department or agency by all volunteers, including regular-service volun
teers, OCcasional-service volunteers, and material donors. 

(2) Prior to the development of any new programs or of any budget requests to 
the Legislature by any state department or agency, all avenues of community in
volvement through the use of volunteers shoul~be explored. Each budget request to 
the Legislature by any state department or agency shall be accompanied by a volun
teer impact statement outlining the number and types of service which volunteers 
will provide during the budget period and the fiscal savings reflected by such .service. 

Section 6. This act shall take effect July 1, 1976.· 

LEGISLATIVE SUMMARY 

Authorizes every state department or agency to recruit, train, and accept volun
teers for service without regard to the State Career Service System, to any collective 
bargaining agreements, or to laws reiating to state employment. Authorizes state de
partments or agencies to provide incidental reimbursement to volunteers, including 



transportation, lodging, and subsistence. Directs departments and agencies to take 
such actions and make such rules as are necessary to develop the volunteer program. 
Provides that volunteers will be covered by state liability protection. Requires state 
departments and agencies, in their annual reports to the Legislature and Governor, 
to include information on the number, location, duties, and annual hours of volun
teers. Provides that each budget request to the Legislature by any state department 
or agency shall be accompanied by a volunteer impact statement. 
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BIBLIOGRAPHY, 
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A manual like this one, by its very nature, cannot treat all of the subject areas in 
great depth. The authors have therefore included this bibliography to facilitate the 
reader's task in searching further for needed answers and for useful discussion of 
important concerns. It is divided into three sections: 

1. A list publications concerned with volunteerism; 
2. A series of abstracts of articles and publications concerned with standards 

and goals for juvenile justice; and 
3. A series of abstracts of articles and publications in the field of volunteerism. 
The first section consists of a list of articles and pUblications coded. to help the 

reader identify the general subject area with which the publication or article is con
cerned. The code is located just to the left of the. bibliographic reference. Explana
tion of the code's meaning occurs immediately below this discussion. The reader will 
find the code system helpful in identifying the main thrust of an article and/or 
identifying quickly those articles which are concerned with a particular aspect of 
volunteerism. 

The second section of the bibliography consists of 14 abstracts of articles 
and/ or books that propose standards and goals for the juvenile justice system. 
These references will be particularly helpful to individuals seeking data and informa
tion to help them evaluate the justice system in their community. 

The third section contains bibliographical references and abstracts for articles, 
books, manuals and reports that represent the best materials now available in the 
field of volunteerism. These materials were abstracted (rather than annotated) to 
provide the reader with a concise description of the referenCes' contents. 

Coding System for List of Publications Concerned With Volunteerism: 

I. General Information Concerning Volunteer Programs 
a. Management and Organizational structures for volunteer programs, also 

planning of volunteer programs 
b. Procedures and methodology for recruitment, screening and orientation of 

volunteers 
c. Staff training and relations 
d. Training of volunteers 
e. Matching of volunteers 
f. Funding and Financing of voluntter programs 
g. Program Evaluation and Research, Program status surveys 

II. Direct Service Programs Involved with Juvenile Justice Systems 
a. Law Enforcement 
b. Courts 
c. Detent.ion and Jails 
d. Probation 
e. Institutions 



f. Parole and· After-care 
g. Victims 
h. Alternatives to further penetration into the justice system such as preven

tion, diversion and alternative programs 
III. Indirect ~ervices - The Use of Volunteers for: 

a. Advisory boards 
b. Consultation 
c. Resource Development 

IV. Private Sector 

" 
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SECTION I. LIST OF PUBLICATIO.NS CONCERNED 
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ABA National Volunteer Parole Aide Program. Guidelines and Hand
book for State Projects. 1705 DeSales Street, N.W., Washington 
D.C. 20036. 

___ . Parole Officer's Questions and Answers. 1705 DeSales Street, 
N;W., Washington, D.C . .20036. 

___ . Volunteers in Corrections. 1973. 1705 DeSales Street, N.W., 
Washington, D.C. 20036. 

___ . Volunteers in the Criminal Justice System: Rights and Legal Lia
bility. 1973. 1705 DeSales Street, N. W., Washington, D.C. 20036. 

_. __ . Volunteers, Questions and Answers. 1705 DeSales Street, N.W., 
Washington, D.C. 20036. 

American Bar Association. Committee on Public Intt:rest Practice. Pro 
Bono Publico: .The Lawyer as a Volunteer. 1972.' 1155 East 60th 
Street, Chicago,I1linois 60637. 

Ambroyer, Donald. Michigan Volunteers in Corrections: Directory and 
Coordinator Guidelines. University of Detroit and the Macomb 
COUiltyProbation Department Mt. Clemens, Michigan. 

Amicus. Amicus: Volunteer Handbook. 1972. 1141 Plymouth Building 
12 South Sixth Street Minneapolis, Minnesota 55402. 

Anderson, Chel, et al. Volunteers in the Correctional System. Min
neapolis: Minnesota Department of Corr~~tions, 1973. 

Barr, Hugh. Volunteers in Prison After-Ca/e. London: George Allen 
and Unwin Ltd., Ruskin House, 1971. 

Bloom, Vern. The Volu.nteer Investigates. Hennepin County Department 
of Court Services, Minneapolis, Minnesota. 

Bockelman, C. Poorkaj, H. "Impact of Community Volunteers on De
linquency Prevention." Social and Sociological Reserve 57: 335-41, 
April 1973. 

Bodanske, E. A. "Training Design for Volunteers in Juvenile Court 
Services," Volunteer Administration. 1972.6(2). 

BO:;1s' Clubs of America. Boys' Club and Delinquency Prevention. 1973. 
771 First Avenue, New York, New York 10017. 

Broward County Division of Youth Services. Listeners. 1972. 303 S. E. 
Seventeenth Street, Suite 302, Ft. Lauderdale, Florida 33316. 

California Probation, Parole and Correctional Association. Developing 
Community Resources. "The Use of New Careerists and Volunteers 
in Corrections." Sacramento, California, 1973. 

Center for Youth Development and Research. Bridges from the 
Community: Volunteers in a Delinquency Institution. 1973. 301 
Walter Library, University of Minnesota. Minneapolis, Minnesota 
55455. 
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Chamber of Commerce of the United States. Marshaling Citizen Power 
to Modernize Corrections: 1972. Urban Strategy Center. 1615 H 
Street, N.W., Washington, D.C. 20006. 

Cook, Bruce B. "On Enabling a Modular Structure for Counseling 
County Jail Offenders." March 1973. (A research paper available 

, from National Information Center on Volunteerism.) 
Court Observers Program. The Probation A'ide. 1970: 5545 S. W. l00th 

Street, Miami, Florida 33156. 
Cox, Mary Louise. "Books and Pai\~t." A Survey for Art and Library 

Planning in New York State Correctional Institutions. January 
1970. 

f~ 

Dearfield, D. "The Role of Student Volunteers in Corrections Today." 
Volunteer Administration. 972.6(4). p. 16-23. 

Department of the Youth Authority'. Training Guide/or Volunteer Pro
grams. California. 1973. 

Dewey, Richard E. An Evaluation of Volunteer Use in Juvenile Proba
tion. 1973. Maryland State Department of Juvenile Services. 6314 
Windsor Mill Road, Baltimore, Maryland. 

Doctoroff, Linda. Evaluation of Field Work Project 1970-1971: Mani
toba Home for Girls. Big Sister Program. 1971. 

Dwyer, James. "Volunteers Help Prisoner Addicts." Rehabilitation 
Record. March-April 1971. 

Ellenbog, J. Digregor, B. "Volunteers in Probation Exploring New 
Dimensions." Judicature 58(6): 281. 1975. San Diego State Uni
versity. San Diego, California 92110. 

Fenn, Jr., Dan H. Executives as Community Volunteers. Washington, 
D.C.: Center for a Voluntary Society. Report of a special study. 
1971. . 

Fox, Vernon. "Handh.ook for Volunteers in Juvenile Court," National 
Council of Juvenile"<:;ourt Judges. 1973. 

Funk, M. J. "Recidivism Rate Following a Volunteer Communication 
Program for Families with Juvenile Drug Offenders." Journal of 
Voluntary Action. 19743(26). 

Georgia Department of Corrections/Offender Rehabilitation. Hand
book for Volunteers in Offender Rehabilitation. (undated). 800 
Peachtree Street, Atlanta, Georgia 30309. 

___ . How You Can Help a Public Offender Qecome a Private Citi
zen. 1974. 800 Peachtree Street, Atlanta, Georgia 30309. 

Goddard, Jewel, and Jacobson, G. "Volunteer Services in a Juvenile 
Court." Crime and Delinquency. 1967. 13:p.337-343. 

Golightly, Pearlden, ed. California Volunteer Programs in Corrections: 
Survey and Directory~ Sacramento, Californi,a. Department of the 
Youth Authority. 1972. 

Gorlich, Elizabe,th N. "Volunteers in Institutions for Delinquents," 
Children. 1967. 14:p. 147-150. 

"The Grantsmanship Center News." PUQlished by the Grantsriiansllip 
Center. 1015 West Olympic Boulev~d, Los Angeles, California .' 
900.5. 

Hamm,. Robert D. "Cost Analysis of Volunteer Programs in Courts and 
Correctional Settings. " July 1973. 

Harris, L., et al. Volunteers Look at Corrections, Report ofa Survey, 
American Correctional Association. College Park,Maryland. 1,969. 

Health and Welfare Council. How to Wor~ with Volunteers. Washing-

77 



78. 

" 

IOcn. 

Ib 

Id 

IOen. 

IOen. 
lIb 

Ig 
lIb 
IIf 
Ig 
lId 
Ig 

IOen. 

Ie 

Ig 

Id 

IIIc 

Id 
lId 
Id 

lId 

IIh 

IOen. 

Ic 

ton, D.C.: Health and Welfare Council of the National Capitol 
Area. 1962. 

Hennepin County Court. A Team Approach. 1972. 22 Courthouse, Min
neapolis, Minnesota 55415. 

__ . Qne to One: The Volunteer Probation Officer Program. 1973. 
22 Courthouse, Minneapolis, Minnesota 55415. 

___ . Volunteer Training Manual. 1972.22 Co\uthouse, Minneapolis, 
Minnesota 55415. . 

___ . Community Pre-sentence Program. 1973. 22 Courthouse, Min
neapolis, Minnesota 55415. 

Home Advisory and Service Council of New York, Inc. Family Counsel
ing by Volunteers in a Court Setting. 1971. Volunteer Family Coun
seling Project.' 80 Lafayette Street, Room 542, New York, New 
York 10013. 

Horejsi, Charles. "Attitude of Parent Toward Juvenile Court Volun-
teers." Federal Probation. September 1973. ' 

___ . "Unhappy Experience with Court Volunteers: A Source of 
Learning. " Volunteer Administration. 1972. 6(1). 

Howell, James C. A Comparative Study on the Use oj Probation Of
ficers and Community Volunteers as Counselors of Juvenile Delin
quents on Probation. Ph.D. Candidate, Department of Sociology. 
University of Colorado, Boulder, Colorado 80302. August 1972. 

International Association of Rehabilitation Facilities. Volunteers for 
People in Need. Report of "Knowledge Utilization Conference on 
the Use of Volur.teers in Vocational Rehabilitation .and Public Wel
fare Agencies." Washington, D.C. 1972. 

Jacobson, A. OR. "Training and Curriculum for a 'New Career'- Volun
teer Administration." Volunteer Administration. 1971. 5(2). p. 
16-22. 

Jansen, Donald L. ed. Journal of Volunteers with Delinquents. 1972. 
(Published irregularly thereafter.) Ohio University, Lancaster, 
Ohlo. -

Jorgensen, James D. "John August~s revisited: the volunteer probation 
counselor in a misdemeanant court. " Corrective Psychiatry and 
Journal of Social Therapy. 1970. 

___ . "Citizen Participation and Criminal Justice." Proceedings, 
A VBA, National Conferences on Social Wei/are. Dallas. 

Juvenile Court of Memphis and Shelby County. Manual for Volunteers. 
1974.616 Adams, Memphis, Tennessee 38105. 

Juvenile Probation Department. Boulder Juvenile Court Volunteer 
Orientation Materials. Boulder, Colorado. Juvenile Probation De
partment. 1971. 

Kelley, T. M. and Kennedy, D. B. "Validation of a Selection Device for 
Volunteer Probation Officers." Journal of Criminal Justice. Issue 
#2. Wayne County Juvenile Court. 1025 East Forest Avenue, De

. troit, Michigan. 
Kennedy, Padraic M. "Vista Volunteers Bring About Successful Bail Re

form Project in Baltimore." American Bar Association Journal. 
1968. 

Liesslin. J. "Volunteers in Corrections-Ecological Model." Canadian 
JournalojCriminology. 17(1):20. 1975. Ministry Community Serv

. ice. Ottawa, Ontario, Canada. 
Kirkpatrick, p. L. A Practical Guide for Supervisory Training and De-



IOen. , 

Ib 

.1: 

\)." 
lId 

, 
Id, 

IOen. 

IOen. 
lId 

IOen. 
lId 
lIe 

Id 

IOen. 

Ic 

Ib 

Ib 
lIb 

Ie 
lId 

lId 

IOen. 

IOen. ' 

I.Oell. 
lIe 

yelf)p",ent. Reading;, Massachusetts: Addison-Wesley P!lblishing 
Co.,J971. 

Kirkwood, William. Volunteers in CQrrections. (Information Review on 
G:rime and Delinquency. Vol. 1, No.3.) New York, NationalCoun
cit on Crime and Delinquency. 1968. 

Kuehn, Luc,ille. "A,m.eriCan Voluntarism: .An Anti-History with Anti
·Her.aines.," Paper presented at Radcliffe I~ititutefor a conference 
on Women: Resources for"a Changing WO,dd. April 1972. 

Laffey, J~mes, and Perkins, P. Teacher Orientation Handbook. Na
tional Reading Center. Washing~on, D.C.: Government Printing 
Office. 1972.' 

LalI, Jean. "Training More Effective:Valunteers-A Mini-Manual." 
Synergist. 1972. 

Langley, M. "Working Relationships Between Volunteer Bureaus and 
Juvenile Courts." Proceedings, A VBA, National Conference on So
cial Welfare. Chicago, 1972. .' 

Leenhouts, Keith. Concerned Citizens and a City Criminal Court. 1971. 
Volunteers in Probation of National Council on Crime and Delin
quency. '200 Washington Square Plaza, Royal Oak, Michigan 
480~7. 

__ ' '_. _ "l~.oyal Oak's Experience with Professionals a'nd Volunteers in 
Probation." Federal Probation. December, 1970,. 

Lefler, Spec and Lefler, Charolette. ,"De~ign for a Vo,lunteer Center." 
Available on loan from National Information Center on Volunteer-.' . ~ 
ism. 

Lippitt, R. and Schindler-Rainman, E. Team Training for Community 
Change: Concepts, Goals, Strategies and Skills. Riverside, Cali
fornia: University of California. 1972. 

___ . The Volunteer Community - A Model for Human Resources 
Utilization. Published by the Center for a Voluntary Society. 1507 
M'Street, N.W., Washington, D.C.; 1970. 

Lonergan, B. "The Professional Volunteer Partnership Working in Cor
rections." Volunte~r Administration. 1971. 

Magoon, Elizabeth. "Volunteer---;Staff Relationships: A Team Ap
proach. "Edited and published by the Washington State Office of 
VoJl;&nteer Programs. Olympia, Washington. 1973. 

Maricopa County Juvenile Court Center. Are You the Key Person We 
Are Looking For? 1974. 3125 West Durango, Phoenix, Arizona 
85009. 

Mehaffey, Thomas D. An Exploratory Study to Determine Criteria to 
Determine More Effective Matching of Volunteer Probation 
Counselors with Probationers. 1973. University of Evansville. Box 
329, EVallsville, Indiana. 

Minkoff, Richard M. "Volunteer Legal Assistance for Corrections." 
Journal oj Correctional Educ"tion. 1970.22(1). ' 

Minnesota Department of Corrections. Volunteers in the Correctional' 
, System. June, 1973. '. '. ' " , 

Montan;;l ,Organization for., Yolunt,~er Effort'~ Some Things to Think 
About as You Work With JUVeniles. Lewis and Clark County 
, Co,urtQouse, H~lena, M()ntana S9601m 

Morrispn" . .June."The Illmate Volunteer--A Study of Paradoxical, 
Assumptions. ,; Journal of R,esearch in Crime' and Delinquency. 
1.~7. 

79 



- .'" 

I Gen. 

I Gen. 

I~ h--
'-I 

IIh 
I Gen. 
IIh 
I Gen. 

IGen. 

If 

IV 

I Gen. 

lId 

Ib 
I Gen. 

Ib 
I Gen. 
IIh 
lIb 

I Gen. 
c-

lIb 
lId 
Jlc 

Ild 

Ib 

lb 
IV 
Id 

80 

'0 

',.,,:,' . " 

-. -', - ... ---;----;-,.-:--.. '-.-.. :--;-- -.-.-. -'-. -.. -.,-,. '-.-, -'-"."". 

'Morris, J. A. First Offender: A Volunteer Program for Youth in Trouble 
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Volunteer Training Project. The Use of Volunteers in Courts in North 
Carolina. 1972. P. O. Box 5428. Raleigh, North Carolina 27607. 

Washington State Library. Manual for Volunteers in Adult Corrections. 
1971, State Library Building. Olympia, Washington 98501. 

Washington State. Juvenile Court Volunteer Programs. Office of Vol un
teerServices. Olympia, Washington 98504. 
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SECTION 2. ABSTRACTS OF PUBLICATIONS THAT PRO· 
P(),SE STANDARDS AND GOALS FOR THE JUVENILE JUS· 
TICESYSTfM 

Berger, R.J.; Crowley, J.E.; Gold, Martin; and Gray, J. with Arnold, M.S. Experi
ment in a Juvenile Court: A Study oj a Program of Volunteers Working with Ju
venile Probationers. Alin Arbor: University of Michigan, Institute of Research, 
1975. 

Exneriment in a Juvenile Court reports on a comprehensive study of the 
participants in a volunteer program administered by a juvenile court in Michi
gan. In this volunteer program, young probationers-from 12 to 17 years of 
age-:..were referred to citizens who served as volunteer probation officers, schu
lastic tutors, or group counselors for the youngsters and their parents. 

Although each>court is unique, and findings based on the volunteer program 
of only one court are not strictly generalizable, the researchers believe that this 
rigorous study does have important implications for juvenile court programs 
throughout the country. 

This volume presents a model of how such volunteer programs can be eval~ 
" uated so that the research may serve several purposes at once: (1) to provide 

valid evidence, of the degree to which the program under study reached its goals; 
(2) to evaluate the court's actual implementation of each specific aspect of the 
program; (3) to identify the strengths and weaknesses of the program; and 
(4) to contribute to basic knowledge of how juvenile delinquency is caused and 
may be treated. 

The researchers gather~d data over a one-year period from court records and 
from repeated interviews with volunteer workers, the probationers and juve
niles, their parents, and with a randomly selected control group of delinquent 
youngsters who did not receive volunteer services. 

The effectiveness of the program was evaluated not only in terms of official 
police and school records but also in terms of delinquent behavior reported by 
the probationers themselves during the confidential interviews. The researchers 
investigated whether the program was differentially effective for male and fe-' 
male, older anli younger. and more and less delinquent youths. They also ~x
arjIined the way probationers' relationships with their parents aided or inter
fered with the rehabilitative process, and they identified some characteristics of 
the more effective volunte~rs. 

The principal conclusiQn:' "Thisyolunteet program, was not effective in re
ducing the self~repQrteddelinquent behavior of ,its clients, their rates of police 

, contact; of thedegr~e to. which they become more.deeply enmeshed in the ju
venile justice . system. Indeed, ellch of the three kinds of volunteers programs 
seemed to temporarily increase delinquency by one or another criterion." A 
following study six months after the youngsters' probationary period ended 
showed. that, in the long run, prQbationers who received volunteer services were 
neither more nor less 'delinquennhan those who did not receive~such services. 
While some approaches to· volunteer service were' found to. be more effective 



than others, nope proved superior to providing no volunteer service at'ali. 
Among the recommendations: . 

-Courts should not coerce young probationers and their families into re
habilitative programs since coercion tends to undermine rehabilitative 
efforts.' 

- Instead of conducting their own volunteer programs, courts should refer 
young probationers to effective community programs. 

- Courts should monitor the effectiveness of· such community pro
grams-without punitive consequences to youngsters or parents who 
don't avail themselves of the volunteer services......,and advocate the estab
lishment of such programs which do not presently exist but for which 
there is a need. 

Corrections in South Dakota, A Master Plan. Chicago: John Howard Association, 
1975. 249 pages. 

This comprehensive Master Plan identifies a need for a unified corrections 
system in the State of South Dakota. The Master Pian provides several organi
zational alternatives including legislative and programmatic implications and 
directions. 

The study includes a description of the current level of activity and state of 
the art of corrections in South Dakota at both the local and state level, juvenile 
and adult. Recommendations for improved services and alternative methods of 
dealing with juvenile and adult offenders are developed. . 

Specific legislative analysis of current codes and recommendations for updat
ing and changes are made. 

D~partment of Health, Education and Welfare, Office of Human Development, Of
fice of Youth Development. Model.Acts for Family Courts and State-Local Chil
dren's Programs. Washington, D.C.: U.S. Government Printing Office, 1974. ~1 
pages. 

This document is a combination and revision of two previously issued docu
ments-(1) Legislative Guide for Drafting of Family and Juvenile Courts Acts 
and (2) Legislative Guide for Drafting State'-.,Local Program on Juvenile De-
linquency ." . ' . 

The objective the publication was to deve~op a unified, integrated guide for 
legislative drafting, covering both the judicial and administrative aspects of this 
subject, incorporating the latest thinking by persons knowledgeabl~ in the field 
related to what many' persons believe to be the ultimate objective; namely, the 
diverSIon of the greatest number of juveniles from the juvenile justice system' 
consistent with both the juvenile and/or public safety. . 

The suggestions contained in this docum~nt were made as a result of research 
and study which include a review of state laws, federal and .state judicialdeci
sions, field study of judicial and administrative practices in certain selected 
states, and discussions with many individuals actively engaged in the prevention 
and treatment of delinquency and neglect. 

The document specifically provides new language and direction for handling 
"status" offense behaviors traditionally handled in the juvenile court: . . . 

James, Howard. Children In Trouble: A National Scandal. New York: David Mc
Kay Co., Inc., 1969. 

This book is primarily an expose of the ill-effects of the juvenile justice 
system on children. It shows how the system's various components label, ~rimi-
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nalize and brutalize many of our children. Mr. James travelled throughout the 
United States to collect his information and describes, by example, the positive 
and negative attitudes, practices and policies that he found. Unfortunately, he 
found more negative than positive attitudes. The last chapter of the book is 
unique in showing a large number of things that people, both professionals and 
nonprofessionals, can do to improve the treatment children in trouble. 

Juvenile Detention and Alternatives in Florida.Chicago~John Howard Association, 
1973. 165 pages. i_/ 

This report developed for the Division of Youth Services of the Depa.rtment 
of Health and Rehabilitation Services for the State of Florida includes descrip~ 
tive data 0!1 current practices of detention throughout the State and a recom-
mendation for policy and program changes. I 

Specific recommendations include the establishment of regional ;detention 
programs, 24-hour intake, detention screening criteria, and the development of 
specific alternatives to detention, i.e., home detention programs, volunteer 
shelter care programs, etc. 

Included in the report is an analysis of current costs and projection of future 
costs for implementing alternatives and a statewide plan of action. Population 
projections are made for implementing the plan wi~h concurrent cost analysis. 

Sarri, Rosemary C .. , Under Lock and Key: Juveniles in Jails and Detention. Ann 
Arbor: National Assessment of Juvenile Corrections. University of Michigan, 
1974.85 pages. 

This document represents part of a series of studies on jJlvenile justice com
pleted du.ring the National Assessment on Juvenile Corrections. It focuses on 
four major topics: . 

1. A review of contemporary practices and laws related to the detention of 
juveniles in adult jails and detention facilities. 

2. An analysis of rates of placement of youth in jails and juvenile detention 
in the fifty states in 1971. 

3. The report on detention facilities and services. 
4. A series of recommendations and statutes, programs, and facilities to 

eliminate jailing juveniles and to reduce sh~rply the total number of ju
veniles held in specialized detention units. 

The report describes and documents the non-uniform, vague,. anachronous, 
. and transitional local practices of jailing and detaining juveniles. Each year 
hundreds of thousand~ of children and youth are impacted by experiences in 
these facilities. Far reaching action recpmmendationsaremade th$lt would af
fect legislation, court practices, and the physical facilities artd programs. 

Standards and Guides for Detention oj Childre-" and Youth. 2nd ed. New York: The 
National Council on Crime and Delinquency, 1961. 

This publication in its original and second edition: sets forth.sound detention 
practices,points out pitfalls in the overuse· of detention, and indicates impor
tant relationships between detention and other prevention and correction serv
ices. This second edition includes significant changes in clearly defining the rate 
of detaining, adds some new standards and an entirely new. appendix entitled, 
'-'Guide. to Detention Capacity Intake Control," which .makes possible.a self-
survey of detentionirttake by applying sound stanctards •.. ;,: .'.~ 
. The purpose of the book is to help probation officers .alldjudges not onlyim
prove 'the .quality of detention services throughout thecountr~~ but also tore-
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duce the present alarmi!1g trend toward indiscriminate use of deteqtion for chil
dren. It is also hoped that laymen and professionals alike will use it to help 
establish state-operated regionaI detention homes and thus rid our county ju
venile courts of the shameful practice of detaining children in county jails and 
makeshift facilities. ' 

The President's Cpmmission on Law Enforcement and Administration of Justice. 
The Challenge of Crime in a Free SoCiety. Washington, D.C.: U.S. Government 
Printing Office, February; 1967. 340 pages. $2.25. 

This general report embodies all the major findings drawn from an 
examination of every facet of crime and law enforcement in America by the 
Commission on Law Enforcement and Administration of Justice. The Com
mission called three national conferences, conducted five national surveys, and 
'held thousands of interviews and meetings. 

There are more than two hundred specific recommendations that call for a 
"greatly increased effort on the part of the federal government, the states, 
counties, the cities, civic organizations, religious institutions, business groups 
and individual citizens." The Commission established the following seven ob-

, jectives: 
1. Society must first seek to prevent crime before it happens; 
2.· Society'S aim of reducing crime would be better served if the system of 

criminal justice.develop~d a far broader range of techniques to deal with 
the individual offenders; 

3. The system of criminal justice must eliminate existing injustices; 
4. The system of criminal justice must attract more and better people; 
5. There must be more operational and basic research into the problems of 

crime and criminal administration; 
6. The police, courts and correctional agencies must be given substantial 

amounts of money; and 
7. Individual citizens, civic and business organizations, religious institutions, 

and all levels of government must take responsibility for planning and 
implementing the changes that must be made in the criminal justice system 
if crime is to be reduced. 

This volume summarizes the findings of the Commission. Several other 
volumes available through the U :S. Gov,ernment Printing Office examine in 
depth each major segment of the field of crime arid law enforcement. 

U.S. National Advisory Commi,ssion on Criminal Justice Standards and Goals, 
Com;"unitY9~i,;,~ Prevention. Washington, p.C.: U.S.,'Government Printing 
Office, 1973. 364 pages. ' 

The greatest potential for reducing the incidenc,e of crime in the United States 
lies in activities directed at preventing crime. Prpgrams and activities directed 
toward removing the desire or need for· an individual t9 commit crime or 
toward reducing' opportunities' to commit crime are discussed. Primary em
phasis is placed 'ori igoals, standards, and recommend~tions for reducing the 
violent crimes of murder and non-negligent manslaughter, . aggravated assault, 
rape, arid robbery [,as well as the property crime of burglary. 

Citizeri apathy and indifference'contribute to the spread of crime, and ,privat~ 
andpublic!Oclgencies.outside the criminal justice system influence rises and de
clines in crime rates~ Community crime prevention efforts include'demonstrable 
benefits for. eXisting institutions and agencies organized toward the achievement 
'of other pririiatygoaIs. The operations of youth service bureaus are partieularly 
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releva~t.to.the cohceptof service delivery. 

U.S. National Advisory Commission on Criminal Justice Standards and Goals, Cor
rections; Washington, D.C.: U.S. Government Printing Office, 1973.636 pages. 

Standards and ,recommendations on corrections are presented to influence re
form of the criminal justice system in the United States. The interrelationships 
between corrections and other elements of the criminal justice system are em
phasized. Included, for example, are discussions of jails, the effects of sentenc
ing on convicted offenders, the need for judges tQ have continuing jurisdiction 
over offenders they have sentenced, and many other subjects that previously 
might not have been considered within the realm of correction. 

The report is in four parts. Considered first is the setting for corrections, 
including the rights of offenders, the possibilities for diverting offenders out of 
correction, pre-trial release and detention, principles of sentencing, and the 
classification of offenders. pa.rt II treats the need for changes. inmajorprogra.'1l 
parts of correction. The basic principle is that large institutions should be 
phased out and remaining institutions .used ,pnly for dangerous offenders. 
Programs based in the community will be the. major methods of dealing with of
fend~rs. PartJlI covers requirements for the improvement of the corr:ectional 
system as a whole and each of its components-effective organization and. ad
ministration, optimum use of manpower, acquisition ofa knowledge base, and 
an adequate statutory framework. Part IV sets forth priorities and strategies by 
which the Commission charts the way to making corrections an effective part
~er in the efforts of the criminal justice system to reduce crime and protect the 
community. 

U.S. National Advisory Commission on Criminal Justice Standards and Goals. 
Courts. Washington, D.C.: U.S. Government Printing Office, 1973. 358 pages. 
$3:95. 

The National Advisory Commission on Criminal Justice Standards and 
Goals was created in October 1971 tq establish performance standards that 
would enhance the ability of the criminal justice system to 'reduce and prevent 
crime. The standards presented here are the Commission's substantive conclu- ' 
sions on the courts. One thread common to many of the standards is that the 
informal administrative processes affecting the flow of most criminal cases 
through the court syStem should be utilized and improved. The standards and 
recommendations are directed toward regularization ·of 'these processes and 
recognition of them as legitimate aspects of the criminal justice system. 

Limited use of the full trial procedure is 110t only inevitable. but desirable. Not 
all cases present issues best solved by traditional full-scale. litigation, and such 
litigation onen involves costs to _ the public and the defendant that are best 
avoided wherever possible. Emphasis should. be placed on minimizing the ad
verse effects of discretion by structuring the processes,ofdis¢,retionary decision
making. It is recommended that administrative methods' o£!disposition be re
tained and improved for use when both the prosecution,and;tne defense choose 
them over formal litigation before a judge or jury.:,}.~:.;,;!. 
',TOP priority Should be given to speed, 'and efficiency in determiriing the guilt 

ot innocence ofa defendant. Faster.alldmore efficienf:criminal processing 
would 'both increase the deterrent effect of thecrii.ninlillawand ease the task of 
rehabilitating offenders. Second priority should be accorded to upgrading per-

'. forll)ance of the prosecution and defense fupctions., rhird priority should be 
, . liven,totl\e task of insuririg the high qualityofjudge~:,S~ci~1 attention should 
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be given t9 court processing of juveniles an~ to those functions currently per
formed by the lower courts. 

U.S. National Advisory Commission on Criminal Justice Standards and Goals. 
Criminal Justice System. Washington, D.C.: U.S. Government Printing Office, 
1973.286 pages. $3.35. 

Standards and recommendations are presented for criminal justice planning, 
information systems, criminal justice education, and criminal code revision. 
Planning, information, education, and legislation are activities that bring to
gether all elements of the criminal justice system. The criminal justice planning 
agency has emerged as essential to resource allocation. The state, regional, and 
local planning agencies established by the 1968 Omnibus Crime Control and 
Safe Streets Act are seen as core units in developing cf,iminal justice planning 
capabilities below the federal level. Information systems are now in use in 
criminal justice, assisting decision-making by elected officials and planners as 
well as by police, courts, and corrections personnel. The concept of criminal 
justice curricula in universities and colleges is specifically endorsed. The nature 
and objectives of criminal code revision efforts are reviewed and' standards 
recommending the desirable compositions and responsibilitl~s of code revision 
commissions are proposed. 

U.S. National Advisory Commission on Criminal Justice Standards and Goals. Po
lice. Washington, D.C.: U'.S. Government Printing Office, 1973. 668 pages. 
$6.65. 

The research of the Task Force 00 Police was directed toward gathering 
material describing existing practices in police service. In almost every instance, 
the proposed standards were based upon successful models that are operational 
in law enforcement agencies. In only rare instances did the TaskForce propose 
untested or unproven standards-and then-only after. considerable discussion of 
alternatives. , 
. Organized crime, is recognized as probably the single most menacing source 
of criminality threatening the {] nited States -today. Together, the proposed 
standards will help:to eliminate the inefficiency, corruption, and fear that per
mit criminal.bosses and cartels to prey upon the nation. All of the standards are 
interrelated and none should be viewed in isolation. 

The Task Force identified seven basic objectives designed to improve service 
and reduce, crim~: (1) immediately develop and apply all. availiilble police 
agency, community, and other criminal justice resources to apprehend criminal 
offenders;,(2Yimmediately develop and apply community re~ources to the 
reduction Qf,crime through .formal crime prevention and police ~upport pro~ 
grams; (3) actively pursue criminal justice system coo{dinatioo and effective
ness; (4) immediately identify specificiocal crime problems ana set rate-.reduc
tion goals; .(5)dmmediately clevelop and apply eVery available hum.an reSourCe 
. to stop ciiDie' and;apprehend offenders; (6) immediately develop and apply 
everyavaihibletechnological.resource. to stop crime andapprehenci offellders; 
(7) immediately develop .and;:~pply all available resources to resPond to special 
community:needs:~' . 

The seveil".objeetives are. not offered in any order of priority. For eaci\ ob-. 
jective,st~ndardSlwere selected·that would do most to make'the .objectivea, . 

. ,reality Jfhe objectives and their· related standards are liste<l ill table form.' 
. ',' 'r~f'?'''' (,!.,.;;:~ .. " . : . " . ~_. : -. ," - -:" .~ 

Wakin",- Ed\Var4; ~~~ililren H'it"p~t Justice: A. Report .by the National CQuncil 0/ 
JewiSh Women."'NeviYork: National q~un~i1 ofJewish,Women, 1975. 1'0 pages. 
52.00. 
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The National Council of Jewish Women have been in the "business" of be~ 
ing involved with young people for many years. This book reports the results of 
a nation-wit1~ survey of the juvenile justice system. The report not only de
scribes what it found but also explains the juvenile justice system, develops 
guidelines for good practices, and most importantly desctib!!s what has been 
done and what could be d9ne'through the use of volunteers from the concerned 
citizenry. The report ca,1i be used as a guideline for community groups wishing 
to become involved incfianging the juvenile justice system. It is the story of 
how the system can be change~. 
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SECTION 3. ABSTRACTS OF PUBLICATIONS IN THE FIELD 
). I 

OF VOLUNTEERISM 

CONTENTS 

JOURNALS 
Crime' and Delinquency 

Articles on Volunteerism, 1964-1975. 
Federal Probation 

Articles on Volunteerism, 1964-1975. 

BOOKS, MANUALS AND REPORTS 
American Bar Association. National Volunteer Parole Aide Program. Liability 

in Correctional Volunteer Programs. Planningfor Potential Problems. 
Bashant, Susan K. and Moffitt, Bob. Volunteer Program Development 

Manual. State of Colorado.1udicial Department., January 1973. 
Buckley, Marie. Breaking Into Prison: A Guide to VoluntaryAction. Beacon 

Press, Boston, 1974. . .< 

Cook, Thomas J. and Scioli, Frank P. The Effectiveness of Volunteer 
Programs in Courts and Corrections: An Evaluation of Policy-Related Re
search.University of Illinois at Chicago, 1975. 

Cressey, Donald R. and McDermott, Robert A. Diversion from the Juvenile 
Justice System: A Monograph. Law Enforcement Assistance Administra
tion, National Institute of Law Enforcement and Criminal Justice, Janu-

, ary 1974. 
Dane County Volunteers in Probation, Inc. Citizen Participation in the 

Juvenile and Adult Criminal Justice System. Madison, May 1975. 
Fare, Kenneth. "Everything You, Want To Know About Volunteers in Proba

tion: AGuide for Staff." San Diego County Probation Department. 
Fautkso, Timothy F. and Scheier, Ivan H. Volunteer Programs in Prevention 

and Diversion. U.S. Department of Health,Education, and Welfare, 
August 1973. 

GUidelines to Volunteers Services. New York State Department of Corrections. 
Hennepin County Coutts. Hennepin County Court Services Volunteer 

Program. Department of Court Services. . 
Jorgensen, James D. and Bashant, Susan K. Volunteer Training Ma'!ual. State 

of Colorado Judicial Department. , ,'. .• ' , 
Jorgensen, James D. and Scheier, Ivan H. Volunteer Training for Courts and 

, Corrections. Th~ Scarecrow Press,.Inc. New Jersey, 1971. . 
Leenhouts, K. Concerned Citizens and a City Criminal Court. 1971, Volunteers 

. In Probation of NCCI), Michigan. ..' 
, Morrison, June. "The Role of V olunteersjIl Correctiorlal Edu<:ation, " 

University of Arizona, College. of. Busine~s and Public Administi"aiion. 
August 1910: ',"'.. '. " 

Morrison, June. "The.Useof Volunteers in 'Juvenile Courts in the Unite!! 



States, A Survey." The University of Arizona, College of Business and 
Public Administration, February 1970. . 

National Advisory Commission on Criminal Justice Standards and Goals Com
,munity Crime Prevention Task Force. A Call for Citizen Action: Crime 

Prevention and the Citizen. Washington, D.C., April 1974. 
Naylor, Harriet H. Volunteers Today: Finding, Training and Working With 

Them. New Y or~; 1967. 
Partners, Inc. Administrative Seminar Textfor Partners, Inc. Denver, Septem-

ber 1972. -
Pinto, Leonard J., Ph.D. "A Case Study of Volunteerism in the Juvenile 

Court: Programs and the Probationer," U.S. Department of Health, 
Education and Welfare. 

Rowan, Joseph R. and Baker, John G. Public Information and Citizen Action 
in the Delinquency and Crime Field-Our Greatest Need. Florida, 1974. 

Scheier, Ivan H. Frontier 1: Incorporating Volunteers in Courts. NICOV, 
. Colorado 1970. 

Scheier, Ivan H. Frontier 10: The Church as Volunteer in Courts and Correc
tions. NICOV, Colorado, May 1972. 

Scheier, rvan H. Volunteer Programs in Courts-Collf!cted Papers on Produc
" tive Programs. U.S. Department of Health, Education and Welfare, 1969. 

Scheier, Ivan H. and Berry, Judith L. Guidelines and Standards for the Use of 
. Volunteers in Correctional Programs. u.s. Department of Justice, Law 

Enforcement Assistance Administration, August 1972. 
Scheier, Ivan H. and Berry, Judith L. Serving Youth as Volunteers. NICOV, 

Colorado; February, 1972. 
Scpeier, lvan H. ~nd Cooper, Robert. Basic Feedback System. NICOV, 

. Colorado, July 1975. r . 

Scheh:r, Ivan H., Fautsko, Timothy F. and Callaghan, Dian. Frontier 12: 
Matching Volunteers to Clients. NrCOV, Colorado 1973. 

Scheier, lVanH., Schwartz, Ira et.al. Frontier 11: Orienting Staff to Volun
teers.NICOV, Colorado, November 1972. 

,.Shelley, Ernest L. V. Frontier 8 and 8A: "Volunteers in the Correctional 
Spectrum-An Overview of Evaluation, Research and Surveys." NICOV, 
Colorado, N()vember 1972. 

Wilson, Marlene. The Effective Management of Volu,rteer Progtams. 1975: 
.' Volunteer Management Associates (Boulder, Colorado). . 

Yancey, Theresa; McFeeley, Sandra; Lake, Phyllis; Scheier, Ivan. Frontier 2: 
Reciuiting Minority Group .and Low Income People as Court Volunteers. 
NICOV, Colorado,January 1971. 

CRIME AND DELINQUENCY 

Crime andDellnq~ency is a professional forum for the expression and disclis~ 
sio~ ()f aU competent views of the administration of criminaljustice .. 
; '"CrjmettndDelinquency ispu~lispedquarterly (January, April, July, October). 

Subscri~~ionsare en{Jredthrough the Business Office of'the publisher, National 
'Coiulc;:il on. Crime 'aD(IDelinquency, Continental' Plaza, . 411' Hackensack Avenue, . 
tlackensackjNc=.w JerSey 07601, and are hicluded in the $15. annuaLNCCD member-
'ship~of which,$IQis' forp\,lblic.ationcos~. Single copies, $4., '~ :. ' 

Articles on Vplunteerism, published in Crime and Delinquency 1964 
tltrou$11197S: . " ", .,'; , 
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Miller, Herbert S. "The Citizen's Roje .. in Changing the Criminal Justice System." 
Crime and Delinquency, Volume 19, (July 1973),343-352. 

Abstract: , Since crime became a ational political issue, Americans have b~ri 
deluged with studies and eports. The money poured into the states by 

, federal legislation for crirhinal justice'reform has not been spent wisely , 
and citizen participation 'in ci,ecisions on. allocation of these funds has 
been minimal. Citizens must participate at the planning level and should 
become involved in the system itself. . 

To involve citizens effectively, programs must be devised to offer 
volunteers an opportunity to work with offenders. This effort shouid 
focus on juveniles, minor. offenders, and, especially, local jail inmates. 
More .than any other institution, the jail presents great challenges and 
opportunities because of its diverse population and its locati6n in the 
community. 

To be ~ffective in reforming the criminal justice system, citizens must 
form broad coalitions composed of a variety of community organiza
tions. From the tirpe planning begins, members of the criminal justice 
establi!ihment must be included. . 

The system sh()uld be examined carefully to determine which part 
needs attention: Defined goals must be modest and non-threateriing to 
the establishment; the important thing is to get citizens inside the system. 
Their understanding of the realities of the system, combined with con
tacts with actors in the system, can lead to pressures for fundamental 
cha~grr' 

Lee, Robert J. "Volunteer Case Aicie Program: A Community Responds." Crime . . 

and Delinquency, Volume 14, (October 1968),331-335. 
Abstract: How to involve the 'community in solving social problems, such as 

delinquen~y, is a s()urce of major concern, not only lCically'but 
nationally. The answer is not as complex as some theoreticians would 
lead llS to believe; IIi Eugene,Oregon, the Lane County Youth Project 
found that people will. volunteer their services if they are asked 3 single 
question: "Will yO\! p.ease give" the Juvenile Department ahand with a 
cielinquentboy or girl who needs a friend?" The motivation and tra,ning 
of· v()lunteer case· ~ides assisting probation officers in handling delin
qqeJlt~as well 'asilie positive values of such a program are described in 
det3jl.~" 

Goddard, ~eweL "Volunteer Services in a Juveriile Court." Crime and Delinquency, 
Vol)1me U,{Aprill967), 337-~4~.' " ., 

Abstract: -'While more people than we imagine arelooking for new opportunities 
to serve' their communities, thiS volunteer resource has remilined rela
tively untapped by most juvenile courts. This article.points out why 
vC)lup.~eers~are e~kentialtc) the courts and 'how they supplementthe serv- , 
ic~sof; pajd, staff. While. they must ,be recruited,. trained3nci- s~peJ'vised 
~y rprQfeSsionallytrained, paidemployees,volunteer~, provide' services 
wJlich paid staffc3n"()tprovide. ,Details are givell t()ilhi~trau~ hC)w 
volimtebr\ services 'hav.~'·b~n()rganized 'and Use(t. InnoY3tiQns 'and ex., 
pansion,in existing volullt~r. servil;:es aresoggesteg and,encouraged, ' . 

LarseIi,Lawrence C.' ~New APproa.cheslJirl the Juvenile CouI'tS~ttiQg),,: Came and. 
. ,. Delinq~''1fy,tyo~\lme, lQ, (Jan\1afyJ964), 157-1,66. . '. . '. , 

Abstract: .. . i~; mC)~f ot-us,. the juvenile court h~.· existed· all our 'lives; Even ,so, ., 
, most people do not-und~rsUlrid'it very well and ittia.S_"eV~f· ~il8iven 
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the tools to do its job propedy. Many judges are unprepared for their 
tasks when they assume juvenile court responsibility; there are not 
enough probation officers with adequate training; and detention services 
often produce delinquency. Nevertheless, juvenile court maturity can be 
achieved if we are willing to work at it. 

This article lists the ingredients of an adequate juvenile court pro
gram, discusses the current legal trends that can be discerned from an 
examination of legislative and court decisions, and notes the develop
ment of such new treatment approaches as intensive specialized 
caseloads, group work, and use of volunteers. 

Rosengarten, Leonard. "Volunteer Support of Probation Services: An Experiment 
in the Philadelphia Juvenile Court." Crime and Delinquency, Volume 10, 
(January, 1964),43-51. 

Abstract: Teen-Aid, Inc., is a voluntary service organization dedicated to the 
rehabilitation of adolescent girls. It maintains dose contact with the 
Juvenile Division of the Philadelphia County Court, which encouraged 
its formation. Its personnel, in a one-to-one relationship, offer the 
troubled girl friendship, solace, and strength, and help her to develop 
self-reliance, poise, and appropriate values. Volunteer women are put 
t~t.~l1" 'a,p(j)1tensive training program in which they learn about the 
types of ,f!fficulties besetting teen-age girls and the ways in which they 
may be hltndled. Experience has shown that .l~y volunteers can take a 
more direbt part in service work with juveniles~a part that need not be 
restricted tp fund-raising or publicity. 

Macpherson, David ~. "~ommunity Action for Employment of Probationers." 
Crime and Delini.j~ency, Volume 10, (January 1964), 38-42. 

Abstract: The greatest problem of the Southwest Area Office of the Los Angeles 
County Probation Department is probationer unemployment. About 
three years ago; the office, which is located in an area of high delinquen
cy and crime, embarked on a program of interesting the commupity's 
residents and business people in forming an independent, autonomous 
citizen group concerned with the employment of probationers. This 
article describes how such a group was formed and cites some of the 
problems and benefits that attend a local citizen-action program of this 
nature. 

Leenhouts, Keith J. "The Volunteer's Role in Municipal Court Probation." Crime 
and Delinquency, Volume 10, (January, 1964),29-37. 

Abstract: The Royal Oak Municipal Court, deeply concerned about its inability 
to rehabilitate offenders and lacking the funds to institute a prQbation 
program, appealed to the community for help. At first eight persons 
volunteerd to become probation counselors; as time went on some Qusi
nessmen and clubs donated money, Now, three and a half years later, 
the court has a probation program that inchides,pr¢-s;e~terice investiga
tion, ·free psychological and psychiatric evaluations, 'an' employment 
counseling service, its own chapter of Alcoholics ~nonymous: achurch'-
related program,a staff of six part-time counselors,~"psychiatristin 
charge of both group and individual psychotherapy, ISO volunteers who 
act. as probationer. sponsors,and financial contributors. The article 
details the growth C)f thisvpiuntary program and' ~hQ~i how a commun
ity gave of itself-warmly, freely,and withQut thougllt of monetary 

. ~airi":":so' thatits court could institute and maintain an inspirational pro-
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gram of re-education and rehabilitation of the misdemeanant. 

Horejsi, Charles R. (D.S.W.). "Training for the Direct-Service Volunteer in Proba
tion." Federal Probation, XXXVII, (September,1973) 38-41. 

Abstract: . Training for the Direct-Service Volunteer in Probation: Most direct 
service volunteers have neither extensive training in social and behavior
al sciences nor in counseling theory, writes Dr. Charles R. Horejsi of the 
University of Montana Department of Social Work. Nevertheless, they 
need a conceptual framework which provides a "way of thinking" about 
their work with the probationer. The author presents a framework which 
utilizes the concepts of ~roblem, motivation, capacity, and opportunity. 
The framework, he. assures us, can be easily understood by the volunteer 
and is a useful training tool. 

Horejsi, Charles R. (D.S.W.). "Attitude of Parents Toward Juvenile Court Volun':. 
teers." Federal Probation, XXXVI, (June, 1972), 13-18. 

Abstract: Attitude of P(lrents Toward Juvenile Court Volunteers. Dr. Charles 
R .. Horejsi of the University of Nebraska's Graduate School of Social 
Work relates how 45 parents of probationers perceived the impact of 
volunteers. Most Of the' parents had' a favorable attitude toward the 
volunteers (who were associated with PARTNERS, a juvenile court-re
lated program in Denver) and most thought that the volunteers had been 
of some help. He shows how the volunteers were helpful; reports the 
parents' criticisms and complaints; and offers suggestions for the man
agement of volunteer programs. 

Beless, Donald W., William S. Pilcher, and Ellen Jo Ryan. "Use of Inqigenous 
, Nonprofessionals in Probation and Parole." Federal Probation, XXXVI, 

(March 1972),.10-15. 

Abstract: Use of Indigenous Nonprofessionals in Probation and Parole. A 
sigriifieant development in corrections is the use of nonprofessionals 
(some of them former offenders) recruited from the same'social class as 
the ·po.pulation served. Value of the indigenous nonprofessional lies in 
tl}e re4u~tion of social distance and shar~:d life experiences between cor
.rictional worker and offender. Donald W. Beless, William S. Pilcher, 
and J,!lleh JoRyan, Research Assistant; respectively~ of the Chicago 
Prob~tion Officer-Case Aid Project, report. that the' Project aptly 
demqrtstrated the feasibility of a paraprofessional position in U.S. 
P.robation and Parole. 

FEDERAL PROBATION - , 

AU p~ases ofip'rev~ritlve and correctional activities in. delinquency and crime come 
within the. field :o'f interest of Federal Probation. ii . .' '. 

The Quarterhr;isdditbd by the Probation Division of the Adrtlinistr~tive Office of 
the United Stlit~s C~lirts, Supreme Court Building, Washington; D.C., 20544~ It is 
published by the. Ad~ihistrative Office in cooperation with the Bureau of Prisons of 
the UnitedSt~tes'b'epartment of Justice. Federal Probation can tie found in the 

,.Document sectibri\5filie library.··- . -
- .' ,~ti':~:.i· .1't... . < 

Articles' on<VoIJnteerism, published in Federal Probation, June, 1964 
through J"·un~;J9?5. . . . ... ... -. . ..... 
Nation~ Coun~~l ,oJ J~wish Women: Justice for. ell •. Jdren Task For~~.''Volunteers . 
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Interact with the Juvenile Justice System" Federal Probation, XXXIX, 
(March, 1975), 39~-42. 

Abstract: Volunteers Interact with the Juvenile Justice System. The Justice for 
Children Task Force of the National Council of Jewish Women presents 
in this article some examples of programs and projects ,resulting from the 
Justice for Children survey of local criminal justice systems throughout 
the nation. More than 120 NCJW affiliates (sections) participated in the 
survey in which local volunteer committees visited courts, detention. 
centers, and institutions and talked with lawyers, judges, probation of
ficers as well as children and their families. They found that most profes
sionals in the system welcomed c,Qmmunity understanding and involve
ment. 

Kaufman, Clementine, "Community Service Volunteers: A British Approach to 
Delinquency Prevention." Federal Probation, XXXVII, (December, 1973), 
35-41. ' 

Abstract: Community Service Volunteers: A British Approach to Delinquency 
Prevention. Clementine L. Kaufman, a coordinator ,of volunteer pro
grams in Maryland, tells us about the work of CommlJnity Service 
Volunteers in Great Britain as it relates to the delinquency prevention 
area. She describes programs which send young people to work in insti
tutions as teachers, members of group living staff or recreation staff and 
reports on the efforts of volunteers working in the community develop-' 
ing alternatives to probation or institutionalization. She also examines 
the success of a program which places young offenders in volunteer jobs 
in other institutions. ' ' , i) 

Schwartz, Ira M. "Volunteers and Professionals: A Team in the Correctional Proc-
.. ess." Federal Probation, XXXV, (September, 1971); 46-50. ' 

Abstract: Volunteers and Professionals; A Team in the Correctional Process. 
Despite the widespread acceptance and use of volunteers in corrections, 
Ira M. Schwartz, former director of volunteer services for the Hennepin 
County Department of Court Services (Minneapolis), believes the 
correctional field is not benefiting to the fullest extent from the contribu
tions that can be made by the use of volunteers., With appropriate train
ing, supervision, and program management, he asserts, :volunteers lean 

,betrained to provide essentially the same services to clie~ts as those pro
~ided by paid professional staff. He relates his expei~en~e:with volun-
teers in his court. ' .. 

Scheier, Dr. Ivan H. "The Professional and the Volunteer in Probation: An Emerg
ing Relationship." Federal Probation, XXXIV, (June, 1970), 12-18. 

Abstract: The Professional and the Volunteer in Probatio,;:An Emerging Re-
lationship. John Augustus, a shoemaker, was the fii'sfprobation officer 
(1841). I-lis services to the Boston courts were entirely on a volunteer 
basis as were all the earlier probation services. BULprobation will never 
again be all volunteer. Since 1960 there has been a marked trend, how
ever, in the use of volunteers in probation in partnership with theprofes
sionally trained person. Today,more than50,OOO~i~'iz~~S'are volunteer
iog their services to over 1,000 court probation depait'meriis. 

Dr. Ivan Scheier, director of the National Information Center on 
Volunteers" in Courts, tells us about the volunteer'movement 'in the 
United States. <s'.',:',,:-, '0 
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Stein, Philip. "I'm Only One Person-What Can I Do?" Federal Probation, 

XXXIV, (June, 1970),7-11. 

Abstract: "I'm Only One Person-What Can I Do?" A full mobilization of 
community resources is absolutely necessary to score major victories 
against crime and delinquency, writes Philip Stein,supervising deputy 
probation officer for Los Angeles County. The citizenry must under
stand, he emphasizes, that we in the correctional field need their help. 
He insists that the professionals in correctiQns must provide the answers 
by showing the citizenry what they can do to help stem the rising tide of 
delinquency and crime. 

Leenhouts,Keith J. "Royal Oak's Experience With Professionals and Volunteers in 
Probation. "Federal Probation, XXXIV, (December, 1970), 45-51. 

Abstract: RoyalOak's Experience With Projessionals.(1nd Volunteers in Proba-
tion. Since 1960 the use of volunteers, particularly in juvenile and adult 
misdemeanant courts, has grown dramatically. It is ~~,timated that as 
many as 1,000 courts today are utilizing the concept of direct citizen 
participation in rehabilitative services. Judge Keith J. Leenhouts, a pio
neer in the volunteer movement, delineates for us the experience of the 
Royal Oak (Michigan) Municipal Court in the us~ of volunteers who 
work in cooperation with the .. professionally trained probation officer. 
He cites some of the pitfalls to guard against and offers guideli~es on 
how to establish and operate a volunteer court program. 

Unkovic, Dr. Charles E., and' Jean Reiman Davis. "Volunteers in Probation and 
Parole," Federal Probation, XXXI II ,(December , 1969) 41-45. 

Abstract: Volunteers in Probation and Parole. An estimated 300 cities are now 
using' volunteers in some capacity with court programs, report Dr. 
Charles E. Unkovic and Jean Reiman Davis, both voiunteers in Flori
da's Cominunity Services program which was established by enabling 
legislation in January 1968. As of September 23 there were 2,137 volun-

. teers registered with the program. Th~ authors describe the State's re- • 
cruiting and training program, the various services rendered by volun
teers, and assess the program's efforts to date. 

Case, Warden John D. "Citizen Participation: An Experiment in Prison- Com
munity Relations." Federal Probation, XXX, (December, 1966), 18-24. 

Abstract: Ciiizen Participation: An Experiment in' Prison-Community Rela-
tiOi& Warden John 0: CaSe of the Bucks County Prison at Doylestown, 
Pennsylvania, writes the second of his three~article series onjail adminis
tration. He emphasizes the need for citizen participation in a jail orpeni
tentiary program and demonstrates how a community can play asignifi
can.t rolei~ a jail's efforts to improve inmate morale and provide incen-. 
tivesfQuh~nges in attitudes a~d behavior. ,;. 

,BOOKS,MANUALS AND REPORTS 
.... ~ : -. ~ 

• I 

American.BarAs$pcia.t~on. National Volunteer Parole Aide Program.- Li(lbility-in 
Correctiona(Voiunteer Pi'ograms.PlanningjorPotential Problems; 1975. - . 

'. : ' .. : ~; , .. :". . '. .', -'. " ," ,:. ., '. . 

Abstract: Til~<PJlrpose of this work is to presen~ basic information for use by 
state':ageqcies a"d volunteer) o~ganizations; in understanding· the . legal 

\'::, implications of their participatioll'inthe correctional systept, . 
, The foll'owingis an example of the infonnatiortprovided by this boqk: 

/1 
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"Torts" are explained to ,be civil,. as ,opposed to .criminal, legal wrongs 
which bring about liability. Liability, in turn, leads to award of 
damageS~ The money publication goes on to explain tort Ii~bility of state 
agencies, states and volunteers acting as agents of states. Not all liability 
situations lead to law suits. La~ suits are avoided in some states because 
Workmen's Compensation coverage has been extended to include volun
teers serving in an organized volunteer program. 

"The diversity of relevant state law is so great that there can be no sin
gle definitive work which will have general applicability to the national 
scene. Instead, we have presellted very basic concepts and indicated 
means by which they have been applied in selected jurisdictions. By 
using the text as a basis,readers can turn to the charts in the appendicb 
to locate their respective state's laws an~ legal doctrines. Because of 
state-by-state diversity, the appendices should be viewed as an integral 
partof this,m~nograph and essential reference component for all who 
seek to inform themselves of potential liability situations confrQnting 
volunteer programs with which they may be associated. 

"In the event of involvement in a legal claim Qr lawsuit, however, the 
guidance of an atto'rney is essential for local correctional agencies, their 
personnel and volunteers."· 

*From the foreword by Joseph W. Mullen, Jr., Chairman, National 
Management Committee Volunteer Parole Aide ,frogram June, 1975. 
Available through: National Volunteer Parole Aide Program, Commis
sion on Correctional Facilities and Services, 1800 M Street, N.W., 
.Washington, D.C. 20036. 

Bashant, Susan K. and Moffitt, Bob. Volunteer Program Development Manual., 
State of Colorado Judicial Department, 323 State Capitol,Denver, Colorado 
80302. January 1973, approximately 100 pages. 

Abstract: The publication is a how-to manual for the volunteer court program 
administrator or director. Both models for adaptation and examples of 
tried methods provide the volunteer program director in courts or cor
rections with general guidelines, strategies, and suggestions in the 
development, administration and managemenlofvolunteer programs. 

The manual is divided into six main subject areas: (1) proposal 
development, (2) program support, (3) establishing a program, 
(4) volunteer support, (5) record keeping and evaluation, and (6) con
tinuing concerns. Agood informative appendix which inC;ludes examples 
of volunteer job descriptions, sample press releases, and a sectionlisting 
resources is also extremely helpful to the reader. ' . , 

The publication is a: most comprehensive effort in presenting a much 
needed how-to basics for the volunteer program administrator. AI:. 
though nearly three years old and in need of updatipg,. t~e manual gives 
the reader a Clear step-by- step exemplary methodoIOgy"of administrat
ing a volunteer program in a court or correctional s~tting. 

The Program Qevelopment ,Manual is a must for :anY court or correc
tional program which is setting up a volunteer program. It is a loose
leaf, ringed notebook which allows' the administnltor to add . or delete 

. materials and develop the mallual as a personalizeit pro~'ram. 
Available through: State Volunteer Services Coorclinator; Colorado 

Judieial Department, 323 State Capitol, Denyer, Colorado 80203. 

Buckley, Marie, Breaking Into Prison: A Guide to VoluntaryA'ciion. Beacon Press, 
Boston, 1974, 194 pages. . . ' :.' .';, " 



Abstract: The purpose of this book is to provide an overview of what the volun-
teer can expect to find inside a prison, with practical advice of initiating 
direct action improvements on prison life. Ms. Buckley discusses the per
sonal and institutional conditions of the adult male, female, and juvenile 
inmate in an honest and straightforward manner. She includes a lesson 
on how to avoid being conned by offenders and a very realistic q.escrip
tion of the qt!::.lifications of the prison volunteer. Specific, applicable 
instrudions are given on how to start useful volunteer programs in pris
ons that do not provide organized activities for' inmates, and viable 
alternatives to children's prisons are suggested. For volunteers who work 
outside the prison,she describes/particular tasks in probation offices and 
"court watching," an activity which has led to increased fairness in th.; 
criminal justice process. The book provides practical, readable infor
mation for anyone who is considering volunteering in prisons, and for 
those who wish to improve institutional conditions. 

Available through: Beacon Press, Boston, Massachusetts or Saunqers 
of Toronto, Ltd;, Canada, $7.95. . 

Cook, Thomas J. and S~ioli, Frank P. The Effectiveness of Volunteer Programs in 
Courts and Correc~ions: An Evaluation of Policy-Related Research. University 
of Illinois at Chicago Circle, Chicago, Illinois, April 1975. . 

Abstract: "The purpose of this project was to evaluate research on th~ effective-
ness of volunteer programs in the area of. courts and ~orrections. Ap
proximately 250 research reports were initially collected and from this 
collection a group of 43 reports were found to be usable for purposes of 
the projecL 

"Each of the usable reports was evaluated in terms of five main con
siderations: the specificity of the program structure; the measurement 
procedures employed; the internal and external validity of the research 
design; the appropriateness of the data analysis procedure; and the 
policy utility of the report's finding for volunteer programming. The 
components' of the evaluation plan were applied to a specific set of re
search issues: volunteer recruitment, screening, matching, orientation 
and training, and the impact of the volunteer program on client be
havior. 

"A primary finding is that there is a lack of empirical and. valid re
liearch which consistently demonstrates that volunteer programs are 
more effective than other (e.g., regular probation) program alternatives. 
Several recommendations for future evaluative research are included in 
the report such as the' need for the development of a uniform set of per
fonnance criteria and data on the cost effectiveness of volunteer pro
grams~ Also, there is a need for detailed guidelines relevant to program 
design;'lIriplementation, and a.dministration. 'This report concludes with 
a recommended approach (or evaluating a volunteer program. " 

AvafIable'through: University of Illinois at Chicago Circle, Depart
mentotPolitical Sci~ncei' Box 4348, Cbicago, Illinois 60,68~. 

Cressey, DonalH R.and McDermott, Robert A. OpiVt:'rsionjrom the Juvenile Justice , 
System: A.Monograph. Law Enforcement Assistance Administration, National '1\ 

lnstitute. or'La~,p~!"cement and Griminal Justice, January 1974;"36 pages, 
,'" ··~.1·""" '" 

Abstract: . Thili monograph presents a profile of jpveilile diversion processes' in 
one .(anopymous) state, derived from a preliminary inquiry into how 
diversioti· 'seems to' work. Background'. and the definition of juvenile 
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diversion are discussed, followed by a detailed account of different kinds 
of intake procedures for children involved in the juvenile-justice system. 
Thoughtful criticism and alternatives are directed toward .the tendency 
to view only predelinquent children as being "worth" counseling and di
version. The selection of diversion cases on the basis of offense is ex
amined carefully. Throughout, the relationship of the intake officer and 
the diversion unit staff is taken into account. Although this publication 
does not deal directly with volunteers, the. ideas and models (e.g., a 
Youth ~ervice Bureau which has had particular success) can be applied 
to any juvenile diversion program which has volunteers working within 
it. Generally, this monograph is valuable because it presents a clear pic
ture of the problems and attributes' of several. juvenile diversion pro
grams, and it offers the reader a reevaluation of the role of juvenile jus
tice. 

Available through: Superintendent of Documents, U.S. Government 
PrintingOffice, Washington, D.C. 20402. 

Dane County Volunteers i'h Probation, Inc. Citizen Participation in the Juvenile and 
Adult Criminal Justice System. Madison: Volunteers in Probation, Inc., May, 
1975,36 pages. 

Abstract: Although designed as an orientation manual for volunteers in Dane 
County Volunteers in Probation program, the scope and depth of the in
formation presented would also be useful to professionals in the field of 
corrections and to others in related areas of human services. The content 
is extremely clear, comprehensive, and well-organized. Volunteerism is 
examined in terms of motivations, job descriptions, and various roles 
a!ong with a history of the VIP program in Wisconsin and nationally. 
The criminal justice system is explained including the place of correc
tions in that system. 

Departmental organization is examined at the state level with 
organizational flow charts to help clarify relationships, and complete de
scriptions of all the division functions and responsibilities. 

Next, the Division of Corrections is given special attention with-out
lines of the services of each of the five bureaus, and a listing of the 
names, locations,and functions of all the facilities under that Division. 
The Bureau of Probation and Parole is examined next in terms of 
responsibilities, philosophy and treatment services. A flow chart includ
ing position title and names of staff is presented for the. District Office-to 
which the volunteers in'the Dane County Program will directly relate. 

Extensive examination of the Departm~nt of Social-Services, the Po
lice Department and the County Jail is also provided and the relation
ship of these agencies to the various referral processes, the types of 
alternative services available and the court' processes provide the volun~ 
teer with a clear picture of the systems and situations which will affect 
the probationer' or parolee. - . ' 

A listing of the other various community resources available under 
service categories is also included, as well asa cornpletelist of the names 
and phone numbers of the local probation and parole staff and the VIP 
Baord meiDbers and staff. ~ . '. ,: 

Guidelines on some of the most vital "How To Do It" issues involved 
in establishing a productive helping relationship are presented and also 
hints on ,effective counseling strategies and how to aVOid and/or handle 

'j) , , .. 't . 

~tential problem situations. . - .,. 
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Finally, an extensive glossary of legal terms and definitions is pro
vided to assist the volunteer in understanding the jargon of this new sys
tem. 

This manual represents an impressive. compilation of information on 
programs, resources, organizational structure and volunteerism and 
could serve as a model for orientation materials for volunteers and staff 
alike. '1 

Available through: Volunteers in Probation, Inc. 315 West Gorham 
Street, Madison, Wisconsin 53703. " 

Fare, Kenneth, "Everything YouWant to Know About Volunteers in Probation: A 
, Guide for Staff." ~an Diego County Probation Department, P.O. Box 23096, 

San Diego, California 92123, 10 pages. 

Abstract: Designed as a guidebook for orienting staff to volunteers, the content 
provides a concrete and comprehensive coverage of the basics of volun
teer programming and administration. The most commonly asked ques
tions about issues of implementation, management and effective, appro
priate use of volunteers in the probation field are the focus of this publi
cation. 

The Volunteers in Probation program is explained in terms of phil
osophy, functions, and services. Staff/Volunteer relationships are ex
plored in terms of ro~s, responsibilities, expectations and potential 
problems and, benefits. Volunteer status, relationships to the agency, 
procedural issues and program administration are also discussed in de
taiL 

The question/answer format allows much information to be covered 
in an organized and easily assimilated manner. 

Although its primary purpose is to integrate staff'to volunteers, this 
manual has multi-functional potential for training,. education and public 
relations purposes. 

Available through: Mr. Kenneth F. Fare, Chief Probation Officer, 
San Diego County Probation Department,San Diego, California. 

Fautsko, 1,im0thy, F. and Scheier, Ivan. Volunteer Programs in Prevention. and 
Diversion. U.S. Department of Health, Education, and Welfare Office of 
Human Development, Office of Youth Development, August 1973. (Presently 
being updated). 53 pages. 

Abstract: Volunteer programs within the crimirral justice syste~arewidely 
established today. There is strong evidence that well-run 'programs' are 
effective iQ reducing recidivism, institutionalization rates and parole 
failure rates. TI:tey are effective in prevention from within the system. It 
is the purpose of this book to describe such prevention programs and 
theifuse of volunteers as a set of models in this rapidly developing field. 

Not only does the content of the book examine the concepts and ob
jectives of prevention programming and the methodology of the;suidy t it 
,also presents selected abstracts of model programs as well as current 
trends and recommendations' for the future. Also contained within the 
publi~ation are (1) addresses of all participants in the study,(2) resource 
organiZations that support preventive programming and (3) an annotat
ed bibliography of books ,and publications on the subject. 

The conclusions in the book are drawp largely from the study of,S8 
progi'l:uriabstracts from the field. Gener~ly, 'it categorizes responses in 
the areaS of OJ geographical andpop'ulation variables,.(2) number of. 
volunteers, (3) age' of programs, organizational basis. and' evaluation 



design used and finaUy, (4) what volunteers are doing in prevention/di
version; 

"Volunteer Programs in Prevention and Diversion" can be used as a 
handy program guidebook/directory and locator for model volunteer 
program projects in the country. In its second printing the book also 
serves as a useful, resource for the professional for the development of 
volunteer programs specifiedin"the areas of prevention of juvenile delin
quency and the diversion of children from the juvenile juStice system. 

Available through: Publications Department, National Information 
Center on Volunteerism, Box 4179, Boulder, Colorado 80302. ($2.50) 

Guidelines to Volunteer Services. New York State Department of Corrections, State 
Office Building Campus, Albany, New York, 51 pages. ' 

Abstract: This is a general orientation manual for adult criminal justice volun-
teer programs produced for the New York state system. Although three 
out of nine chapters deal specifically with the New York State Correc
tional System,helpful guidelines for staff, volunteers, inmates, and pa
rolees are provided. It includes an analysis of the needs of the offender 
and the range of volunteer service opportunities available. The primary 
emphasis is on prison volunteering, although there is some discussion of 
parolee/volunteer work. A special section deals with the inmates as 
volunteer, and the benefits of the ex-offender as volunteer are described. 
A glossary of correction terms and inmate jargon are included. 

Hennepin County Courts. Hennepin County Court Services Volunteer Program. 
Department of Court Services, 22 Courthouse, Minneapolis, Minnesota 55415, 
37 pages. ' 

Abstract: This publication is designed as an orientation manual for volunteers 
,~ entering into service in the Hennepin County Court System. It is to func

tion as' supplemental resource materials to be used in conjunction with 
training sessions and consultation. 

The range of professional services provided through the court system 
are outlined and the volunteers'relationship and potential contributions 
to this system are examined. Selectioll, assignment and a1titnative roles 
of'volunteers as well as descr:iptions of the various types of clients to 
whom the volunteer may be relating are presented. The components of 
the "helping relationship" suclJ asindividualization;,acceptance,atti
tudes, self-determination ,and confidentiality are discussed a1ong'with 
methods of establishing and maint;rining this type of interaction. Trust 
and mutual respect are Jdentified as, particularly imPQrtant. 

Ahistoric;;a1 perspective of the probation system, its goals,' objectives, 
. , . and, philosdphies is explored, with exphlll~tions and flow charts of both 

the adult and juvenile service :systems; An annotatedb~bliography of 
.' supplemental reading completes the manual. ' ,<, ' 

, In' addition to providing useful resource informa~ioIJ" this guideboolC 
attempts .to integrate the volunteer into the court setting and to demon
strate the importance and worth of volunteerism to the clients and the 
criminal justice system . 

. Available through: The Department of Court Services, Volunteer Pro
gram,22 Courthouse, Minneapolis, Minnesota 55415. ,:' 

Jorgensen, James D.'and''Bashant; Susan K Volunteer Tra;ning'Manu(!i. State of 
Colorado Judicial Department, Denver, Colorado, 100 pages> " 

Abstract;C' This book is a manual for use by the trainer. of ·court vohinteers. 
'.. • < -." < " ' '\' 
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Through us~ of this manual, the training P9temial of court personnel 
can be developed and th~s increase the effectiveness of court volunteer 
programs. 

This man.ual has four major sections: knowledge, attitudes, skills, and 
training resources. Knowledge areas include law, the court, probation 
problems of crime and delinquency; deviant behavior counselinl,and 
community resources. The attitude. section focuses on group discussion, 
while the skills section addresses written and oral communications. 
Training sites, ;trainers, materials, content, training aids; and trainina 
program evaluation ar.e covered in the t.-aining resources section. Re
source material on all the above topics are provided in ~he appendix. 

The book'concludes that one of the major obstacles to achieving maxi
mum citizen participation in probation is lack of volunteer training. 
Volunteer training provides an opportunity for better selection of volun
teers, prepares volunteers by presenting the reamy.of the problems the 
court is facing,and prepares volunteers for the task'they are to pc=rform. 

Available through: Publications Department, National Information 
Center on Volunteerism, Box 4179, Boulder, Colorado 80302 ($6.SO) 

Jorgensen, JamesD. and Scheier, Ivan H. Volunteer Training for Courts and Cor
rections. The SCarecrow Press, Inc. Metuchen, New Jersey, 1973, 385 paces. , 

Abstract: The r;apidly expanding movement of citizen paiticipation in criminal 
justice has created a need for a book .dealing with the orientation and 
training of volunteers for this important service. Voluntnr Trtlinin, for 
Courts and Corrections by Jorgensen and Scheier fills the need. 

Written' primarily with criminal justice syste!1l and prevention pro
grams in mind, the book is definitely adaptable to the needs of trainers 
of volunteers in any human service agenCy,e.g., public assistance and 
mental health. 

This book provides professional probation, parole and correctional 
personnel with a practical' 'how to" reference in preparing the volunteer 
for helping roles with the offender. It assists the correcti()Dal practitioner 
in pUinning content for orientation, and in-service training and also pre
'sents concrete proposals regarding training techniques and methods; 

The authors discuss trainirig as it relates to the basic kpowledle that 
, must be provided to th~ volunteer, the attitudes that must be addressed 

in training, as well as the skills that must be developed. These ateas are ", 
then' expanded· within the dimensions of pre-service and in-service train-' 
ing. The advantages of various' training methods are reviewed, and' de
scriptions of training models are presented. 

Available through: 'Publications Department, National Information 
Centh· on Volunteerism, Box 4179, Boul4er, Colorado 80302. ($11.00)· 

Leenhouts, K. C~nceFn~d Citizens and a City C~inii~al C~urt • • ·1971~V()lunteen in 
Probation of NCCD. 200 Washington Square Plata, ROYlil Oak,Michipn 
48067, S3 page,s.' , 

Abstract:,C!mc~rned Citiz~fI$anda City Criminal Courtis a descriptive nana
tivepresenting. a model of one com-"unity1sinvo.1vementas volunteer 
citizells,se(Vingin one,,:tO-one, professional. and serv.~~ volunteers' rOJes 
withmis~emeapants. ..' ....,. ". ,." , .. .. .:'; , 

T~epaper-publication is broken down into four. sections describin,: 
·'(1 )'tht' study .of the project, .' (~) tbe· projec.t's historic," develQpment, . 

(3) the roles volunteers·.can fi'Ilalong with· volunteer lQbdescl'iptions, " 
and (4)- case studies and resoun:esJor program developmeot. . 

\) 
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" The publication presents as a tllodel the initiating of a volunteer in 
court program. Although dated, the report gives comprehensive cover
age to the use of volunteers atid the roles the community and citizenry 
play in working with misdemeanants. 

The applications are two-fold: (1) for the volunteer administrator as a 
guide or model for developing a program and (2) for the court ad
ministrator or public officials and planners documenting the use of 
volunteers and their value in a court program. 

Available through: Project Misdemeanant), Foundation, Inc., 200 
Washington Square Plaza, Royal Oak, Michigan. 

Morrison, June. "The Role of Volunt~ers in Correctional riducation." University 
of Arizona C~llege of Business and Public Administr~tion, August 1970, 18 
pages. 

Abstract: The purpose of the study was to determine the extent and type of 
image of volunteers in both juvenile and adult correctional institutions. 

Questionnaires were sent to juvenile institutions throughout the 
country. The study surveyed such areas asdistance from metropolitan 
area, size of staff, type of volunteer activity and screening methods. 
Overwhelmingly, the, type of service volunteers performed was in the 
area of recreation. Academic education was another important area of 
service. Most juvenile institutions not using volunteers were planning to 
use them at some stage. The same questionnaire was sent to adult institu
tions. 

The study has a clear and simple, methodology and research design. 
However, more detail could have been exi>ected in the focal area of the 
study, e.g., style and type of volunteer activity. . 

Taken in concert with a nUmber of other pieces of similar research this 
study would help to fill in some of the gaps in the body of knowledge on 
the volunteer in corrections. 

Available through: The University of Arizona, College of Business 
and Public Administration, Tempe, Arizona. 

Morrison, June. "The Use of VoluQteers in Juvenile Courts in the United States, A 
Survey." The University of Arizona College of Business and Public Ad
ministration Division of Economic and Business Research, February 1970,26 
pales. 

Abstract: The study was primarily undertaken to determine (1) who the 
volunteers were, (2) where tJtey were working and (3) what jobs in 
juvenile, justice.in the United States volunteers held. 

, Questionnaires were sent to qver 1,500 juvenile courts in all 50 states. 
Bec;ause soDie of the counties reported on a regional or combined basis, 
it was impossible to determine the exact number of direct agency con
tactsmade. 

Throughout the study pockets of volunteer involvement were identi
fied. The proportioll of agen(;ies using volunteers decre~sed as the size of 

. the population served increased. The services rendered by volunteers are 
varied and ranged fro~ crafts to counseling work; Many of the 
resppndent agencies did not Ilave a regular 'volunteer' program. Finally, 
the average number of hours volunteers worked was, between six to 10 
hours per week. . 

. The study can be used as,. a <le~criptive index by vol\lnteer program 
directors to determine anq to identify volunteer toles~. the report pro-. -. - - . '~- . . 

I·:: 
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vides one of the first examinations of volunteer program activity in the,' 
juvenile courts throu'ghout the United States; 

Available through: The University of Arizona, College of, Business 
and Public Administration, Division of Economic and Business 
,Research, Tempe, Arizona, 

National AdviSory Commission on Criminal Justice StandardsaildGoals, Com
munityCrime Prevention Task Force. A Call/or Citizen Action: Crime Preven
tion and the Citizen. Washington, D.C., U.S. Government Printing Office, 
April 1974, 51 pages. 

Abstract: Selections of the complete task force report are included which focus 
on the community asa partner in the crime prevention effort. Emphasis 
is placed on citizen responsibiliities and potential contributions toward 
crime prevention. The need for citizen involvement in this area is out
lined along with various levels of action alternatives~ Methods for 
citizens to relate to the criminal justice syst~m are discussed. 

Organizing citizen action programs is explored in term.s of structure, 
goal formulation, motivation, priority setting, recruitment, training, 
financing, sustaining momentum and evaluation. results. Three case 
studies are presented as alternative models for establishing a viable or
ganization~ 

Citizen action programs currently in operation throughout the coun
try are examined in the appendix under PI:oject type headiIJgs. Complete 
descriptions of the organizations, various activities, and methods are 
provided. Citizen participation is viewed as a necessary and functional 
method of producing constructive change. The guidelines; and illustra
tions presented provide a substantial framework for the oJ'ganization of 
virtually any type of citizen program relating to the,criminal justice,sys- ' 
tern. Currently functioning activities in various stagesQf development 
could also profit from reexamining their projects through those perspec
tives, and new strategie~ might be developed during this process. 

Available through: Superintendent ·of Documents, U.S. Government 
Printing Office, W~hington, D.C. 20402. . 

Naylor, HarrietH. Volunteers Today: Finding, Training and Worklng With ,fhem. ' 
New York: Association Press, 1967, 198 pages. 

Abstract: A basic "how-to" bool\ for administrators, 'board' members, and 
supervisors who wish to increase volunteer effectiveness andsatisfac-

, '. - "," ' ,-~ , , , , - - , .. " 

tion: ' The, author explores . new forms of volunteer Participation, 

" 

examines volunteer motivation, and offers prpcedures for recrui~ing, 
placing, orienting, a."1d' s~pervising vplunteer~.Techniqu~s for develop-

,ing training sessions and basic personnel admillistI:atipn~ethods are 
included., An overri~ing, assumptioll throughout ~ tJt~, book, is that 
vohmteers are unique, valuable.people,willingand abletp ass~m~ 
responsibility and eager for growth-'prpducing experiences. Volunteers, 
Today, is' an, excellent reference tool for:leadersi~l anY ar~,of volunt~r-, 

" ism;;! .,~' _ ',,';, ,-
Available through: P.O. Box 363, Dryden~ New YorkI3Q~3.($3;9S) 

Partners,' Inc; Aamt"istrativeSeminar, Text/or Part~ers, ·,Inc: ,Denver ,Coiprado, '. 
:' September 1912(I~ose~leaf o;otebdok format,appi:pxiD1a:tely~30Q pages)~ ", . 

Abslract: The.P.at:tners, Inc. ,"Administrative Seminar TeJ;(C';(AST) has '~n 
. ; ~J \,': 1" ~ , " , . '.,," ".,' • ': " ' " , .~' • . ' .. : :', .,' ': > ",' h', '", ", ". ", -:" 

' .• 4esjgn,~~ :~;~ .so~rce of i4~as. foJ.: .. thevol,un~~r"prpgi'~mp~~ctiti~ner. iq 
the field, " . 

I 
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The AST Manual is used as a training guidebook in' the area of volun
teer program development: Each chapter covers a specifi~ programmatic 
consideration, such as counseling, volunteer suppor~,aild staff policies. 
The chapters are distinctly divided into three sections: (0 content and 
narratives, (2). descriptioo of samples, and (3) samples themselves. 

In practical applil;ation"the Partners, Inc~ AST Manual is invaluable 
in the development of volunteer programs in prevention/diversion. 

Av~ilable through: Partners, Inc., 126P West Bayaud, Denver, 
Colorado 80223. ($30.00) , . 

Pinto,Leonard J .. , Ph;D. "A Case Study of Volunteer ism in the Juvenile Court: 
Programs and the Probationer·. ",U .S. Department of Health, Education and 
Welfare. Office ofJuvenileDelinquency and Youth Development, 123 pages. 

Abstract:' This is a technical research paper on the relationship between 
volunteer-manned, programs and probatiorierexperience in Boulder, 
Colorado Juvenile Court. . . 

Assignment of youngsters to probation programs is explained with 
mainly positive results. Oiffereptial perception of staff members, 
volunteers, and the. probationary experience of program and non-pro
gram youngsters are 'analyzed. . 

The paper looks at the many aspects of volunteer program involve
ment. Throughout the text, comparisons and statistical analyses are 
made between Boulder county youth on probation and other delinquent 
youth, and between voJunteer program and non-volunteer programs. 
Many aspects of involvement are studied. . 

Data presented in this report suggests that while there may have been 
an increased surveillance of youngsters by law efiforcement agencies, the 
number of arrests during the comparison period remains about the 
same. When various types of volunteer programs were compared, it was 
clear that volunteer programs were effective in reducing. arrests from 
pre-probation levels and that tutor and group discussion programs were 
least successful.' . , 

As a resource for· program development, the research report can be 
'utilized directly in the. goal development and objective settin~ process for 
most any court-related volunteer program. 

Available throush: U.S. Department of Health,~ducation and Wel
f~ue, Social and Rehabilitation Service, Office of Jti\'~J}j,ie Delinquency 
and Youth Developmeilt,.washin~ton, p.C. .... 

Rowan; Joseph R. and John G. Baker. Pub/icfnjormatiQnandCitizenActionin the 
lJelinquerJcy a"ci Crime Field-Qur Greatest Neec/.Division' of Youth Services, 

, 'Florida Depanment of Health and RehabilitativeServices, 1974; 10 pages. 
, . c,. "," .....,' . . c" . f, . " . ,.'. ,,' 

Abstract:' , .", Designedasa guide for professional staff ort m.ethodsof obtaining 
,', publicsupport andtinderstandingforcorrectionprogr~fns, this bOOklet 
,highlightstl.teimportance Of establishing a thorough a~doll~going pub-
. lic relation,s:~ffort at every level of an Organizationrustructure. 

'A",ettet-'informed PJlblic will lead . t<5 increased' una~rsianding of pro
,gra.m'goa:ls, functions and handicaps. It is the responsjbility of the pro~ 
'fessiOQa:l to provide infOrmation to the public. This effort will lead to 
positiv~ results. such as . increased citizen awareness'>inVblvement, and 
~ctionto the benefit ~ftheagency. . . . .' . 
; .. 1I0nesty regardingfaihires, program needs, goils::a:iia'limitations,as 
well as sUl;cesses" is a critic~I,·element. Slanting;"omi,itirtg information, . 

, . . - ", ... ~:'. : ". , 
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and covering up information will . ultimately have" disastrous con
sequences. 

The various targets of a public relations campaign are identified and 
strategies for reaching these groups are presented. The general public as 
well as special groups and key cQmmunity people can be reached in other 
ways than simply through the mass media. Personal contacts, the forma
tion of citizen advisory groups, volunteer programs, and student intern
ships are all potential sources of p\)blic involvement and support. Out
reach activities and advising the media of newsworthy events are also im
portant strategies. The role of the employee in the publi': relations effort 
is examined and the importal1~eof good morale and well~informed staff 
are emphasized. Effective appeals, methods of dealing with negative 
arguments, and tips on presenting information positively are also given. 

The importance of public relations is further enhanced through illus
trations of.actual situations where positive results are achieved through· 
good public relations, and negati~e results through the lack of such a 
program. 

The author' suggests that public relations must be considered an 
integral and indispensible part of organizational operations and deserves 
priority consideration in terms of staffing, budget, and time. This 
booklet contains a wealth of practical information and tactics which 
could be useful to any social service agency. 

Available through: Division of Youth Services, Florida Department of 
Health and Rehabilitative Services, 1317 Winewood Boulevard, Talla
hassee; Florida 32301 .. 

Scheier, Ivan H. Frontier 1.: Incorporating Volunteers in Courts. NICOV, Boulder, 
Colorado, 1970,28 pages. . 

Abstract: Many volunteer programs in court settings are suff~ring from a lack 
of sufficiently ·trained. leadership and from administrative structures 
which are not geared toward the support and integration of volunteer 
programming. Tllese two qualities must be present . to . implement a 
volunteer program successfully and productively. Token volunteer pro
grams which inadeqllately. ~eet community needs often. result from a 
lack of technical expertise, and/or the necessary structural components. 
The necessity of dealing with the problems' of leadership and manage-
ment is the' theme of this paper.' " 

Two models of volunteeI:' management are presented .. The Auxiliary 
Model suggests that the leadership/Illanagemept function of. the 
volunt.eer program·' be delegated to.' a.system.separ~tefrom. the ·court; 
while the Integratioll ModeJ there is essentiallYnodel~gationof, tl1ese 
function~,.the variables of time,. skill,piogr!iIIlContro,l,. .morale, COgl
munity' inv,olvemerit, . goal.c1arjtyand .. ~i>ecific pr.ogramneeds ~r'e 
examine~ .in relEltion to the alternative models. . .' ". '. , 
. VOlunt~r. preparation,' ca~e",orks~Per~isiop, 'andadmipis~rative 
activ"ities'are threemaih <:OD)pOnerits of~oJunteer program lIlanag¢ment 
whi~h .are identified and eiplore4"The' iss~e . o.f. obtilfningllllclxiln,um 
6enefits from both staff and:vo[unteet timei$e~amined tl1rougl1various 
strat~ie~ f9r maximizingtinie e,fficien~y. • .. " .... '.. ...• »'., 

Structural suggestions to facilitate ,(:ommuIiiciltionfiow arepre$erite4 
as well as an oudineof four,pro'ressionalroles,which relate 10 volunteer 
progfa~~ingintllecourts»' •... ........'... "'- ... ' .' .;' ." 
. Dr. Scheier cOllcludes that volllnteerp~ograms deserve·aJ.ldiequire 

." 



professional leadership .andpreparation. for· the new roles and relation
ships created by volunteer progr!lmming. 

Available, through: Publications Department,' Nationallnformation 
.) , ,,',' '.' -. . - . 

'. Cen.~er ooVolunteerism, Box 4179, Boulder, Cplora40 80302. ($2.00) 

Scheier, Ivan H. Fr()'!tier 13: People Approach Systems ojVolurlleerlnvolvement: 
,NOAHandMiNIMAX. NICOV, Botilder~Colonldo,1974; 25 pages. ' 

Al>stract: The purpose of Frontier 13 is to explore non-traditiomll and informal 
ways o(v~lunteering service and receivinghelj" ' . 

Called the "Pec>ple approach," this parti~l1lar paper investigated two 
innovative approaches. to vol\1nteerism. Both. approache~. share .~ com-

'. mon element. They attempt to llio,vea~~yJromthe accepted models of 
volurtteerism into an area where the.4ifferepces t>etween helper and 
helpee are minimized. The. first approac~ 'is called NOAH (Need Overlap 
Analysis in the Helping services). The process involves communication, 
negotiation and reality tes~ing between vQluQteers, staff, and consumers. 
The modelis healthy in itseif and produces effective job descriptions fdr 
volunteers. The second, probably the most radical, is billed MINIMAX. 

· ,Basically, itirtvolves ,sharing skiUs and peeds in anon-institutional and 
informal way. A 'useful MINIMAX siimilation gam~ has been developed" 
and included ih thepapet; ,This article describes innovative and exciting 

. new concepts in volunteerism that are sure to be read and adopted by 
rrlany group~ arid communities seeking to develop non-ipstitutional help-

· ingmodels. . 
,Available through: Publications, Department, National Information 

Center on VolimteerisIll, Box 4179, Boulder; ~0IQra4080302. ($2.00) 

Scheier, Ivan H. Frontier 10: The Church. as VolunteerfnCou;ts and Corrections. 
NICOV, Boulder, Coiorado, May 1972, 9 pages. 

Abstract; This publication raises the issue of church involVement in the criminal 
justice system. The paper points out that change in the criminal justice 
system is long overdue. In the past, chtircheshave spoken out about the 

· need for change arid have .acted oh this need. This paper suggests that it 
is timeJor the chlIrches to speak and act again. The paper provides 
gui~elines for indi~idual and collective, participation in an effort to bring 
abo,ut change. Exatnplesand resOurces '&recited for religious volunteer 
invQlveP1.ent in the criJninaljustice system as individ~algJ:'QuP counseling 
pr9gr~ms, volunteers in pr,QbatiQn and parole progr~m~ ,#rid job place~ 
mentprogral1ls;'In ;ldditiQn, the~e is a listing ofnatfoli~j~hurch groups 
Jnter~ste4<jn t.hecHminaljustic~systern~: H .' .~;; •••• ,:, 

• ¥ The:paper offers tile Qpinion that' iristead. of buying tile services asso
.ci~ted witli legal justice ,thrOUgh. .. t~~s,~Citizens,~ho~i~,provide them' by 

, ", .:." •• I ',,' " ,Q _ .'" • ::', '" ".... " •. ;', ~, ,,', 's ;" '." . " _ ,- ~ 

~helr own direct .contntiutlons of tlme,uden,anq effort. " 
···.ThisworifwoUld·bC.Dlost useful t() apets()njnt~re~le:d in the churche$' 

. '. r,~le in¢(fectinIPositivecbange in the crimina"jlIsd~e' sY~tem. ,Ideas f(ir 
'. . ..~~urchipY91.v~me~t .~1Jd $Ont~ctpeople' in the~relig!Q.1!~c9mmpnity aI'~ 

'. 'bOih'av!lilabl~'in'thispriblic~tion, "". " ,:"r"~\'; .. 
'.' ." :'Avaihlble' thfough:Pllbiications Depanment," .~hitionaIInformation 
. "C:enteron'Volurtteerisn1; Box4179,.Boulder; Colo~adi"80j62. ($1.00) .. 

. '-"'" .". ",-, ._. - j - "" "'. - . - . - . ',' . '-f :. ,. '.~: ... ,~.:,'>' ". ' 

··.Scil~I~t:",( ,h'!n,ff: -J" C!/~"t~er :.F}tqirarnsifl Cou.rIS~~ollet;t~r;/P~p~rs pn pr()quctive 
";:,:frp~r(l,?,<;:·lJr~.p,epartPlept .()f ~eaI1h,E~ucati~n"a~f.~e~fer~~.Office of Juve-

4 ..J~·~~~\e .~~an~~e?Jy:,ard y?~t~ DeyeJ,~Pomellt; 1 ~9~, Z.~w~~~r~" ";.:.,. '. ..' 
~b~rACt;;;t~'J~TJi,is pp~licQtionis.,~esign~d· topt(jvide 9i.)~t~i,sy~~ems ~ith a m~nuar 

, f' ;1~~-.: . I ' .. " 
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that pr~ents collected papers detailing major program areas in utilizing 
volunteers. Itis a ~ompanionpiece to the volume entitled,'UsinaVolun
teersin Court Settings/ that comprises a 'how'~toldo~it' manual'on' 
utilizing volunteers. Together. these two volumes pl'ovide our courtsys
terns with very important information concerning'the establjstlnient'arid . 
op~ration of volunteer probation programs." (Foreword by Ralph. H. 
Susman, Volunteer Programs in Courts.)' " . 

This publication cQntainsa full repOrt on the 1967 Boulder Confer
ence of Volunteer Courts,including comments from cotirtprofessionals, 
volunteers and probationers on suchsubj6!ts as recruiUhg, screening, 
orienting and managing volunteers. Thisjmblication also examines court 
and community conditions which will help to startand'operate a volun
teer probation officetpro~rarrt Other' topics included' are volunteer 
tutors in cburt probation programs the role of the volunteer in commun

. ity group homes and individual foster homes for delinquent youth; and 
volunteers as discussion group leaders for juvenile probatiQners. In addi~ 
tion, a reference list on,the volunteer in corrections is provided. 

Amongthe conclusions drawn in this publication are: that volunteer 
probatioQofficer programs using community' volunteers and programs 
usin,gcollege student volunteers 'are most successful when used in cQm
bination; that in establishing a' commun~ty group'hoipe for juvenile. 
deliQ.quents, the court must take the respOnsibility' f6'rptovidina c()ni~ 
munity education and leadership. Good utilization ofvoltinteers by the . 
court can establish a partnership between the court "and uie community 
that allows the court to operate progressive and innoyativeprograins. 

This publication is uS,efuJ as an overview of Various itrethods for in
volvement of volunteers hi tIiejuveniie jUstice system. It also provides 
·sufficient in-depth lnformationon volunteer probation officerprosrams 
and community group homes. to function ~~ a how-to manuaL. ' 

A vaila~le through: Publi~tions Departritent" National InfQrmation 
Center on V9lunteerism, Box 4179, Bouldef, Colorado 8~30~. ($2~OO) . '. '. - . '. 

Scheier, IvanH. and Berry, Judi~h L. Guidelines and Standards/Qr t~eUseof 
Volunteers inCorrectionai Programs. U.S. Department of Justice, Law En
forcement Assistance Administration, August, 1912,296 pages. , 

Al?stract: This bookls based on a national survey of correctional volunteer pro-
grams conducted in 1971.lt is a practical field guide forvolunteerpro~ 
granis;Crom the planning stages through aU phaseS' ofimpleiJ)entation. 
Although the InllPual . is designed for' criminal jlJSti~ volunt~r pro
grams; the guidelipes areappropri~te and even es~ntial 'fOrdevel<?p~na 
on-gojng'volqnteer programsinall fieids. Every~stllleisdea.ltwith in 
detail, '. hlcluding planning; . orientiQ.g. staff to voltiQ.teers.;recruitln" ' 

. screening and training; matching;motivatiol);' publicrelation~;record . 
. keeping;' llrid, funding. Also inCluded is a selection ,ofaranse. of m~l ' . 
. piogI'am'swhic~'ithereader 'mayapply an~. adapt~tohis/her own situa,. 
tion. Tbis'bookiis nota-theQretical discQurs~QnYQlynteedsm; itisacQn

'cise, ~tattiCal'mallual whic;h can'~econsUlted at every s~ep.in ~olunteer .. 
program,4evelopment. ' '.' ..•.. .....'., .... ' .' ' ..• ' .'. ....< . 

. ," Ayilil~blethrough: Pubiic;ations 'Department~ National Jnformation 
Center'(jnVolu~teerisJfi~ Box 4179~Boulder; COIQrado 80302. ($2.~) .. " 

Scheier, Ivan H:~nd a~rry, J~di~tlL.; Se;vih~ Youth as Volunteers':NIGoV,aould~ 
',er,CQloradd>FebruaryJ972, 36 pages. ....• ··:.i ":' ,.'...' .. 

Abstract: . . Tliep~~~~e ofthisb~~l~ti~to, provid~~a~k~oundahd skills which' 
c,~.;,,':.~j:<'" " '.,.' '. ~~.'. .... . ~ '. '." , ' .. ;..,' .'"' "'; ", ::'". 
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will facilitate a connection b¢tween volunteers and young people on. how 
to get involved as a volunteer with a juvenile court or other youth-serv
ing agency, and a detailed description of the range of jobs volunteers can 
nil when working with youth: The roles and responsibilities of the juve
niJecourt or agency are described, along with a concise overview of such 
v91unteer management principles as recruiting (including ,lower income 
and "speciality" volunteers), screening" selection, orientation, and, 
training. ServIng Youth as VOlunteersconC;lupes that tremendous volun
teer resources are available~the problem is to find a significant way to 
connect these volunteers with youllg people. 

Available through: Publications Department, National Information 
Center on Volunteerism, Box 4179, Boulder; Colorado 80302 ($2.00) 

Scheier, .IvanH. and Cooper, R0gert. Basic Feedback System. NICOV, Boulder, 
Colorado, July 1975, 27 pages. 

Abstract: The publication provides the volunteer program director' with an 
evaluative feedback mechanism to assess the quality of vohinteerpro
grams from the perspective of programmatiC operational effectiveness . 

. The BFS system has been developed as a low-cost self (internally) ad
ministered feedback mechanism, to meet the need for low-cost evalua
tionexPressed by the field of volunteerism. 

The pu,blication includes a rationale and explanation of the system, 
scorec.ards for administering the r;ystem (volunteer ad~inistrator, volun
teer,client, top administration and line staft), as well as national norms 
and standards for interpreting the BFS results. 

While not a strict evaluation in the sense of full filling research tests for 
reliability and validity, the BFSdoesprovide an efficient tool for a low
cost, small-time investment for assessing the quality of a volunteer pro
gram. The BFS system is a successful first attempt at a prescriptive pack
age on self..;evaluation for volunteer programs. 

One of the main .assets of the BFS methodology is its three-fold appli
cability: (1) as an internal self-evaluative tool, (2) as a tool for discussion 
to be used by the volunteer administrator to locate weak links in the pro
gram, and (3) as a. methodology for an outside evaluator to use in con
junction with other evaluative instrument~. The BFS is a tool to be used 
to meet local needs as well as a benchmark to assess the local program on 
a national scale .. 

Available through: Publications Department, National Information 
Center on V olunteerism, IJOX 4179, Boulder, Colorado 80302. ($2.00) 

Schei«!r, Ivan H., Fautsko, Timpthy F; and Callaghan, Dian. Frontier 12: Matching 
. 'Vo/upteers to Clients, 1973, NICOV , Boulder, Colorado 80302,. 78 pages. 

Abstract: . Th~ report is the result ofa 15-monthresearch project 0nvolving 162 
,. pairs of volunteers and clients studied over eight-months. Funded by the 

State. of ColoradQ's Division of Criminal Justice, the project was de
signed and conducted .to'strengthen~Ild regularize volunteer program 
directors' intuitive procedures for matching volunteers and clients inthe 
criminal justice system. Its py,rpose was not to replace the intuitive tech~ 
niques of matching, but rather, as st~ted in the report, "to supplement 
them." . . 

The rePort specificallysta~esthe project's goals and rationale and pre
sentsa concise'review of. existipg te~eilrch .on· the. subj~ct of matching. 
Much attention is devoted to thestrategies,ntethodologies, ~nd data 
an~.lYsi~ finding~ of the. re~earch. The mostsjgnificant part of the project 
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deals with the recommended "how-to-do-it" aids to matching and the 
accompanying suggestions forfutureplanning. 

According to, the criteria for success, defined in the report, the strong
est statistical indicators for success are: (1') volunteers' preference for 
bright colors,and (2) volunteer and client of the same sex. Moderately 
strong'indicators are: (1) the volunteers' and clients' absolute difference 

: in tested levels of sensitivity and (2)' the volunteer who was handicapped. 
Each Of the indicators, as stated in the report, is designed only to serve as 
a supplement to the volunteer director's own intuitive process. 

Any director of volunteer programs can easjly use the report as a 
guideline to augment their own existing procedures for matchina. 
Various success indices presented in the report can be utilized to deter
mine the best individualized method for matching volunteers to clients. 

Available through:' Publications Department, National Inform~tion 
Center on Volunteerism, Box 4179, Boulder~Colorado 80302.($4.00) 

Scheier, Ivan H., Schwartz, Ira M. et. al. Frontier 11: Orienting Staff to Volunteers: 
NICOV, Boulder, Colorado, November 1972. 

Abstract: The publication presents strategy formulations for the volunteer' ad-
ministrator on dealing effectively with the number one problem facins 
volunteer and citizen participation programs: staff resistance to the in~ 
volvement of volunteers. ' " , 

Orienting Staff to Volunteers is presented ina guidebook format illus
trating tested examples of how to orient and train staff, such asline staff 
and middle manageinenrhow to understand the value of therolesvolun

, teers can play in social services, and how to utilize vol,unteers in those 
roles., 

, The report's major conclusions are: (1) there is a need to develop a 
team approach in the delivery of services, (2)' staff must be educated . 
actively in the use and value of voluriteers, (3) orienting the staffniust be 
on-going and'more than lip service, (4)·all staff cannot bl¥ expected to be 
equally receptive ~o volunteer'involvement, and (5) oriei~tatiQn must be 
designed to reflect all parties'<needs: volunteers, staff, c(\ordinator, and 
clients. 

As well as providing a solid frameworlc to the concept of orienting 
staff, the paper pr'esents illustrative exam pies as tohow I:he topic can be 
approached and additi(mal resources which can be tapped. 

Thjs;gtiidehook can be utilized as an on:"going resourc:e referral man- , 
miVto 'approach tht:( problems' of staff resistance; st~ff Eipathy; and 
staff's,lack of sensitivity to the use of volunteers in courti, and correction-
al settings~, . " ' , 

Av~ilable through: PubJications Departmellt, l'latioIllal lnformiltion 
Cente(onVolunteerism, Box 4179; Boulder, Col()ra40~0302, (54.00) , 

. " , .' ~ ,~t:~,' ~'. " " . '.. 

Shelley, ErnestL.:V.Frontiero8 ana 8A.~Volun(ee's in the Correctional Spec~ 
{rum-An Overview of Evaluat;'pn, Research a,,4 Suneys. NICOV~BOl11~r" . , }, 
Colorado, November1972. ' , , ,,' 

ti 

Abstract: ~ F,iJ:nUers8 iand 8Aare overviews: of evaluation; re~ea~chaild surveys. ..; 
. .: {:'" 1" " ',' .': -:,' -, .:: ,". ."j; ':,:' -' . ".- " 

. They serve; as a·' compendium ·of studies and projects which .. assess the", 
state of the, art of research on the effectiveness 'of voluhteersil) court~~; 
'arid cortecti;~n~.: They also pro~ct future needs, for res~~chjlnd evalu~· 

. ativeresearclrhl theJield Cif vohlliteerism.~' '., '"',,, ,,0 

, The'reports present,'abstracts of approximately 50 studies:-",hich were ' 
, coIhpletelrby'~all1972~afid'a critique of the surveys and studiesirt term' 

, ' '',\.' . .~ '; ,:1>" . 
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of the research quality and methodology, results, and application in the 
field. 

Essentially, there exists very ,little hard research, on the subjec~ of 
volunteer effectiveness. What does exist are overview, deSCriptive narra
tives~ and surveys,. and not experimental research or controlled scientific 
studies. 

The reports conclude that -there is a limited body of evaluative re
search, and a strong need for goOd research in the field Of volunteerism. 

Three basic applications make this resource'report valuable: (1) as a 
state of the art, reporting on researc;h that does exist (prior'to 1972), (2) 
as a guide to areas which need to be researched, and (3) as a good solid 
typology and methodology for evaluating present research, planning, 
and future research. 

Available through:Publictions Department,National Information" 
Center on Volunteerism, Box 4179, Boulder, Colorado 80302. ($4.00) 

Wilson, Marlene. The Effective Management of Volunteer Programs. 1975: Volun
teer Management Associates (Boulder, Colorado); available from: Volunteer 
Management Associates, 279 South Cedar Brook Road, Boulder, Colorado 
80302. 

. " . 
Abstract: This book applies management principles to the administration of 

volunteer programs. Pertinent to the daily concerns of practitiol!ers in 
the fielci, it presents a philosophy about people and how to treat them. It 
encourages growth' and self. renewal in individuals and organizations, 
while combining efficient management perspectives with this process. 

The author suggests that human service agencies are being held in
creasingly accountable for gifts of time, effort, and money, so that good 
volunteer management is crucial to every level of the organization. Ms. 
Wilson shares her knowledge of management theory and pl'actke, and 
uses illustrations from her own experiences to highlight this guide to 
volunteer management. 

The role of the manager, motivation, planning and evaluation, inter
viewing, and training are all detailed. This book is both a resource and 
training tool."' 

Available through: Volunteer Management Associates, 279 South 
Cedar Br.ook Road, Boulder, Colorado 80302. ($4.95 plus $.55 postage 
and handling) 

Yance~, Theresa; McFeeley, Sandra; Lake, Phyllis; Scheier, Ivan. Frontier 2: Re
cruiting Minority Group and Low Income People as Court Volunteers. 
NICOV, Boulder, Colorado, January 1971,11 pages. 

Abstract: The purpose of this publicatioij is, to report the thoughts of capable 
professionals as they address the then current court volunteer problem 
of recruiting mirioritygroup, and low-income people as court volunteers. 
The transcripts presented in this work contain mociels which might be 
a.dapted t(tother particular situations. 

This publication contains a selection of topical readings. "Volunteer
ism For All ... Or Only for So~e," gives suggestions on how to recruit 
and keep low-income volunteers; "Volunteers and Minority Groups" 
describes the problems involved" in recruiting minority volunteers, work
ingproblelJls, and working relationships as related to minority -volun
teers; ",',About Recruiting Black Volunteers" illustrates, techniques for 
rectuithig', black volullteersand provides possible explanations 'of why 

,blacks volunteer. "On Recruiting ,Low-Income V~:Hunteers" suggests 
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getting to know the community and developing a job description that 
takes into account the special situation of low-income people as means 
to recruit the low-income volunteer. Finally, "In Oroups and Out 
Groups" reasserts the purpose of volunteer training to reduce the social 
distance between the volunteer and client. 

These papers draw the following conclusions: that low-income and 
miI}ority people do volunteer, often in non-institutional, non-traditional 
volunteer roles; that low-income and minority volunteers should be pro
vided subsistence assistance to cover expenses; and that special matching 
and training should be conducted for staff and low-income or minority 
volunteers working together. 

These papers offer many successful models for recruitinglow-income, 
and minority volunteers, as weli as a theoretical understan4ing of how 
the low-income or minority volunteer's situation differslfrom that of the 
non-minority volunteer. . ' 

Available through: Publications Department, National Information 
Center on Volunteerism. Box 4179, Boulder, Colorado 80302. 
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PRESCRIPTIVE PACKAGE: VOLUNTEERS IN JUVENILE JUSTICE. 

To help LEAA better evaluate the usefulness ofPrescriptivePac:kages, the 
reader is requested to answer and return the following questions. 

1. What is your general reaction to this Prescriptive Package? 
[ ] Excellent [ ] Above Average [] Average [ ] Poor _ [ ] Useless 

2. Does this package represent best available knowledge and'-experience? 

~
"] No better single documentavailable' 
] Excellent, but some changes required (please cOl1lllent) 
] Satisfactory, but changes required (please comment) 

[ ] Does not represent best knowledge or experience (please COBmlent) 

3. To what extent do you see the package as being useful in terms of: 
(check one box on each line) 

Modifying existing projects 
Training personnel 
Adminstering on-going projects 
Providing new or important information 
OevelQping or implementing new projects 

Highly Of Some Not 
Useful Use Useful 

[ ] [ ] [ ] 
[ ] [ ] [ ] 
[ ] [ ] [.] 
[ ] [ ] [ ] 
[ ] [ ] [ ] 

4. To what specific use, if any, have you put or do you plan to put this 
particularpackage?-

~ 
] Modifying existing projects 
] Administering on-going projects 
] Others: 

[ ] Training personnel 
[ ] Developing or implementing 

new projects 

5. In what ways, if any, 'could the package be improved: (pl.easespecify). 
e.g. structure/organization; content/coverage; objectivity; "!tHing 
style; other} --

6. Do you feel that further training or technical assistance is needed 
and ~esired on this topic? ~f so,please specify needs. .' 

7. In what other specific areas of the criminal justice system do you 
think a Prescriptive Package is most needed? {\ 

8. How did this package come to four attention?' (cbeck''one or more) 
:~ '~ ,LEAA mailing of package ] Your organization's library 

'-" , '"contact.wit, h LEAA :staf,f . ] National Criminal Justice 'Reference 
-., LEAA,Newsl etter .Service 

-' Other (please specify) ,\ 

\,', 

-, 



9. Check ONE item below which best describes YOllr affiliation with laW' 
enforcement or criminal justice, , If the item checked has an asterisk 

~.~';" ,Plea,', ,se, , also check the related lev, el j ,", :.e. ',' ,,' 

10. 

',Federal [ J State [County [ ] Local 
Headquarters, lEAA [ ] Police * . 

t
'~ LEAARegional Office' I l CQUrt* 
, St, ate Ph, n,hi ng, A~ehcy. ,correcti, 0,' na 1 Agency * 

'"Regional SPA Offlce ',LegislatlVe Body * 
" College/University Other Government Agency * 

r, 1 COIIIIIe, rciallI, ndustrial Firm [ ], Professional AS,socia,tion * 
[ ] Citizen Group [ ]Cr;ine Prevention Group * 

Your Name Your Posi~tTio~n~----~--~----------------------------~-
Organization or Agency 
Address ----------------------------~-----

:_---------..,..------:,:'.,.., -----------------,---------
1.~/ 
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. Telephone Number Area code: Number: ., 1 
, (fold here first)' I 

~ ~----------~~--------~------~----------------~ 

U.S.D£PAIilTMENY OF .JUSTICE 
, , LAW IINI'",,"MENT ASSISTANCE ADMINIII'ntATION 

/; . WASHI,.TON. D.C. _Dill 

OFFICIAL BUSINESS 
PENALTY ,.OR PRIYATE USE, UOO 

Director 

POSTAGE AHDFEES PAI,D 
U.S. DEPARTMENT ,OF JUSTICE 

JUS-UI5 

THIRD CLASS 

Office of Techno10g~ Transfer 
National Institute of Law Enforcement 

and Criminal Justice 
U.S. Department of Justice 
Washi ngton, D. C. 20531 
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1 
1 
1 

1 
o " ;;. 1 
-~------~----~----~-~----~-~----~------------~ 

'. ,." ,. '. ' .' ( fo 1 d ) 1 

o 

l1.'Ifyou are not cI,Jrrent1y registered with ,NCJRS and would like to be 
placed on their;m~i1in.g list,.check her.!=!. r] " 
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