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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 crime. The Act calls upon organizations
as well as individuals t¢ involve themselves as volunteers. This Prescriptive Package,
““Volunteers in Juvenile Justice,’’ can guide criminal justice professionals in the use
of novel and promising volunteer programs. oo

Gerald M. Caplan o N
Director \
National Institute of Law Enforcement

v and Criminal Justice - ﬂf




GOT A MOMENT?

'We’d like to know what you think of this Prescriptive-Package.
" The last page of this publication is a 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 ennch the
quality of services provided and increasé’'program effectiveness.

Hopefully, administrators will utilize this document as a guide and “blueprmt ,
for action.” The material and ideas contained in this manual highlight the steps that -
should be taken to reach and maxrmxze the use ofthe vast untapped pool of volun-

. teers,

‘The basrc content in the document is derived from, several sources, First, the ex-

‘pertise and experience of the project staff and consultants provided the core content.

Second, on-site visits to selected agencies and programs and the contributions of the
staff and volunteers ~working in them contributed much and added perspective.
Finally, the members of the Advisory Commlttee provided much needed overall
guidance and direction. ! ’
There were many organizations and 1nd1v1duals who participated in and con-
tributed to the development of 'this volume However, the National Information
Center on Volunteensm, its Dlrector, Ivan H. Scheier, Ph.D.; and staff were es-
pecially helpful and cooperative,’ “In addition, Timothy Fautsko, Elizabeth Yost,
William Hanson, Eleanor McGehee, Judy Burch, Dan Smith, Judy Wrtebsky and
Richard Jasculca reviewed and critiqued the inanuscript. For this assistance we are
indebted as it contrrbuted srgmfrcantly to this work. Also, I wish to thank Professor
Sterne for his assistance in the preparation of Chapter 11 on Program Asséssment.
‘Finally, to the secretarial staff of the John Howard Assocratron, Mane

DiSomma, Patricia Shrude, Norma Brodlo and Shirley Cassulo, £0€es an enormous -

measure of grantude Their dedrcanon, ‘hard work and support have made this Pre-

scriptive Package a document we hope will open excmng new v1stas for the use of a

volunteerism in the freld of Juvemle Justlce

IraM. Schwartz '
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CHAPTERL VOLUNTEER AND CITIZEN
INVOLVEMENT A NATIONAL 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; pubhc to determine exactly
what kinds of work volunteers were doing. During

‘the week of April 7-13, 1974, they examined nine

work designations: polmcal civic and commumty‘ v

action; social and welfare; recreation; cmzenshrp,
justice; education; health; and rehglon :

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

It is plam that ]ustxce-orlented 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: pubhc about the many juvenile and
criminal justice 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”’ surroundmg the use. of
volunteers in crrmmal Justlce

B The 'convenIIOnal wkisdom‘

s It has Iong been the feehng of orgamzanon and
o program admrmstrators that volunteers are very use- -

, '.‘fuI people to have around. Volunteers, after all, do
- the menial chores shunned by staff members, réquire

little or no attention and best of all, don’t get paid.

- The conventional wisdom labels volunteers as

extras

terms of time commitments. Many administrators,

are afraid to place 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 have to devote a lot of time and
attention to it. Therefore, I will place the volunteer
program outside the scope of the internal agency

. structure, appoini‘a junior staffer to oversee it, and if
‘ "results are produced, that’s great.”’

In elther,case 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 traditional
juvenile justice processing at -a time when new
approaches are desperater needed.

The 1974 ACTION census illustrates the effects of

this conventional wisdom on volunteers in juvenile '

justice. When volunteers ° were “asked why -they
volunteered, 60% of them stated “they wanted to

~ help other people.”” The question must then be
-, .asked, ‘Do volunteers believe they are helping orher_ g
people by donating their time, money and energy to

o ’ incapable of being trusted wrth rmportant‘
_or confidential assignments and irresponsible in

"

juvenile ‘and criminal - justice- programs"” Un-. 7o

fortunately, the statistics seem to indicate that far too

. many volunteers now believe: their contributions to
. the juvemle and criminal justice system ‘would be re-”_

Iatlvely meaningless. i
A 1969 survey for the Joint Comrmssron on Cor-

: rectlonal Manpower and Trammg made the follow-«'

mg ‘observations:'

“At least in the initial- phases, orrectnons appears ‘
‘to be the passive partner in its- reIatlon with the:

volunteers

e Volunteers have llttle prlor knowIedge of cor- - o




Percent of Volunteers
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1 Total percentage adds up to more than 100% since any one person may have eontvibuted turne to several orgamzations

FIGURE 1. PERCENTAGE OF VOLUNTEERS BY TYPE OF ORGANI

rectional practrces‘ .
¢ The - volunteers
‘about the agency, mainly from other sources
than the agency itself.
" ® The volunteer usually initiates. the contact
* with the 2 agency. v ~
\-~ @ .Thescreening procedure does not appear to be
very selectlve

&

unl\kely that volunteer programs will mcrease ‘in

,A ‘\

Y

receive - their information

TlON‘ :

number, in size, or in quahty 2 It is apparent that a
majority of existing volunteer programs are not being

-effectively organized and lmplemented It is equally .

evident that the achievement of clearly defined, pro-
ductive goals .is not being properly - emphasrzed

Many of the volunteer programs: which have been o
o establlshed in the Juvemle justice freld tend to operate.

‘as ‘a separate sub-system ‘within- an agency Their.

. A&\ Iong as correctlons,exhrblts tlus passmty, it'is

success is measured more by the number of
volunteers mvolved and total time donated than by L

: real accomphshment
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C. ThoNeed

~ . Criminal justice and correctional agencies are con-
- fronted by increasing crime rates, swelling caseloads,
insufficient resources and charges that service pro-
grams are ineffective. Past assumptions and methods
are being challenged by research findings and new
- concepts. Correctional administrators are feeling the
pinch of the current recession on the one hand and

public demand for more results and accountabrhty

“orni;the other.

Many administrators see addmonal paid ~man-
power as the pnmary solution to these problems.
Wise administrators understand that there may never
be sufficient tax or contributor dollars to support
substantial budget  increases for neéded 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 of existing staff and to provide large-scale addi-

tions of manpower for 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 mcreased commumty under-
standing and support.

What should volunteers be expected to do? With.

proper recruitment, screening, orientation, training
(mltlal and in-service) and- matchmg, volunteers can:
® increase an agency’s capabrhty to provide
more effective direct servrces to Juvemles on
probation;
® be utilized in programs whlch divert youthful
offenders from the Juvemle justice system and
assist them in becommg contrrbutmg and TeE-
~sponsible members of thelr commumtres, k
¢ be involved in innovative programs aimed: at

reducmg the commitment rate for Juvemles to“

detention centers; Jarls, etc.:

* improve" the quallty of Juvemle court SOClal',

*studies;.

' f“" help reduce the average length of stay for Ju- 1

: vemles in'detention centers;’

.'° increase. the effectlveness of Juvemle court m-”‘

take,

- ® assist agencres and the ]uvemle ]ustrce system i
“in’ taking better, more effectlve advantage of

commumty resources, and R

: “®be deployed in mnovatlve programs desrgned
to provide services to juveniles i in the area of

law enforcement, that point at which the = .

youthful offender usually has hls/her first o

contact w1th the juvenile justice system.

These, of course, are just a handful of possnbllmes :
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-

tlons some. still to be developed.

E. The Mandate

Citizen participation, particularly in juvenile jllS- ’

tice, has long been a federal priority. Smce its crea-

tion in 1967, the Law Enforcement Assrstance Ad-

ministration, for example, has provided federal

~ monies to hundreds of juvenile and adult criminal”

justice volunteer programs.* :
The National Advisory Commission on Criminal -

. Justice 'Standards and Goals noted that the consensus

of the Commission and the Task Force on Commum-
.ty Crime Prevention was ‘‘that if this country is to re-
-duce crime, there must be a willingness on the part of

‘every citizen to grve of himself, his tlme, hlS energy, :

and his 1mag1natlon 4
The Juvenile Justice and Delinquency Preventron
Act of 1974 (JJDPA)* provides. an especially signifi-

cant opportunity for citizen involvement in delin-
quency prevention and treatment. This Act was de-
‘signed to alleviate two major problems confronting
“the juvenile justice system: (1) ‘inadequate resources’

for the prévention and treatment of juvenile delm-

quency; and (2) inadequate ¢ coordination among the

¥

various public and prrvate ageucres dedrcated to serv- “

.ing youth.

Specifically, thrd“gh “sspecial emphasrs” preven-f o

tion and treatment grants and contracts, - the ‘Act

 makes, monies available to accomphsh the following: = :
l Develop and- 1mplement new approaches, tech- g

niques and methods wrth respect io Juvemle de- S

linquency programs;

2. Develop and maintain commumty-based alter-‘ W

* natives to the tradmonal forms of mstrtutlonalr-r (R

zation;”

3 Develop and 1mplement effeetrve means of di- .
- verting )uvemles from the tradmonal juvemle .

“justice and correctlonal’system, S

“4, Improve the capabrhty of public. and Prlvate. i
*...agencies and organizations to provide services

- for delmquents and y uth in danger Of b°¢0m.; gy

"mg delmquents,




"“Juvenile Justice; and

6 Develop and. lmplement model programs and’
' ‘»f;methods to keep students in elementary and sec- -

. ,,ondary schools ‘and. to prevent, unwanted and

’ ‘;arbttrary suspensrons and expulsrons. L
To achieve these goals, the followmg types of pro-
grams are emphasized: shelter care; halfway houses;
youth service bureaus;
-group homes, commumty—based dragnostrc, treat-
. ment and rehabthtatwe services; youth initiated pro-

- grams, and programs desrgned to decrease and dts-;
courage the .use of detention and- mstrtutronahza-,

- tion.” All are programs in whrch volunteers can. be. of
' srgmflcant assrstance both in developmg the plan and
dehvermg the services. ,

Clearly, the intent of the Juvemle Justrce and De-:
lmquency Preventton Act rs to encourage mnovatrve

juvenile justice programs, to provrde incentives to
staté and local units of government to asséss and re-

spond to thetr unique community needs, and to strm-’,

»ulate prtvate ‘non-profit organizations and volun-
- teers, to join the effort to provide effective juvenile

‘delmquency prevention and treztment’ programs for

youth in their area. These organizations were. instru-

mental in: providing - support for the passage of =

‘.TJJDPA ‘thus ‘indicating their wrllmgness to become

involved ‘in improving the juvenile justice system.
- What is now needed are ways to extend to juvenile
, justice clients and potential clients the services of or--

- ganizations such as the Boy Scouts, Boys Clubs of
v America, Girl ‘Scouts, Girls Clubs of America,
- YMCA, YWCA, etc. Citizen volunteers can lead the
way by providing the leadership; guidance, and direc-

' tion necessary to”identify services avatlable locally'

~and to 1mprove exrstmg programs..

: ‘ F The Challenge

How to mobrhze an d effectrvely utilize volunteers
is -a major challenge confrontmg juvenile justice and

~:fly tated objectrves complementary to those -of the

' _onsormg agency. However to be: effecttve, avolun- '
‘ teer program ‘must be desrgned to help the agency ,

: gachtevg its. overall mission,

Volunteers can help change and upgrade servrces i

5 Facllttate the adoptton of the recommendatlons
,of the Advrsory Comrmttee on Standards for .

panded use. of probatton, :

corrections agencies today. The overwhelmmg ma-
. jority of juvemle justice volunteer ‘programs have"
been concelved developed ‘and operated in a

i vacuum, usually wrthout Teal gutdance They are sel-

' ».?,dom considered an mtegral part. of ah agency’s serv- .-
ice dehvery system Few, if any, have goals and clear-

: only by becommg personally mvolved in the Juvemle
» Justtce system, Such tnvolvement grves a drrect and
~* more accurate vlew of the “realrty” .of the juvenile

justice system—both rts -SUCCESSes. and rts failures.
The volunteer learns not only about the Justrce client -
and hrs/ her. problems—whether lack of money, 2 de-.
structrve famtly srtuanon, madequate educatron, SO- -
cral or, economrc explortatton, ahenatton etc —but

~also about the drverse programs desrgned to allevrate .

’ tlons, and other programs—both thetr strengths and
‘ weaknesses '

Through the enltghtenment of. mdrvrdual volun- -
teers, the commumty becomes more aware of its
problems and its social responsrbtltty ‘In turn, the j ju-

- venile jllSlLlCC system. becomes more open and respon-
sive to the concerns of an mformed and. actrve citi-
- zenry. The volunteer S. learnmg experiences can prove

to be the foundatlon of responsrble community ef-
forts to- support: meamngful and adequately de~
veloped action programs.

Volunteers can .and should effect modtfy and im-

‘prove the deltvery of drrect services to juvenile justice
clients. Volunteers can and should be. dlrectly in- -

volved on behalf of the agency in resource develop-
ment and commumcatmg wrth members, of the com-
mumty Examplesg 1o m "around the nation crted in
this volume clearly 1llustrate the potent1a1 of volun-
teer programs to assist in efficiently and effectlvely
achieving stated agency objectives and goals. :

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 Package

This document details current innovative uses of
volunteers in the juvenile justice system. In the proc- -

_ess-of developing it, nearly 100 programs throughout

the United States were surveyed Fifteen of these pro-

“grams were selected for detatled analysrs and on—srte‘ s

inspection. y
The authors hope that thts prescrtptlve package‘ g

gwrll stimulate the creation of new programs, and
- serve as a guide to their development.

Specrfrcally, the objecttves of this handbook are
to: -
e present model gurdelmes procedures andv ‘

- methods which can be used to develop and i im-

plement effective volunteer programs m the Ju- SRR

- vemle Justtce freld




‘® highlight and describe those juvenile justice
~programs throughout the country currently
making the most creative uses of volunteers;

e offer a survey and analysis of what appear to

be the best programi operatmg methods and

procedures, a review of current llteratureh
~‘availablé on the uses of volunteers in the juve:

nile justice system, and a llst of related blbllO-
i graphical material;
L kil
'venile 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 mvolved in thls proc-
. ess; :
® outline effectrve management and organiza-
tional “structures for volunteer programs and
. 'hlghlrght the ways to- successfully mtegrate
these programs into an agency ’s on-gomg serv-
ice delivery system;
. present detailed material regardmg procedures
-and metl.ods for volunteer  recruitment,
screening, onentatlon, and training;
® suggest ways of training paid agency staff to
supervise and work effectively with volunteers.
Discuss setting= objectives, goals, and tech-
niques for clarifying to volunteers and staff
“the nature of their respectlve roles and respon-
srbllmes, -

'propose a set of standards and goals for the ju-

N
- ' American Volunteer - 1974,_A Statisti

. recommend ways-to: match volunteers with'j Ju- :
* venile offenders for the most productrve and‘ :
beneficial results;
~ ® discuss methods and procedures for assessmg‘
1nd1v1dual volunteer performance and the ac- -
comphshments of ‘the entxre volunteer pr0u :
gram; and
® outline the wealth of other resources avallable
~ that provide assistance in improving the meth-
ods of developmg and 1mplementmg volunteer
programs in the field of juvenile justive. .
There is a dearth of solid research findings regard-
ing vglunteer program effectiveness; however, web'ea
lieve“this manual represents the best of the current
thinking and concepts in the field. We hope it pre-
sents enicugh evidencé of the merit of 'volunteer pro-.
grams, and offers enough useful and helpful material

- to stimulate the -establishment of effectlve Juvemle

justlce volunteer programs natronwrde.
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Untrl recently, standards and goals for Juvemle

: decade, standard setting agencies, workmg cooper-
~atively, have. produced standards and goals materxals
' - applicable to the entire field of juvenile justice.

: Agenctes tradtttonally involved in these efforts, such i

as the National Council ‘on Crime and Delinquency,
the U.S. Department of Health, Education and Wel-
fare, the John Howard Association, the American

. Correctional -Association, and the American Bar

o "Association, have been Jomed more recently by

. federally-sponsored and financed cooperative efforts

- to develop standards. The most noteworthy to date

- are: The President’s Commtssron on Law Enforce-

- 'ment and the Administration of Justice and The Na-

“tional Advrsory Commission ‘on Crlmmal Justice
Standards and Goals.

Pubhcattons of these natlonal efforts contain hun-

" dreds of recommendations for juvenilé justice stand-

-ards and goals (refer to Selected Btbllography section

5 .on Juvenile Justice Standards). These standards and:

. goals, coupled with the operating experience of pro-
“‘grams.in many states, provide a basis for qualitative

* indicators of effectiveness—toward which states and

o localttres should moveand attempt to reach. N
The National Advisory Commtssron, in its :com-

e ter Planning, stated that: =
.. '“Detention and incarceration have known de-
" leterious - effects,
" should be diverted from the juvenile justice sys-

mus be retained in the system, all possrble al-

omic. reasons alone, full exploxtanon of com-~
y'resources isw 'anted MhI ~

-.V»Justlce were relatlvely unidentified; bemg few. in _’
" number and often . speclfned umlaterally by a single.’
nattonal agency. However, partlcularly in the last.

L ,?‘:“mentary ‘on Standard 8.3 on Juvemle Detentton Cen- '

-and ' therefore -youngsters -
tem in. every possrble instance. For ‘those who

rnatlves to detentton should be used For eco-

is. statement*expresses'm brref the Commrssron s

:She_ noted that approxtmately l 000 000 ju-" closely local and state systems measure up to recog-f g ‘

'CHAPTERIl. STANDARDS AND GOALS

e

‘ vomles are detamed annually in jalls and detentron
centers Howard James, in an outstanding documen-‘-
= tary film entitled, “Chtldren in Trouble: Alternatives
to a National Scandal,” further documents that of
~the 8,000 people admttted to local jails and lockups
~daily throughout the country, 7,000 are youths under
‘the age of 18. In 46 of the nation’s 50 states,: the
majorlty of ]uvemle offenders (mcludmg status of-.
fenders)- deemed by the courts to require residential
_care are mcarcerated in state institutions rather than
‘placed in famrly group homes, foster homes, halfway
houses, community. centered programs or other al-‘
‘ternatives to secure detention. ‘
This overuse of detention has prompted standard
setting organizations to develop goals to strictly limit
the number of youngsters entering the system. Forin-
stance, Standard 8.2 on Juvenile Intake Services by
the National Advrsory Commission on Crrmmal Jus-
tice Standards and Goals states:
“Each ‘juvenile court ]l.ll'lSdlCthl’l 1mmed1ately,
should take action, including the pursuit of en-
abling legislation ‘where necessary, to establish
- within the court organized intake services
~ operating as a part of or in conjunction with the
~detention center. Intake services should be
_geared to the provnston 'of screening and referral
intended to divert as many youngsters as possi-
ble from the juvenile justice system and to re-
" duce the detentton of youngsters to an absolute
minimum,”’}-. ,
With such concernsin mrnd the J ohn Howard Asso-
ciation has developed aset of standards or guldelmes”
for processmg ]uvemle Justlce cases. The: standards,~ '
as reflected in Table 1, can be apphed to an mdrvrd— -
ual community, a jud1c1al circuit or a state.

These standards are useful general gurdelmes for .

exammmg practrces in handlmg juvenile. delmquency

cases. They can serve as one dimension of a look-at
" the system; how its various parts (law. enforcement,' PRt
- detention, Juvemle ‘court - mtake, court’ hearmgs), e

functlon and the way they affect each other They -
“can be used to evaluate )uvemle Justtce systems, pro-,
- gram priorities and services, and to determine how




" nized standards

"The Standards and Goals for :luvemle Justice Case

_Processing are drawn from national experrence and
~ presented as-realistic examples of numerrcal indica--
‘tors that may be used in measuring performance.'
Also -included are general suggestions for services
needed to attain these goals, along with associated
. opportunities for volunteer involvement. A/l services
discussed here can actively involve volunteers: These -
- ‘Standards and Goals provrde the foundation for the

“also represent significant opportunities for the in- -
- volvement of volunteers. In instances where volun-

. has just begun.

suggestlons that follow in. thrs manual It rs ‘im- Sy
portant to note that, while these vanous standards
goals and recommendations can serve as guldehnes
andasa framework for evaluating local efforts, they-

teers have been involved, they have been instrumen-i

»tal in helpmg to'achieve these standards-—desprte the!’

fact that the use of volunteers ina meamngful way e

e e “Table 1.—JUVENILE JUSTICE CASE PROCESSlNG'

STANDARDS AND GOALS -

1. JuvenileLaw Enforcement

‘Nationally, about 50% of the juveniles ar- '
- . xested by police for actual delinquent acts -

are diverted from'the juvenile ]usttce sys-
tem by law enforcément personnel. While
there is no evidence to suggest the ideal

‘*diversion ratio,’’ it is-evident that. many .
‘more youth can and should be diverted at

the ‘point. of law enforcement interven-

) thl’l

2. Juvenile Detentton

- 'The *‘old” standard established by the N

National Co_unctl ‘on Crime and De-

linquency specified that not over 10% of .
youth arrested for delinquent acts should .
- be detained. Now, with the advent of

home ' detention -and shelter care for de-
lmquent youth, (even some “hardcore"
youth) the John Howard Association be-

- lieves the maximum number of juveniles ..
placed in secure custody pending court
: drsposmon should not exceed 5% of those

‘arrested for dehnquent acts, -

s

: All youth held in detennon over 24 hours :
~'should have a detentton hearmg

‘Status case youth should not bé detamed s "“

‘ S N Juvemle Court lntake

_,.' The i
iby adults Refer 10 Appendut sr.-cuon enmled "Smus Ofl‘ense Cases‘

o 'Tradmonally, in the: U.S.; of the 50% of L
- youth arrested for dehnquent acts who are ...

referred by law enforcement agencies: 1o

' 'uvemle court mtake staff about half S

Ny ! Bued on sundnrds set by other agencres and observanon expenence by John Hownrd Assocnuon

dards in thls chart s the

: PROGRAM ALTERNATIVES‘

NEEDED

.Specral programs to hold youth in school;

rewarding . recreation- programs;. youth
service bureaus, spectahzed police. train-

ing and the appomtment of specral juve- -

nile police officers; cnsrs centers, crisis
counselmg, etc.

Limiting detention usage to those requir-

-ing secure custody pending court dispo-

sition. Better screening out prior to ad-

- mission by pohce and court intake staff.

“ Development of 24-hour detention intake

- screening and-detention alternatives such
.--as home detention, family group homes,
.and shelter care in non-secure- settings.
Crisis counseling rather than crisis deten- .
tion. Home detentlon and shelter care

could eachi serve up 'to. 5% of youth ar-
rested for delinquency and normally felt

to requrre detentton :

Detentron momtormg, legal servrces, Jarl

momtormg, ombudsmen

Specral trammg for mtake staff in crrsrs o
casework _better’ dlagnosttc abthty, more. -
" -extensive use of commumty resources;

velopment of resources. ombudsmen

evaluatlon

-Client-centered: :
~ In-school programs that are an alternative
‘to suspension, i.e., tutoring; special learn-~
,mg drsabthty help; alternative educattongi RN
~.programs; information and: referral cen-

. volunteer “shelter homes job: develop—,.
ment, and vrcttms programs of all types

) Agency-centered

 Volunteer shelter ‘beds; 24-hour mtakel '
~home detention programs; individual and .~ * -
. Teation;

s screemng and medical. services; para-legal
: servtces, and ombudsmen i

L Co‘ mumty-centered

d:'_ : S

VOLUNTEER JjoB OPPORTUNITIES‘ o
(Developmg and Provrdmg) L

Commumty-centered
Task " forces; program momtormg and

Agency-centered: : k
Policy boards; advrsory boards, resource R
development, and data collectton

ters; . crisis ' services, mcludtng informa-~
tion, referral counseling, hot-hne. etey

Commumty-centered :

Task. forces; program monltonng and"-
evaluation;, and )all court and detentlon*
momtormg

Advisory - board and resource develop- o

_ment.

Chent-centered

screemng. youth SCI’VICC assrstance in :

group cnsrs and on-going counselmg, rec- : 4
education servrces, medtcalr B




STANDARDS AND’GOALS :

: (25% of the total arrested) are settled by
“court: mtake staff or are referred else-
: where. T TR S

- ‘While there is no evidence to provide an
- absolute criterion for how many can (or
- _should). bé settled by intake or diverted
- elsewhere, such handling or. diversion
T should be the goal whenever possrblc

4 JuvenrleCourt Hearmgs e

Of ‘the delmquency cases; accepted by in-

e 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. '

5 'Case Drsposmons

a, Probatton supervision or other non-in-
‘stitutional care. No. numerical standard B

- .exrsts for the proportion who should re-
" ceive court-ordered probation, but few

youth - going to court need mstttuttonal
' placement

“b. Residenitial Treatment
- Experience-over the years has shown that
“approximately 2.5% of the youth arrested
for delmquent acts are. commrtted to pub-
. lrc or private trammg schools. Almost ex-
‘ clusrvely, these have been centrahzed state

néed be commltted to state mstrtutronal
,factlmes T :

Tl ma]ortty' can be provrded wrth serv-

»

‘grams Such as group homes etc

i facllmes Wrth"he development of com-
acilities, - fewer Juvemles :

es in commumty-based resrdentral pro— :

PROGRAM ALTERNATIVES

NEEDED
Followrng cases settled by mtake or ‘Te-

ferred elsewhere ccan insure adequate and . ‘

responsible intake settlement and agency

~referrals

Adequately tramed probatton staff to de- .
" termine which cases can be settled without

court hearing; court policy permitting set-
tlement when heanng is not necessary, re-
ferral services.

Adequate probation services plus commu-
nity, non-institutional programs, such as
individual and group treatment, ‘special

day school educational and vocational 5

training; employment placing.

[ncreased public and private sector activ-
ity in . provrdmg smaller, community-

based groiip care such as group homes,

halfway houses, ‘small resrdentral treat- ~
‘ment. facilities. Court staff abrlrty to dis-

tmgursh betWeen those youth needing in-
stltuuonal care and-those not needing it.

Abrlrty to match individual youth to pro-

grams

:al Advlso Commlsslon on Crlmll'lll J usuce Standlrds and Goals, Cor-
in;lon. D. C Government Prmuns Ofﬁce. |973)‘ p: 270

'VOLUNTEER JOB OPPORTUNITIES® |

:(Developing and Providing)
Agency-centered :

. Resource development; advrsory boards;
policy boards; information and referral,

ificluding 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; ‘helpf
ing “clients: make contact with referral
agencies; and job development.

Commiinity-centered: j
Program - monitoring - 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 m #3 above; and data collec-

tion.

Client-centered: ;
Agsisting in, or performing, court social.

. Studies; and psychological testing, -

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

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 ]ob development and
placement : :

Communtty-centered:

: Program monitoring and evafuation,

Agency-centered

_Advisory boards; polrcy boards-'and re-

source development

Clrent-centered :
Family gréup home parents; and mdrvrd-

val; famrly and group counseling. -
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There are many types: of :services voluntéers can

" provide in all three spheres of the juvenile justice sys-

tem—Ilaw - enforcement,” courts, and corrections.
These services are discussed in this chapter. '
A. Program Enrichment

“Volunteers are utilized to eomplement enhance, and
entich the existing services provided by the agency.

'Volunteers may assist in providing, probation serv-
1ces, aid to victims and witnesses, tutoring, counsel-'

ing,  skill development recreatron transportatlon,
etc.
It is safe to estimate that. approxrmately 90% of the

volunteers working in the juvenile justice field are
.now being used’ almost excluswely for program -en-
) rlchment While there is nothifig 'wrong with this utr—' =
lization of volunteer talent, itis'a somewhat ) narrow v

approach It assumes, qurte mcorrectly, that all exist- i

ing. programs srmply requrre xmplementatlon and
~buttressing. While this may be'true for many volun-

, together and replaced with new ef forts.

The need to use volunteers for program-enrich- -
ment: should be of lesser priority when the system .

does not conform with good standards and practices.
"For'instance, when there are too many youngsters in

detention, volunteers should be used to help develop,
alternatives to get youth out of detention, not to -
work with youth while in‘detention. They should not :

' srmply perpetuate the extstmg system and services
provided.. Perpetuatron of the existing system can be

* harmful both to the volunteers and the youth they are.

' trymg to help

g B. sys't,e'h\s Modiﬂe‘ation&a'nda change o

; Volunteers assrst in achrevmg srgnrfrcant orgamza— i
o "'tronal obJectlves designed to bring the system in line.
with recognlzed national standards and- practrces -
‘ Volunteers can aid in areas such as reducing deten-f‘: e
: ftron rates or developmg servrces desrgned to lrmlt

ROLES FORVOLUNTEERS

' tention rates are excessive (and they are.in most .
places), and ‘where volunteers ‘have - demonstrated e

4 gross misuse of time and talent to limit volunteer
_-activities strictly to reinforce mcarceratron or to"
- make the detention experience . more -palatable or

_develop alternate procedures and programs;: Enrrch-‘ e
-ment services could then be offered to- those lesser' . iR

- achreve srgmfrcant orgamzatronal ob_\ectwes

vprograms and staff. lerted state resources coupled
‘ r\w1th economrc recessr n‘r ed" out the po "blhty

teer shelter b ds

penetratron into the justrce system ) R
~ Volunteers in juvenile detention centers are cur-: L
tently trained pnmartly to provide counseling, ‘rec- -

reation, tutormg, and compamonshlp for youth in
detention. But the question may be asked, “Are the =~ T
volunteers really ‘helping’ these youth?’* Where de-

that they can be effectwe in helping to divert 3uve-r, y
niles from the system and reduce detention rates, itis. -

more humane. Their skills' would be better used to

number of youth who really requrre detentton e
~ For instance, one juvenile court developed 24-hourj A

]uvemle court intake and detentron screemng services:

utilizing properly trained and’ supervrsed volunteers '

 Previously, such services were only available between . Lo
8:00 a.m. and 4:00 p.m., Monday through Friday. -
teer programs, others may need to be abandoned al- ~ ’

The new program resulted ina 50% reductron inres
ferrals to the juvenile court and a 40% reductlon in
detention use. e

- A program recently mrtrated in the State of Flonda’ H
further demonstrates how volunteers can be used to. =

During 1974 and early 1975, detention facrlme in
Florida were severely 0vercrowded and lackmg i

Specxficall




would provrde emergency medrcal and dental care,
v;clothmg, ‘and personal items to the youth. Also,
. backup staff services were (o be made avarlable to the
famrlres. The volunteer program has since achteved
rthe followrng results; . S
p ® Status. offenders are no longer placed in deten-
.. tionin'the State of Florida. SR
" e'Between March 15 and July 31, 1975 1 181
- youth were placed in volunteer shelter homes
" Their average length of stay was 6.4 days )
e Only 67 (5.7%) of:the 1,181 youth placed in
. the volunteer homes ran away g
“o - .e0Of "the 67 youth who ran away, only 18
©:(1,5%), were mvolved in thefts during their

* . covered or repaid amounted to only $1,931.02
: (loss °$5,981.87; . recovered . or repaid -

1 $4,050.85).
' _0 The volunteer shelter home program had a de-
- -cided cost advantage. In 1974, the average
secure: ‘detention - costs in Florida: averaged
$30 00 per youth per day In contrast, the total

 was $4.75 per day per bed.

S ehmmated the need for secure’ custody detentron for
o juvemle status offenders in Florida.

. Another- good example of volunteers workmg to

‘ Smodlfy the system is the juvenile diversion volunteer

.. program initiated by the Park Forest, Illinois, Police

" Department. In - this program, known as ‘‘Aunt

. - ~Martha’s,”” volunteers provide shelter care and short- -
" term crisis intervention counselmg as an alternative

'~ .to detention. The youth referred to the program are
o pnmarlly status ‘offendérs, although in some in-
P stances, delmquent youth . are also assrsted This pro-
© . 'gram has been extremely successful -and is bemg ex-
‘j.panded to other parts of the Chrcago metropohtan
'[_area o

, These two programs 1llustrate rmportant direct
: servrce toles for volunteers in assrstrng clients of the
emle justice system The followmg examples hlgh-
sllght the use-of volunteers to provide. mdlrect servrces
in systems modification and change.

n.the late “1,960’5, a‘group of mterested cmzens
was: orgamzed in Worcester, Massachusetts, to- ad-
oblems related to juvemles m that commun-v

" direction.

runaway period and the property loss not re- -

i -cost_for the volunteer shelter horne program :

In’ short, the volunteer - home program has )

: 'solve all the community’s. problemis with juveniles, it

was considerzd to be a significant stepf’ in 'the’ r'ight'

- In another mstance, the staff of Socral Advocates

: ‘for Youth (SAY) .in San Dlego, Cahforma, was

instrumental i in brmgmg together diverse groups con-;

. cerned. with the detention of status’ offenders in‘ that

county. In 1973- 74, :nearly 5, 000 status offenders

 were: detamed in. the San Diego Juvenile Detention
. Center. SAY helped assemble a task force comprrsed

of representatwes of: volunteer and public agencies, -
plus, concerned citizens, to develop a unified plan and

- strategy to tackle *hrs problem Up to that point,.

private and- voluntary efforts had minimal 1nfluence~ :
in juvenile justice affairs.

- The Junior League of San Dlego was also enllsted
to direct its efforts to- the field of juvenile justice.

The full group eventually became known as the.

.Juvenile Justice Planning and Advrsory Board. The
. Board was made up of representatives from the pub-.
- licand private sectors and conformed to the member- -

slup criteria set up: under the Juvenile Justice and De-
lmquency Prevention Act of 1974 The Board was
given formal sanction and responsibility by the San

Diego County Board of Supervisors and has since

been a powerful force on a wide range of issues re--
lated to juvenile justice. For example, ‘in mrd—l974

' the Board in conjunction ‘with the probation depart—

ment issued a ‘‘Detention Control Policy Statement’’-
mandating that status offenders should not be held in
detention centers. As a result of that' policy statement
and. its rmplementatron, San Diego County - ex-"
perienced a 90%. reductron in the number of status

. offenders detamed

Since that time, the J uvenile Justlce Planmng and
Advrsory Board has turned 1ts attention to statewide
demsututronalrzatron of status offenders and com-.

: mumty-based corrections. They are also: mvolved in o
monitoring public and prrvate agency servrces for BEE

]uvemles

" The examples: crted above, although related to the
issues of juvenile detention and Juvemle courts, can

hkewnse be profitably apphed to many. other areas of

- service in law enforcement, juvenile court handlmg,

probatron aftercare, residential care, and . treatment

,assxstance for Juvemles ‘Cooperative efforts between

volunteers and professionals in established agencies'

-~ and programs ‘can provide rncreased and improved
oK servlces whrle satrsfyrng everyone mvolved

c Systems Monitoring and Advoeaey

' Volunteers,ar used ssentrally:apart from or out- .




‘_ rsrde the system to: momtor programs and assrst in
mamtammg systeni' accountabrlrty, evaluatmg service -
‘ effectlveness and provndmg cllent or program
’advocacy B
‘The Jumor League of Mllwaukee, Wrsconsm, after
: workmg on  the-Association  of “Junior League’s
"IMPACT ‘Project, returned to its community and;
. with the help of questlonnalres developed by the Na-
tional Councrl on Crime and Delmquency, evaluated

the Mllwaukee County' -juvenile justice system. Inter-"

views with' lawyers, judges, law  enforcement - of-
ficials, -correctional ‘personnel and youth idéntified:
several areas ‘where the Junior’ League could help
~provide - 1mproved servrces to young people if-Mil-
waukee,

“With the gurdance and assistance of these contactsv ‘
-the Junior ‘League was instrumental in developmg
and securmg funds for a home detention program, -
similar.to one proneered in St. Louis. This program
“Serves delmquent youth who 1 require intensive service
and ‘supervision and have a long hlstory of problems -

in the commumty Without the home detention pro-

~ gram, they would be held in secure custody deter't'.on

facilities.

“Asimilar example is found in the Oakland County
(Mrchlgan) ‘Youtk 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 functions related to the pre-
vention of dehnquency and neglect

- citizens.

® Mobilizing community mterests and skills. to-

- .ward the development of rmproved services to
prevent and-control delmquency and: neglect

® Identifying social, psychologtcal and environ-
~ ‘mental factors contnbutmg to antl- socral be—

havior. -

. Developmg and tmplementmg vanous mter-_
vention strategies aimed at minimizing the =
likelihood of - devrancy,‘ antr-socnal behavror.} Lo :ﬁ

and neglect sttuattons

R questlon the practrces of some of the commumty s

‘livery, and promote the general well-bemg of youthr

can be’ a powerful and effectlvef nstrument for; f
* improving the quallty and delivery o servrc e
- vocacy of the interests of‘an individual or a group isa :
,trme-honored way of domg business’in any' soclety .

- of- humamtanan servrces have come about hrough #
-advocacy. - ° ; :

- Most of us are uncomfortable with, and resist, the
. methods, or practices are challenged
partlcularly in the last decade. Advocat

~ they have in other socral welfare and publrc arenas. .
“'Since rt appears they are here to; stay and have the po-

“tential for positive change, juvemle Justtce agencies B

e - should learn how to- make more constructtve use of:

® Seeking and securing the mvolvement of local - [ . E

vocacy efforts tend to sttmulate and attract the pub-f,.
- lic. They may, therefore, concervably mterest more‘

major mstltutlons desrgned to serve youth.
identify service gaps, link’ you ‘needs to servrce de-:

in the community. =~ Ly v
Client advocacy, ie., thlrd party ,;representatton,

Social change and the estabhshment and: expansion ' '

:-Juvenile justice personnel are’ famrltar wrth and:f -
generally accept, client advocacy- and its tradtttonalq- :
methods of court. suits and appeals They are. less s
famlhar with- advocacy carried out by mdmduals or:
orgamzatlons in other ways, parttcularly by those
outsrde the juvenile justice system Agency personnel
are generally quite uncomfortable with advocacy tha
contains - identifiable elements . of “confrontation.

confrontation ~ model when  our” assumptlons,

Third-party client advocacy efforts hav ncreased

many contributions in the field of Juveml Justtce as

advocacy efforts.
It should be noted that, by thetr very nature. ad- o

cmzens injuvenile justice problems and solutrons
Volunteer advocacy efforts take m ny forms. :
e Assessment of - commu‘ uve!
. service needs by a grou

- formed for this’ purp

‘ development and lmple

.The citizens commtttees are'mdependent of thef, B W i

" Court’ -but - provide - supportlve services, ,advnce, :
e consultatton, and assistance where the court’s opera-’ -
- tions affect the general welfare: of youth. Specific = -
" services' provrded by the commrttees mclude research_‘
yjand program developm
T volunteer serv1ces, campmga and recreatron, _educa-

“case’ study, :

~direct ; ‘




0 boards and commrssrons, -and

,’makes them nd how they are reached) Such
fex'mmanon ‘by a volunteer cmzen group

ource. allocatlon in terms of program needs.
,olunteer effort, mdependent from the sys-

bout: whxch seruces were actually provrded

flrent nd volunteer recommendatrons
‘ :for service |mprovement '

i'ght mclu‘ e an;exammatton of the appomt-,' K

;rof fund”s’ources and funding decisions (who
_ mlght lead to a more reahstnc apprarsal of re- !

‘to_interview - clients . and _secure data {;
that arise from time to time in advécacy sxtuattons
‘the. adequacy of these services as seen by the

Suggestrons and/or- drrect 'mvolvement of‘ -
‘volunteers in the development of.an adequate;
, system for momtormg _]a.llS, detentnon centers

"'f'and correcnonal mstttuuons as requlred by :
p.“_JJDPA of all participating states. In fact, the -
: momtormg of jails, detention _c_enters and
;Juvemle correctional ' institutions by - in-
G dependent citizens groups should. be developed .
Coinevery state, county and mumcrpallty -
" whether or not they partrcrpate in the JIDPA
_program.
Even the more stressful confrontatlon srtuatrons‘ :

can have’ posmve Tresults. From the agency executlve

' ‘down to the lme worker, staff can be trained to" use

confrontatron “constructively as an' instrument for

‘change ‘What is required is an orgamzattonal chmate;
: Qf opennes,s and,responsweneés to-emerging needs—a
- sign of progressive management.

Bt R
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CHAPTER IV. DEVELOPING A VOLUNTEER PROGRAM

’ A. Th_e Role of the Admini'Strator

Many factors contnbute toa successful volunteer‘
program, but none is more: 1mportant than ad-

miinistrative leadershrp and skill. The administrator
sets the tone, establishes the priority of the volunteer

program within the agency, determines the pro-

- gram’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.
Nationally, the ‘‘death rate’’ for criminal justice
volunteer :programs is approximately 25%.'

- which seemmgly contribute to these failures and un-
fulfilled . citizen efforts. The defrcrencres recurrmg
most frequently were: ~

s Staff resistance to the use of volunteers.
. Lack of staff training in how to work w1th
: _ volunteers.
Lo * Inadequate program planning.
¢ Inadequate volunteer training and super-
vision.,?

These problems are often mdrcatrve 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 mvolvement in planmng and
. decisionmaking.
e Lack of overall:planning and goal settmg

. o Little or no accountabrhty, momtormg, fol-gﬁ

lowup, or program evaluation.

“Sound Administrative leadershrp and skrll can solve =

these problems. -
o Where effective “and . well-admrmstered “citizen

~ involvement efforts exist, usually the followmg ele- B

‘ ments are present:

i ~agency.objectives and improving services.:

e An'open exchange of 1deas, supporting experi- 2

Studies
have: consrstently highlighted common . deficiencies - -
. grams, the volunteer program is often neglected In_ "

gram is seen as somehow ‘“different’’ than that of =

priority appears low, either by vrrtue of minimal ad-[’ T

itor support it. Volunteers will quickly lose interest.

volunteer program ‘the agency admmrstrator mustf; :
accomplrsh the followmg ’ o

& A high degree of commrtment on the part of - '
professronal staff at-all levels toward achlevmg R

new ideas and ricthods. Differences ‘of - =
: opinion' are also encouraged R -
agreement concermng goals i
® Goals and progress ‘of -the - orgamzatron
measured ‘in terms-of what “ought to. be
~rather than “‘how far we have come.” ‘
‘¢ Clearly defined objectlves (. €.,
" measurable and trme—bound) : ;
_ @ Periodic meetings and sessions to discuss prog~ P
ress toward objectives. Checkpomts za\re[j S
established to assist in measurmg Progress. o
Unfortunately, even in some agencres where sound» i
management principles’ are “applied to general pro- .

specific,. .

these instances, management of the volunteer pro-

other general agency programs. Someumes there 1s, o e
the notion that the volunteer program will ““take c care -

“of itself”’ or can be managed with minimal. effort

Consequently, it is not uncommon to find an agency‘ Ry
director; hiring a volunteer coordmator and sayinges--
sentlally “do your own thmg” or ““if you have any -
major problems, let me know.”’

Such a view is destmed ‘to bring’ about -an m-c

~ effective volunteer program and, possibly, doom itto Tl
* failure or oblivion. Volunteers as well as staff are. "~ -

qu1ck to sensg the priority given to the volunteer pro- -
gram by admrmstratwe and supervisory staff. If the" "

ministrative attentron and conviction or the’ memal i
nature of volunteer program tasks, staff wrll not: use s

“To insure the ‘success -and productrvrty ‘of - a:

. Successful mtegrauon of the volunteer pro-

tem
YO Estab
l cedurc

smentatron and encouragmg staff to suggest‘ © . andg
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e lntensrve trammg of paid staff to enable them ~ nile Court in Worcester; Massachuseits, attended a
L t0 effectrvely work ‘with - and . supervrse trammg program for juvenile court judges. During

S volunteers. (Thrs is parttcularly 1mportant that trammg program he learned about the potential

- Nattonally, one of the most significant reasons -~ uses of volunteers and the kind of leadership needed

" why ‘agencies . resrst using volunteers for  to effectrvely 1mp1ement a program This learning .
":meamngful prOJects is that staff members lack ‘experience;’ along wrth ‘the subsequent follow-

‘the.. abrhty and- knowledge to. supervise and through, contributed greatly to-the success and ef- - ¥

manage these volunteers.) Staff. training fectrveness of the Worcester program. e
“. should include: information on job clarifica- Until recently, it was difficult to get sufficient, reli- -

tion,. objectrve -setting, and’ volunteer per- able mformatron on the mgredrents for successful

. "formance evaluation; an understandmg among volunteer programs. Now, however, basic volunteer
;ﬂ;volunteers and ‘paid staff of their respectlve program literature is- available and includes- both.
.. roles and responsrbrhtxeS' establishment of general prmcrples and selected examples of proven
; 'methods and procedures to match volunteers voluntéer programs. Information on resources, avail-
. tojuvenile ¢ offenders in the most effective-and able free or at little cost, is included in Appendix A,
, ~efficient -manner; development and imple- “Volunteer Program Resources
. mentation of a sophisticated volunteer pro- « »
gram assessment system. o C. How to Begm
: "taSkS outlmed above are shared. by the agency ad- Sometrmes the hardest part of starting is just tak-
“ministrator  with the volunteer - program . .ad- ing the first step. Yet, the first step may set the pat-
_ ministrator, volunteer supervisors, other paid staff (e for the future, or at least influence it to a great
~ members and. the volunteers themselves. In fact,  extent, Therefore, the administrator might well start
some.of the tasks fall entirely to agency staff other by asking a few pertinent questions, such as:
: the_ administrator. When' administrative . and -« ‘What are the agency’s most important goals
supervisory. . personnel -recognize the important - and objectives?-
. contribution volunteers can make toward improved e What services do volunteers currently provide
.- -and: increased services, the volunteer program will re- in this agency? g -
‘ceive as much time and attention as other com- ¢ How many volunteers are involved?

: ;“{ponents of the agency program. ‘ o' What ‘additional services could this agency

A cautionary note: If the admmrstrator is un- ‘ ~provide if it had more volunteers and/or gave -
wrllmg or unable to provrde this level of commitment its volunteers different work assignments?
"-and -support, it may be best not to proceed in. ® How could volunteers help me change this
net developmg a volunteer program. If the administrator . - agency and community in ways that will help
: . -chooses to proceed anyway, he should recognize that us achieve our important goals? :
.. the program will, at best, ‘e of lrmrted scope and ~® What is preventing this agency from havinga
utrlrty NIRRT IR ~. - new or expanded volunteer program? : f’\\

Hopefully, the answers to these questions will lead .

e : ‘ - the agency administrator. to give priority to the
o B Adm"_"?"‘““ 0"9“““0“ to Volunteer P"°' - development and/or expansion of volunteer. services

- grammin in his-agency. At the same time, it is recognized that

ST R g gt L e e T he must not neglect regular day-to day tasks. How,
‘No drmnistra'tor can -expect to implement a then to begin?
suce sful; program wrthout basrc famrhanty wrth the' Although the busy agency execuuve must mvest
: time and effort in the development and maintenance -

of a voluntet.r program, ‘much of the work can be’
‘ delegated just as with other agency programs. The,.
: followmg guide can be-used in starting a- volunteer o

: program or in modrfymg an exrstrng one:

, perrences elsewhere a5 essentral in avond-‘ :
ly trlal and error mrstakes. Thrs is also true of ‘

Volunteer Program Plannmg Gurde - o

= ”',‘,Step ]—- Deczde that volunteers can make a new (or e
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incréased) contribution® to your agency

~ program and that YOU are going to 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 orgamzatronal structure,

the better.

- Step'3--Locate a commumty member mterested in

ass1stmg in the

agency’s volunteer program, 'preferably
someone. experrenced in volunteermg and
community service.

Step 4— Meet with your agency staff member and the»
community- volunteer

i commitment, explore potential volunteer
activities, and specify the planmng process
which will follow.

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

- Step 6— Expand the planning ‘‘team’’'to ;ll‘lClude rep-

reséntatives from other ‘j‘co'mrfnunity groups

and interested individuals, including youth. -
Step 7— Request that the planning team develop and

submit to you a plan which.includes the gen-
eral philosophy, policies, and procedures
for the program (how it is:to be imple-
mented, specific tasks for volunteers. and
staff), action steps to follow, and a sug-
_gested timetable for implementation.
Siep 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 dire¢t work of administering the

program, SeCondly, it increases the likelihood that
. the program will have input from diverse sources and .-

not be dependent on the chance chansmattc leader-
ship of a volunteer program coordmator :

7 Although it was not started in the above manner, ‘
“the Juvenile Court Volunteer Program in Worcester,k :
Massachusetts, illustrates:this process. In this case an

independent citizens’ committee (the same citizens’

" committee that was instrumental in- estabhshmg the"
= Juvenile -Court in Worcester, Massachusetts), co-
operated with the’ J uvemle Court Judge and the Chlef_}
“Probatlon Offlcer in planmng the 'volunteer pro- :
gram. As a result, volunteers*- were mvolved in all-
- aspects of the agency’s serv1ces (e 2. assrstmg in the '

' preparation - ‘of “juvenile - court social ‘studies - as

volunteer probanon offtcers) Because all affected;f L

N
e

“development. of your -

to. affirm  your

YN

parttes ‘were mvolved in plannmg and 1mplementmg‘ S

the ‘program,” the traditional . problems of . staff
resrstance and limited - use: of volunteers ‘were
avoided. » =

D Agency Volunteer Progrem Pollcy

" ite,

Admrmstratron of “any program is best done :
through clear policies and procedures A clear pro-

gram pollcy is essential to-a successful volunteer pro-_’k‘: o
. gram, but dévelopment of such a policy is often ne-

glected. Its absence can inhibit effective program

implementation by contributing to confusion and a

lack of direction for both staff and voluhteers. Also,"
it is difficult for administrators to exercise leadership

an accountability when responsibilities have never

been clearly defined. They are best defined, and 1 more
clearly transmitted to others, in the form of a written .
policy statement.

The volunteer program policy statement should
highlight the philosophy, purpose, - direction, and
technical aspects of- the program (responsrbrhty for
volunteer recrurtmg, screening, training, and super-
vrsron) 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 volunteer services have high
priority and are desrgned to help achteve agency ob-
jectives, :

Because of the tmportance of establrshmg pollcy in ‘
planmng and administering a- volunteer program, a.

model operatmg policy is presented here. This model .~

can serve as a general guide for any: Juvemle jUSthC‘
agency volunteer program policy statement

Model Vqunteer Program Poltcy Statement

This agency is commttted to provrdtng the best and e
-most appropsiate services possible. To- realize this

‘goal, the agency shall make every effort to’enlist the ;

coopeiation of all avallable resources. The agency is: By

committed to the development of a pubhc-prtvate
partnershrp whrch ‘includes volunteers

"In -addition to. the above, the agency plans to.
actrvely 1mplement {( responsnblle program of cltlzen ,
mvolvement becauser > :

e The agency wxll never have sufflcrent reso .ces”"“ :

as an:.
‘important and necessary mgredlent in the develop-u- L '
‘ment and delivery of services.. ‘




" come involved in the juvenile justice process. -
e It has been demonstrated’ repeatedly that
" volunteers can sxgmf:cantly enhance, expand,

~and upgrade services.” With “appropriate

recruitment, screening, training, and super-

“vision, volunteers can perform almost any task
. ef fectrvely and responsibly.

" The agency feels it necessary to mvolve the
o : . ‘community in the problems we are_tryng to
% . alleviate or solve. Efforts to involve the com-
T ‘munity in agency affairs will help to educate

the pubhc about these problems and will create o

L a more enlightened and active citizenry.

involvement. efforts within the agency, the followmg
prrnclples shall be followed

'» Volunteers: shall be mvolved in all aspects of

- the agency’s service delivery-system and at all

" levels of the organizational structure. The

" ‘agency believes that community involvement

~ through volunteers is as. important as all other
-professional services and programs..

An Office of Volunteer and Commumty Af-

fairs shall be created at the Deputy Director’s

_ level.* This Office shall be involved in all

'aspects of ‘the agency’s general management :
and administration, in addition to coordinat- -

‘ing volunteer recruitment, screenmg, onenta-
tion, and training.

. Volunteers will be used in both direct and
.indirect services, and staff at all levels will be

' _vencouraged to utilize_this valuable resource in -

planmng program activities.
® Professional staff and volunteers shall be in-
) volved collectively in the planning and 1mple-
*mentation of the volunteer program. :
¢ The agency shall take steps to insure that all
'.professronal staff are ‘prepared and . actively

__ participate’ in 1mplementmg the volunteer pro-
e gram. Consequently, general orientation ses-

- sions for new: employees: shall include infor-
- 'mation about the agency’s citizen involvement

ing with and supervising volunteers Such
o agencystaff development program.

: » All aspects of the volunteer program‘ and its
lmplementatlon shall - be - monitored and

“develop services that are effective, efficiently

belleve lt necessary for the commumty tobe- Lo R
Volunteers within the agency are not mtended to S :

To insure -effective implementation of citizen -

e . fefforts, and all staff shall be trained in work-

o -training shall be mcorporated into the ongomg‘

-+ evaluated on an ongomg basis. The need to.

... delivered and cost-effective makes this a neces--
SR srty All staff and volunteers wnll be expected

to partrcrpate in thrs effort. -

replace existing professronal staff. However, when it
can be achieved responsibly; staff aré encouraged
and expected to use volunteers as an alternative to
adding paid professional staff positions.

é; Development of Agency Volunteer 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-

tabltshed that-all volunteer activities will be directed a
'toward achieving basic and priority agency goals.
- This is the beginning step.toward giving the volunteer

program meaning. This decision is based upon
several important assumptions and has numerous
significant implications. For example, it assumes that
volunteers will act with the same degree of initiative
and responsibility as paid staff, - ~Although the

.. motivation and rewards for volunteers are somewhat -

different than for paid staff, experience indicates
that properly trained and supervised volunteers will
act with considerable . mmatrve, take much re-
sponsibility and be highly accountable

Giving volunteers a substantial role in the agency

also assumes that agency personnel have the knowl-
edge, skill and personal security to handle challenges
to habitual or established ways of viewing problems
and providing solutions. Experience demonstrates ‘

- that staff has or can achieve these qualities. -

~With ‘respect to -volunteer program scope, ad- &

,mmrstrators who appreciate what volunteer man-
power can contnbute to-an agency program, whoare -

commttted to meetmg service needs, and who wish to "

‘have an. 1mpact on the: commumty wxll define . -
.- volunteer program scope to include all services at all :
levels. prov1ded by the agency. Defining volunteer =

program scope in this manner at the begmmng leads

* to wiser program development It enhances service
delivery by increasing the number and scope of the.
agency S drrect servrces and by better mformmg the o




COmmunity of juvenile juStice"pr'ObIEms'and volun-

. teer programs. Thls, 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 volunteer program of the magnitude
recommended here,. it can scale the plan down to.

more modest proportions by starting with a program

‘segment as the setting for volunteer effort. For ex-
ample;: initial volunteer effort could be focused on .
obtaining a specific, but limited type of resource,f

e.g.,-10 foster homes, case aides’ to help three pro-

‘bation offlcers, or someone to help wrlte the agency s

annual report..

33 These are all legmmate volunteer actlvmes andi

important in their own right. However, starting-this
~-way is not recommended except in-extenuating cir-
' cumstances- because, in relation to the total agency
program effort, these activities represent minutia—
although they are important tasks: In a sense, this
would merely postpone what really needs to be
done—an examination of the agency to determine all
the places where volunteers can make a contribution

-and the development of a plan to zmplement that :

concept.

‘Since the long-range goal of volunteer mvolvement ’

i$"to make the ‘broadest- contribution, substantigl
initial effort should be expended to‘define the natule

‘of -this contribution and to- develop the program ~

necessary to achreve it

£

F. Timetables, Monitoring and'Accoun’ta_biIit‘y? o

Volunteer program goals and objectives mean little

"unless ‘the administrator takes action: to insure that .
they are rmplemented The Volunteer Program Plan-: -
_~'~nmg ‘Guide,
a 1mportant steps to be taken in the planmng process

] planmng
© means reducmg generalrzed ob_;ectlves to behaworall

‘objectives, i.e., actual measurable actlvrtes ‘that wrll ;
‘be carried out. This procedure is- necess: ary (l) 0

‘ments; (3) to measure achievement of actrvmes, and

e Staffmg the volunteer program.

T_Robert A. Presson and Timothy F. Fautskc

“National fnformation Center on Volunteensm, 1974); Roben g n“.ﬂ-' of , Experi- oy

. 1974)

‘ volunteer program at ‘a Ievel in. the
: Slblllly 1t should be called *“office,"". “dwrslon " or wl‘utever dest;nanon is’ used l'or the -

outlined - earher, - hlghhghts some’
“In addition, the admrmstrator must. i
includes ldentrfrcatlon of the majorf
activities required to 1mplement the program This

establlsh realistic time penods for needed actwltles,i
Q@) to make individual staff and volunteer assign--

4) to evaluate whether a partlcular actrvrty» ises-
sential to the program.- e . » S

-Further  volunteer program planmng ‘ hou d'.‘
address itself toy - o i3

e Specifying volunteer program operatmg poh
. cies and procedures. B
¢ Specifying staff-voluntee frelatronshrps, m-ﬁ
cludmg work roles for each, supervision; etc. -
‘. Specrahzcd trammg of volunteers and staff

NO'I'I"S

i Departmem of Heallh and Rehabilitative Senm:es. Ofl' ice of. Volunteer Services

Stundards and Gmde: Sor Ihe Use: oj‘ Volunleers m Socml s:n'u'es (Stue or Florid
I97S). p.2.

* Following.are references for !hree evaluanons whlch hrghhghl common defi ciencie:

A Ne!ds ‘As sment.of the Youm Strvme
_Delrvery Systentof the State of Rhode Istand Vo/unlnrs ngmm (Boulder. (’ olorado e

rnenl in a Juvemle Courl (Ann Arbor. Mrchlgan The Umverslly of. Mrchmn, 1978);
v :

me‘mm (Boulder: .Col

p I'service izati umt



A
untoer Programs '»,:;

The decrsron to have a volunteer program auto—
3 matrcally raises. ‘the” questlon ““How ~will: the

e ,volunteer program be Operated in relatron to the rest
“of the agency?”’ Thrs is. the most important: decrsrong ;

- that-will be.made concermng the volunteer program.

. The nature . of this- decision. will determine how
: volunteers work w1thm the agency (therr tasks, wrth k

srgmﬁes the ‘extent’ of the volunteer program ’s po—
tential contnbutron to the total agency effort,

_ Thebasic decision ¢an be divided into several levels
of eonsrderatron, whrch in turn can be translated into
different types of models. The models deal with var-

volunteer program operate?’’ One type of model is
: ‘;the orgamzatronal model which specrfres how ' the
o program wrll be adrmmstered Another is the service

‘modeI which. reflects the types of activities in which

relatronshnps :

Grganluttonal nd Sorvica Models for Vol

ious aspects of.‘the basic questron, ““How will the

- ‘volunteers wrll ‘engage’ and clarlfres volunteer-staff " -other staff members e . [fm

The notron of models isa helpful way to examme

»volunteer program operation within an agency and is
’presented here for that purpose-—along with a gen-
““eral assessment of the advantages and dnsadvantages. :
-of both types. '

1. Organizational. modesls. Volunteer services can

fbe related . to the agency program in two principal
- .ways: Model 1—as a separate unit within the agency,

and Model 2—as an mtegral part of’ the agency pro- :

‘gram,

Model 1 —The Volun teer Program as a
- ‘Separate Unit. :
Under this model the volunteer program is ad-

ministered as . an almost- independent’ operatron,

connectmg only peripherally with other agency serv--

the supervision and-evaluation of volunteers. These
functions are generally carrred out mdependently of

{

The orgamzatronal model is shown in Chart Lo

8 ) Agency Dlrector
)
. i«\\“:y//
Assistant Director |- T reererat Brearee
§ for . I S ifor B
nstrtutlonal Serwces " Fieid Services |
Supervisor || Supervisor: { | Volunteer
Administrator |

 Volunteers |

- ices. The volunteer. program administrator is .as- -
signed overall management responsibility for the pro-

X gram. . and its operanons mcludmg recruitment,

- screening, trammg, and -assignment, and possibly,-

M
{

<i~,./




volunteer program development However, it has’ too
~many limitations and habrlltres to commend it;
o Bemg attached toonlya segment of the agency
~ program,’
" rather than: takmg advantage of thelr contrl-
“butions throughout the agency. ,
® Being removed from the’ top admrmstratrve
~-level (placed down at. the supervisor rather
~ than the assistant. director level), the volunteer
- program administrator: is isolated from top
------ .~fevel policy formulation and program develop-
. ment. This restrrcts both mput to the volunteer
program- as- ‘well as’ output from it to ad-
;tr . ministration. ‘

- The positioning at the lower level also clearly tells ‘

- agency staff and community that the volunteer pro-
‘gram is “‘separate and unequal.’? | v

o Bemg one unit in a direct service dlvrsron of
~the agency (freld 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 goals, such as general
resource development,

.- in the community.
* Being assigned both admmlstratlve and. super-

visory responsrbrhty for the program, ‘the vol-

- unteer program administrator has an, unreal-
istic workload, both in terms of the number of
people he will have to supervise and in terms of

the fact that supervisory demands ‘may conflict
in scheduling with time needed for program

administration. For example, his needed-avail-
ability as a volunteer supervrsor will conflrct
with the blocks of: uninterrupted time he

‘ - should have for pohcy and program develop-
v ;ment and commumty mterpretatron “Ex-
‘ ‘penence clearly mdrcates that it'is 1mpossrble :

Thrs model does provrde for some measure of‘

it - restrrcts the ‘use- of . volunteers -

‘ the ‘Voliunteer Program as a Separate Unit, is riot pre-

-program - planning,
~ monitoring and evaluatlon and system changel ,

" recruitment,
X volunteer program.-

- the volunteer program may be centrahzed and placed .
ina separate ‘'unit for a number of reasons, including. .

“ized help toall levels and units within the agency. To - -
“ aCcompllsh this, ‘‘staff”’ services such as recruit

mt attached to the agency drrector s ofﬁce (Chart 3)

. r@hartzsmwe o

to’ assume respons 1lrty for the ma_ vgemen
-ofa volunteer program of: any snze and scope e
~and ‘also provide dlrect supervrsron to
o volunteers To" attempt this “will mevrtably L
- result in’ lrmrtmg the number of volunteers, i
poor supervision, or both ‘ Ve
 Placement as a separate umt at the lower level .
of the orgamzatronal chart demonstrates thatf Ll
the program is cut off: from “lme operations;,”’ - -
" separated’ admmrstratrvely in terms of author- . - *
ity and normal agency. commumcatrons flow, =
and results in parallel rather than mtegratedf :
_ operation, T
Because of ‘these- obvrous dlsadvantages, Model l g

ferred. If it is chosen, the admrmstrator should bef B
aware of its severe hmrtatrons S

Model 2— The Volunteer Program asan Integral
: Part of Agency Program. T

Under this model, basic responsrbrllty for the
volunteer program is placed in the regular agency: line i
of operations and is. carried -out by professional -
personnel.- Responsibility includes identification of =~ -
needs, volunteer program planmng in relation to
other agency- programs,ndevelopment of volunteer .=
program pohcy and procedures; partlcrpatron in, the.f(g
-selection ' training, placement, -and
supervision of volunteers, and evaluatron .of the

Responsibility for SPCC'ahzed support services for
efficiency, visibility, and the accessrbrlrty of speci al.

ment, - selection; trammg, and program evaluatlong
may be placed either asa separate umt at. the hrghest
level of agency operatrons (Chart 2),orasa specral U=

| Agency Director .|

4 Assistant Diroetor
- lnstltutlonal :




‘mains in;the regular operational lme of -the agency.

o structure of the agency _
: Chart3 SPECIAL UNlT '

=

Under Model 2 the volunteer program assrstant
'drrector or specral assrstant is directly: mvolved in‘the.
development of both: overall agency pollcy and ways
for volunteers to help. professional staff at all levels. -
g -,Prrmary responsrbrlrty for the volunteer: program re- .

"offrce.

: " New programs are integrated into existing units or.’
_established as “‘\‘addrtronal units wrthm .the -general

 Agency Director- T~ Special Assrstant for
i NN L n. Volunteer Servrces
At N e
: .j"ASsi’stant B i Assisrant
- Director Dlrector
. Institutional - Field
Services: - Serv:ces ‘

L /;emphasis for the voluntéer program and centralized
o the program within regular units of the agency. -

e would actually be used:
a; Example one. ‘The agency decrdes that freld

“and volunteer. working ‘jointly. from the time of case
g ,;\the field staff member has rdentlfred 4 need.

A small
-.»,:volunteer teams is estabhshed wrth a unit supervisor.

" Either of these arrangements: providesAvspe,cial ‘
" support servrce while’ placmg hasic responsrbrlrty for

" The following examples illustrate how thrs model v

‘servrces ‘might be 1mproved by having a-staff member

L - receptron instead of calling in a volunteer only after
specral umt of five- staff . member- L

= The unit will be responsrble for a certam group of -
youth served by the agency. - ' R
e;umt will. be set. up wrthm freld servzces and the <=

umt supervrsor wrll be responsrble to the Assrstant Co
oratlvely on same. cases, performmg drfferent func- i

pirect;Serv,ice,fsta‘fg BN | A

In both examples the volunteer program drrector

5 (or specral assrstant) provrdes specralrzed and supple-{ e
: mentary assistance to the volunteer program effort,
“but the primary responsrbrhty for the program re-

mains with “regular" agency staff, regardless of the

' volunteer program’ s level'in'the orgamzatron

Model 2, The:Volunteer Program as an Integral

- Part of Agency Program, has many advantages over

Model 1 because it is admlmstratrvely integrated. Es-

ﬁsentrally, it ‘reinforces the concept that volunteer

activities can play a significant rele in all aspects of

~the agency’s  responsibilities. This applies to its direct

service possrble whenever it places staff responsrbrlrty
for volunteer activitiés ~ within - the regular ad-
ministrative structure. This makes possible (but of it-

self does not insure) a partnership between staff and
volunteers thatis not lrkely to occur in Model 1.

2. Service models. Orgamzatronal ‘Model 2, The
Volunteer Program as ‘an Integral Part of the
Agency, allows for more options in service delivery: - -
methods than Model 1. Where volunteer efforts are -

mtegrated with regular staff activities throughout all” s
~levels in the organization, the volunteer program can

be more versatile and service delivery arrangements’

~more varied. For example, the following models of

drrect service delrvery are then possible: - ;
. Direct service staff' and volunteers work on dif-
fer;ent types of cases under supervisor’s direction;

“'Supervisor

‘Volunteers

: :birect“Sewlee"Staﬁ 1

Case Type “A” Case Type "B"

b Dlrect servrce staff and volunteers work collab-

g trons, under supervrsor s drrectlon~ &

o Supervisor

.Volunteers. -

e A

s CaseType A" “B," etc.

L




w

,'dependently on same type of cases, under super-
»v1sor sdtrectlon, L : ,

: Superv.isor '

Direct Service Staff Volunteers \\ l

. Case Type “A,"” 'B,” etc.

Case Type “A,” “B,"” etc. -

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

‘Supervisor

L

Direct Service Staff

Volunteer:

J

Case Type “A,” “B,” etc.

. 'to use as. many ‘of these service' dehvery models as
: permrt “This varlety of service delivery models per-

implications for staff upgradmg and lnrmg

'fand volunteer deployment lemg volunteer super-

‘c.:Direct. servrce staff and volunteers work in-
“role?).

“advisory boards, ‘task forces, program momtormg,
~ child advocacy, etc. .

: . R
A
: AN
. N

S requires that the agericy be open to questronmg of its

" methods and experimentation. When these con-
ditions are met, there are limitless opportunities for
“volunteer -activities—all with a high payoff for

.mensurate " with ‘the

‘ volunteer program is as large as the nature of the pro-:
: gram defines itself. For this reason, there is no’ smgle

o volved in various-aspects of volunteer program plan-
o Agencres adoptmg Orgamzatlonal Model2are free - ning and 1mplementatron ‘at least one full- time
. staffer is needed to serve as volunteer. program ‘ad
,thenr program needs' indicate- and staffing: abllmes '
-‘volunteer. actlvmes certamly warrants at least- one
: “full tlme posmon plus necessary secretarral support
o servnces. Ina’ mtddle—srzed or large agency, more than

“one posltron is: probably needed to handle‘program_

imits: a dxfferentlal ‘use of staff; with - 1mportant '

. The expanded use of volunteers under these direct : ‘
- service models (on’ sxm:lar tvpes ‘of cases, different
 types of cases or by functlons) canleadto better staff . speci

supplementary servrce role ora pnmary dnrect servrce

Multiple staf f-volunteer work relattonshtp optlons
are also desirable for activities other than direct serv-
ice e.g. resource development program evaluation,

~ Certain’ potential problems are assocnated wrth use
of these multiple options, For example, agency staff
at all levels must be trained adequately to work with
volunteers. This includes accepting the value of .
volunteer efforts as well as the ability to provide con-
sultation  and supervision to volunteers. ‘It also

volunteers, staff, agency clients and the community. .

B. 'Staﬁing'volunteer Pro‘gralns‘t 8

Staffmg for a volunteer program should be com- -
scope, complextty, and
1mportance of the program to the agency. It should
also: reflect the nature of the agency, its needs, and
how the volunteer program is mtegrated into- the gen-
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 w1ll work’ cooperatrvely with' volunteers, some
‘will supervise them, and ‘others will use the results of .

volunteer: actlvmes. In this sense, ‘the “staf  of: the -

pattern or model for volunteer program staffmg el
“In addition_to general agernicy staff who are:in-

mmrstrator or’ specnahst The: potenttal return from :

development staff and volunteers consultatton, and‘ ;

. vision assignments to agency professional direct serv-

“ice ‘workers could. hasten their career advancement - i
and in¢ ase worker satlsfactron. ‘Also, concepts"”*
;_concermng volunteer utlllzatron can be- tested (.8
Do volunteers better 'perform an ennchment of :




¢l status as suggested in the Orgamzatronal Model
pomtee should be mcluded in all “cabmet” meetmgs
- and 'be. in the regular line " of communications

‘ %_throughout the agency structure: Wlthout “cabmet

or mutual mterchange and influence between the
~and the agency are losers.

 easily Justlfy a full-time, paid volunteer | program ad-
-ministrator on the. basis of increased and more:effec-
tive services provrded ‘However, if this is not possi-

o program on a begmmng or interim basrs.
' ® Part- tlme, pald volunteer program admmlstra-
tor. ,
. Usmg an exrstmg staff member part-time. -
. Creatmg a new, part-time pald position.

- mlmstrator.

_-or unpaid, lmparts a sense of lesser lmportance about

: “been used, volunteers were involved primarily in pro-
.ogram’ ennchment or supplementary activities with

“:system modification.. Under this arrangement, com-

':*servnce actrvrty and not a conscious, planned effort

cess. lts

‘ministrate a quahty volunteer program. This person

demonstrated record of accomphshment and hlgh de-' B
’ gree of commrtment ‘Also, civic and’ pubhc service -
g orgamzatrons such as the League of Women: Voters;

2 chart presented earlier. In. either “event, ‘the ap-

, ‘League RSVP Rotary, Klwams, Ltons and Cham- . ,'
' -"“level” representation much opportumty will be lost ‘
, : ' locatmg a volunteer (non-pald) program admrmstra-
n agency and volunteer program. The volunteer pro- -
: gram' lS, in effect dlsenfranchlsed both the programj :

R o Alternatives to a fuII-tlme volunteer programf ,
"f”'admmrstrator "As indicated earlier;-any-agencycan—-teer-program-administrator-(non-paid); an-organiza= —— -

ble, there are alternative ways to staff the volunteer -

oA volunteer (non-patd) volunteer program ad- :

A drawback to the part- tlme volunteer program~

2 admmrstrator approach is that ‘the staff member’s
time devoted to this important functton, will ‘conflict -
- with ‘other job demands or outside" interests. Also,
o des1gnatmg this posmon ‘“‘part- tlme,’? whether paid

" the volunteer program to other staff members. In -
. most instances where part-trme admrmstrators have

f‘scant:f partxcrpatlon in planning, polrcy-makmg, and- istaffmg arrangement might be m\corporated (ond - 5
mumty ‘education -is a chance by-product of dlrect :
. teer program staff

The vqunteer (non-pard) program: admmrstrator o :
method has: been. used with. varymg degrees ‘of. suc-'f"ﬂ
ffectlveness depends upon recrurtmg a

-:,C Skllls Required ol a Volunteer Progrem Ad : ;
lunteer with the skllls necessary to develop and ad- ' ' ‘

: _mlnlstralor

must also have enough trme to devote to these tasks e
‘ ’ ~:~management of volunteer programs- have been re- -
- ferred to as’ “svolunteer coordinators
»j,“and in most instances today, duties performed by
. ’most. volunteer éoordinators are essentrally within'the -

) below vthe top planning’ and admrnlstrauve levels \in
};ag_encres and are not consrdered an mtegral part of :
,thu delwery system ‘ :

the National Councrl of Jewish Women, the Junior et

tor. Orgamzatrons should be canvassed that have
shown an interest in the service area represented by .
the agency lookmg for a volunteer administrator. For
example, if the juvenile court is looking for a volun-

- tion that is or has been studying juvenile delinquency = -
problems and programs would be a good SOurce. ‘

However, a note of caution: A non-pard Staffer in ..

- an organization of pald posmons, in our society, gen-

erally accrues low status unless factors dictate other-

- wise, Countervallmg mﬂuence such as'the person s
,presnge in the communny or techmques applied by

the agency. (proper job title, placement upwards in

“the organization chart, clear directives from the chief v
;"executlve) can ameliorate this problem Also, ‘the

agency seeking a non-paid. volunteer program ad-

‘ministrator should recogmze that it is placmg heavy

demands on a person without the usual remunera-
tlon Other rewards or remforcements are necessary

tO pr ovrde contmumg motlvatlon

These alternative methods of staffing the volunteerﬂ‘ v
program admrmstrator s. position. should ‘be used

~‘only when a. full-trme, paid.. posmon is impossible.

Even then, this interim arrangement should not be = .
seen as the ultlmate solution. However, the Anterim ..

paid -or non-paid basrs) into the long range plan by‘ ;
makmg that person ; a permanent part of the volun- Db

Tradmonally, staff members responsrble for the..

Hrstorrcally,-.

realm of program enrrchment As such volunteer co--
ordmator positions.are usually found several layers o

,1shmg to establlsh an effectrve volun-




= teer program must be prepared to: make th‘j sameg -
o level of commrtment to the volunteer program as’it- 'g
makes'to the general professronal services: provrded_»';'
" by the organrzatron This means that-the volunteerv '
i 'program must be admrmstered by a volunteer pro--
_-gram. admrmstrator who should be consrdered part of e

o «:the agency management team, : L
v As outlined in the Model 2 Orgamzatron Chart the
- posrtron should be located at the top polrcy and plan- S
.~ning level within the organization and should be -
filled by an individual skilled in the area of manage-
e “ment-and administration. The volunteer program’

: Vf.jl{‘

director must be involved in top level staff plannmg

meetings and’ partrcrpate in developing agency goals.
and objectives. He must be informed of service needs
and gaps-and general agency problems, and he must

be expected to contribute to their resolution.

Specrflcally, -the kinds- of : skill and knowledge‘

-needed by volunteer program directors are:

- ® General ‘'management and ‘administrative

~ skills, including' the ‘ability 'to' conceptualize

problems, organize: materials, speak and wrrte'
. effectively, make decisions. X
] Knowledge of problems, practices, and “cul-

“ture’’-of the system within which the program ‘

- operates, i.e., juvenile justice.

» The ability to work with dlfferent people
effectively in a variety of settings. - » ‘

® Knowledge of commumty résources -and .a

© commitment to the use ‘of volunteers i in provrd-‘

ing services for the agency’s clientele. .
; . Commitment to the. concept of commumty

‘change for both- preventron and treatment of

social problems.

" @ The abrhty to thmk creatrvely and the psycho- .
- logrcal securrty and maturmgto take reason-,;

. . ablerisks. ;
. Knowledge of techmcal aspects m admmlster-
‘ing-a. volunteer’ program (e g o recrurtment

- selection, training, etc. ). ‘ o

: A;"‘snf

L O]Appreclatron of ‘and commrtment to program
: momtormg, evaluatron, and changes based on

;trally due to staff resrstance Thrs problem rs most o
- early overcome by trammg staff in the use of volun
"teers before they come; . thereby headmg off staffre- i
e sistance before it begms : B

" resistance is best met by facing it openly with Ongolng e

' possible it should be mtegrated into the agency’s reg-

B techniques of ‘group drscussrons, role playmg, sem-
-inars, audro/vrsual -aids, L
- make the trammg more. mterestmg and attractive. To

3 tron of all new agency staff "l'he Natlonal ‘Advrsory' e

been strongly supportedwby ‘the find

rlentatlon to Volunteers

However, if staff resrstance does persrst, the ad-
ministrator’s frrst task is to 1dent1fy its nature and: e
source. It may be attributed. to:a lack-of ‘staff skills .~ i
for supervising volunteers, an uncertamty about the L
capabilities of volunteers or the respectrve roles and‘ L
responsibilities of - volunteers and staff or stafff,f '
msecurlty about therr own jobs ;’TIn all these case ' the}

‘mservrce and orrentatron trarmng spec'f‘cally geared_
to the source of the resrstance =
The content of thrs trammg wrll vary, but wherever'v

ular ongoing mservrce training. Wherever possrble,-:ff'

-etc.; should be utrlrzed to{y

enhance credrtabrhty, expenenced staff -and volun--

teers may conduct these programs.. s
In addrtron, training in the uses and supe kvrsron of 3

volunteers should be mcorporated into the orienta-

tron programs for staff 2 Thrs reco




e development of constructlve employee attrtudes
,ntroducmg the volunteer program durmg onenta-
rll helpi msure that. all new agency, staff have the

;enhstmg the support of new employees for the pro-
ggram., :

lowing:

- of volunteers
’0 Explammg the goals and obJectrves ‘of the
- volunteer program,

o “and servtces of the agency.
.. nghhghtmg ‘the techmcal aspects of the
(:volunteer programband the responsrbrllues of

- volunteer: recr.ultmg, . screenmg, orientation,
--job assignment, trammg, supervision, “and
- program evaluation. ' B »
. Identlfymg some of . . . the common mis-
conceptrons or myths about volunteers,”3 as

- follows: . -
Volunteers are not dependable A plethora of

- vised volunteers, The volunteer programs of the Flor-
o ‘ida Dmsron of Youth Services, the Hennepin County

','-‘,:';;_"“Department of Court Services (aneapohs, Min-
: ;fnesota), the Marcopa County Juvenile. Court
o (Phoemx, Arrzona), and “many’ “other demonstrate

gencres can expect the same kmd of performance of

, Specxal pro;ect desrgned to
ecrurt select and tram 30 volunteers to

‘o make o

basic mformatron and understandmg about the
n, its purposes and 1mplementatlon It wrll -
convey to new staff’ members management’s eommlt- :

ent to the volunteer program Also, it will assist in o less. than"t]

S produced predrsposmon reports that met all require-

S Regardless of the agency s srze or complexrty, the %
;orrentatron of new employees to the volunteer pro- -
. gram. should mclude, but not be hmrted to, the fol- ,

o The agency 3 phllosophy pertammg to the use

:" . Hrghhghtmg the relatlonshrp between the .
volunteer program and the goals, objectrves B

'_staff This should . include: explanatrons of

o "’extstmg volunteer programs demonstrate the reliabil---
B flty and dependablhty of properly trained and super- -

that volunteers can be recrurted and tramed to- per- .

e y do of pald staff For example, the :

volunteers were tramed to prepare _;uvemle court so

: conduct one, pre-deposition hearing- (report) at 'a
time.* Only four volunteers dropped out durmg the A

first 17, months of the project; the turnover rate was
of pald staff. ¢ Also, the volunteers :

'ments of the Juvemle Court and the Department of :
Court Serv1ces : :

* Inessence: e,

A volunteers (can be) held accountable in o .

v _I‘essentlally the same way ‘as professronal staff,
through ongoing - critique and supervision. Like
) professronal staffs volunteers can be hired and
~ fired. 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 ass1gned it is usually because
-they have not had the proper supervxsron, train- .
ing.or ‘both, ora meanmgful task commensurate
with their ability.””” = :

, 2. Volunteers are not needed The crlmmal and ju-
Bvemle 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 addltron, as volunteers be-
come mvolved they become. knowledgeable about o

the probléms of the juvenile justice system and. the
needs of its chents Their experrences can often be

“translated into effectlve citizen action desrgned to.im-: .

prove mequmes in the system and to upgrade serv-
ices,
3. Volunteers erI eliminate professzonal Do-

smonsv According to recognized experts in the field, -

there is no indication that volunteers have eliminated

existing professronal posmons It is- quite possnble, E

" from time to time, that volunteers may well eliminate

. . the necessity to ‘hire additional full-time paid staff...
. Administrators should take: advantage ‘of these
i .»opportumtxes where possible. This is sound manage-" ”
“ment and -indicates. concern for cost effectiveness. -

- Over the long run, the cost-benefit ratio will’ be high
- even though the: mmal ‘efforts of 1mplementatron T
" may be costly for:the. agency and: may requrre a sub-f o

stantial investment of resources.

‘4. Volunteers cannot be trusted to handle con-
: fzdentral mformatxon There is no evidence to suggest . - -
- that volunteers are any less reliable than staff.n . .
handlmg ‘confidential mformatnon In the Hennepmf *

County Department: - ‘of. Court Services - ~Projec

a three year commrtment .‘of‘
- time to the agency, were expected to: partrcrpate in an § P
mtenswe frve-month training program-and- “ooator




E vr‘f,,‘..frdentral lnformatron responsrbly

m_‘Worcester Massachusetts, volunteers were

- ;tramed,to prepare: court- social studres. These, and
' j-"t_other “responsrble volunteer programs elsewhere -

Wherever possrble, orrentatlon materrals for new

rstaff members concernmg the. volunteer program
‘ “should be reduced to wntmg, mtegrated into the gen-
: eral agency operating manual gwen to all new em- -

ployees at the orrentauon sessions, These ‘orientation

__sessions should be conducted by the volunteer pro-
- gram drrector and his staff. However, it is equally .

important that the administrator or director of the

. agency, along with other top level admmrstratrve
" staff, partrcrpate in the orientation sessions. This will
communicaté to new employees the rmportance of

" the volunteer program.

a’,E, Designating‘Responsibili'tie's -

If volunteers are to engage m a vanety of actrvxtres

w1thm an orgamzatron of any srze orc mplexit

questlon, “Who is: responsrble for: what?” em TES

‘frequently If volunteers are to engage m act vmes at

varlous levels wrthm the agency, “the questlon “be

~comes even more complex and frustratmg toall con= 4
",cerned One’ way to examme this question and de- e
plot ‘areas of volunteer-activity and.areas of staff
responsrbrlrty m a. grrd srmrlar to that prctured dne o
‘Table2, = ~ Pt
e Make certain that the objectrve to be achreved R

termine responsi ility in somie logical fashion is

is. clearly understood by all partres and rs res
- duced to wrmng ' : i
¢ Determine the section of the agency in whrch ‘
the activity will occur and which staff member -

will have the final decrsronmakmg responsrbll- S

ity for it.

s All Staff who will be- affected by the program‘ -
should have a voice in its planmng and rmple- ]

- ‘mentation,

. The staff who wrll be workmg drrectly wrth',_"‘- :

‘ Table 2. —-—AREAS OF STAFF RESPONSIBILITY AND VOLUNTEER ACTIVITY v

!,

o o o : VolunteerActrwry

Direct | Program

" Program " Resource - Community

k k ‘Services -~ Evaluation
'Volunteer R S
Program
-Planning

Planning - : DeVelopment Interpretation ~

Reécruit and Select
+ - Volunteers

Assign
‘Volunteers

‘ ‘Orient and Train -
Volunteers

’ Consultatlon to -
Volunteers

Smff Resborisibi[ityfor l’oltr_nte_ers 4

. Supervision
L7 of Volunteers -

: ~Evaluauon




supervrston of volunteers in drrect servrce’

responsrble; for thelr S e

supervnslon s actrvrtres should rest* w1th lme professlonal;n
‘® Decision’ makmg wrth ‘espect to any aspect of L ~ staff), ¢ : e
‘volunteer program. ‘planning and tmplementa- Two examples are shown m Table 3 ln each m--

“tion® actrvmes should be located at- the 10west stance the underhmng denotes the staff person pn-
possrble orgamzatlonal level within the agency manly responsxble for the actmty !

Nt e, ’,-t vl

Table 3. --STAFF RESPONSIBILITY FOR VOLUNTEER PROGRAM ACTIVITIES N »

Example 1 The agency has dectded to use a groqp of commumty volunteers as counselors for youth on probatlon (Dnrect servrce)
Example 2 The agency wams the commumty to estabhsh two group homes for dehnquent youth (Resource development)

VolunteerAcnvrty Sl
Examplel [ R s Example2
[)u-e_cg Services .. o ResourceDevelopment
-t.“r\,’Iqlunteer* T KT Assisfant Divector, Field Services, . | Assistant Director, Institutional Services,
o b:'ogr;am. S “Director of Volunteer Program, - - RIS Director'of Volunteer Programs, Agercy ’
- rlanning - Supervrsor-Fteld Line Worker-Freld L - -Executive; Volunteers, Supervisor-Institu- -
’ . and Volunteer : } o tion, and Line Worker Jnstrtutlon
Recruitand N Vplunleer Program Diréctor, Assistant . Volunteer Progmm‘D"‘eCmf, Assistant
Select‘ S Director-Field, Supervisor-Field, ) " Director-Institution, Agency Executive,
- Volunteers . - i Line Worker'-Field, and Volunteers.. Supervis’or-lnstitution and Line Volunteer.
. Assign : e
Volugnteers ; ‘ V,Superwsor -Field, wrth help from. - ’AsszstamDrrector-lnsmutron, with help
e T . Volunteer Program Dnrectorand Lme SRR ‘from the Volunteer Program Dlrector
Probanon Staf f ‘
?rrent 3“d . D_r'rec‘lorof VolunreérProgram,— B AgeneyEkecurive, Diréctor of Volunteer
5 : v“}'" - Training Director, Assistant Direc- - | . Program, Assistant Director-Institution, - :
S 0""‘““ o tor-Field Services, Supervisor-Field, Supervisor-Institution, and Lme Worker- 1
= S NN " and'LineWorker-Field, - . 1 lnsmutron : :
§ Consultation 1o g e i L : oo o Lo
PR : j ’ . = . : ‘ - ituti
& Volunteers . erze Workers, Supervrsor Field. ; Supervrsar lrtst_rlunons and others_.
Supervrston ! PR P, - s ! L
¥ ofVolunteers . Ltrre Workers,Supervrsor:l?reld'.' : i Superwsor-htsmunons.
Evaluanon PR e . o s A . . : R
ol‘Volumeer N . Research Director, Assistant Direc-- - : Research Drret'tor, Assrstant Dlrector, S
Program R, N tor-Fte' Servrce and all other agency staff ) lnstrtutron Dlrector and all other agency staff,
F Volunteer Suporvision e U DL of a study of the Hennepm County Department of

: ] - Court: Services: (aneapohs, anesota) 1llustratej.‘i~
.As noted in Table 3, responsrbrhty for § supervrsmg, ' thls problem and what can be done to correct it. T
_volunteers is delegated and assxgned to staff members. . *“The Hennepm County Study, after comptlmg :
' B ;mformatlon from volunteers and probatlon of- -
ficers (on a number of questions concerning the. - .
~adequacy of supervrsron) drew.’. the: followmg o

,',the pre.‘:anon.staff mvolved in the srudy feel
re: 'fa_dequately prepared fo superwse

l) “80% felt that they dld not com




_teers. (3) 68% felt ‘they didn’t totally under-

B dmonal trammg to adeouately supervrse volun-

; ,stand how. to fill out volunteer request. forms,
and (4) 73% felt they could use some training in

: glvmg volunteers mformatron on commumty re-

~-sources.
“‘Conclusion II. —-A relatrver Iarge percentage

" of the probation staff involved:in the study are

‘not adequately carrying out thezr role working -

Cew 214

with“volunteers. "The followmg questronnalre

-d

- findings support thrs‘conc{luston (1) 75% had
-no direct contact with voluntéers during the last

month. (2) Only 11% participated: in goal set-

ting with” each volunteer concerning the pro-
bationer. - (3) Only 33% -had discussed volun-:

o

teer’s function as a ‘‘team’’ member. (4) None -

of the probation staff had strongly encouraged
‘their volunteers to participate in in-service train-
ing during the past month . . .
problems concerning client or supervisor were

(5) 48% felt that’

- not discussed candidly. (6) 495 felt they had not -

- ‘teceived adequate feedback ‘concerning their

‘ ‘performance. (7) 75% felt that the supervisor -

did not adequately participate in joint goal set-
ting. (8) 78%. felt their supervisor had never dis-
cussed their function as a ‘““team’’ member.*
Based on the above findings, it is apparent that any

g

-, serious volunteer program should have a staff train- .
ing commrtment equal to its volunteer training

: ‘commitment.

“‘The problems of staff resistance, hrgh volun- -

teer drop out rates, and volunteer discourage-

.ment are directly related.to the type and quahty;‘v'

of supervision the volunteer receives. Many pro-

-fessionals working in a direct service capacrty do-

- not understand or have skills in the area of -
-supervision. Partlcularly, professronals are de-

'f1c1ent in assuming the role of a ‘supervisor, act- - -

“ing as a teacher and consultant, and in movng =

~.the: volunteer ‘through. the process of ‘job clari-

* fication and ob)ecnve-settmg and in' bemg able g

>,candrdly to’ evaluate

- per-
' formance.®"

the volunteers

" Before volunteers are mtroduced mto an agency,rr*?

steps ‘should -be - taken to insure “that  staff “are

~equipped with the skills’ -to-work with and/or super-‘

N ,vrde volunteers wrth gurdance adtrectlon, trammg and

- visethem (dependmg on  what ‘the - staff-volunteer
. relationships will be). Staff should be trained to pro-

jworkers do not necessarrly make good supervrsors
“This’ should not -be: surpnsmg giveri, the nurmerot

'_ examples of good direct’’ service workers (probatlon S
offrcers, child care workers, mtake staff, parole .
agents, group. counselors, etc.): who have assumied. " @

supervisory. positions wrthout havmg the" requlred,ﬁ
~ skills, This situation resulted in° poor performance in
their new positions. Where volunteer programs: are.
already in existence but no supervision training has - -

“been provnded to staff, such mstructron should be a
prronty
It is 1mportant to note that volunteers need and

want guidance in doing their- work. They want to . .
. grow and i improve their skills and performance. Just' :

as paid . staff; volunteers need reassurance and

positive | remforcement They want to have their per=
_formance evaluated and to be assrsted in areas where

1mprovement may be necessary.. L

To provide these services to volunteers 1t is recom-

mended that, at a minimum, supervision trarmng for . 2

staff should include the following:
¢ Job  clarification and objectlve-settmg

volunteer clearly understand the ]ob to: be per-

In-
struction in these procedures w1ll'help lttsure S
that both the supervising staff member and

formed ‘and how to do it. This process will = :

ing:.

minimize potentral problem areas by clanfy-»

~® The volunteers specrflc duties, responsrblhtles,, L

and authority in performing their tasks.

- The responstbrlrty of volunteers toattend in-
* service trammg sessrons staff meetmgs, specral'; ‘

trammg SCSSlOl’lS etc

should meet and what is to be dlscussed

‘instruments. :
. How to evaluate performance

“assistin upgradmg the skills of volunteers. .
One srgmflcant aspect of. volunteer-worker-super-

;;.vrsor relatlonshrps often overloo ‘ed is ‘the. ‘volun-
“teer’s contrrbutron to the jOb bemg done by the pard:?

: “,worker or supervrsor “The receptive. workeior: super-

- “visor can learn much from volunteers. ‘Often volun-

& teers drscover mform tton or- have msrghts and skrlls

‘* How often the volunteer-and hrs supervrsor-'ﬂ_" -

9 The responsrbulty of volunteers to complete"«_ - g
necessary - report forms and data gathermg:"* S

N _*-How to serve as a consultant and teacher and ;




threatenmg to staff

fways that workers or supervxsors mlght do the1r own
jobs. To make thls possxble, the agency climate

hould be such that' volunteer suggestlons are not

"NOTES

Dnrccl servicc staff refers to the agenLy worker who has direct conlau vnlh the chcnl
i€y dependmg upon the agency or nit wnhm an agency. it would be the probation of-
 ficer, chlld care worker, ‘parole officer,.etc.

*National* Advisory’ Commission. on Cnmmal Justice Slandnvds and Goals, Cor-
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. CHAPTER VL.

Where volunteer programs are contemplated or are
in existence, the issues of volunteer recruitment,
screening, orientation, training, and assignment
occupy great importaiice 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:
e Can we recruit volunteers to perform a certam »

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 clrents 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 possrble mistakes.)
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 utlhze volun-
teers talents, :

It is. the opinion of the authors that in some in-

. stances these questions and concerns indicate staff re- .
srstance to the use of volunteers, and reflect a lack of

support and corfimitment to the volunteer program.

In these srtuatrons, for example, it is not uncommon
“to find that criteria for the recruitment, screening,

'orlentatron training, and assrgnment of volunteers

" are more rigid and strmgent than the criteria for pro-
’fessronal staff. Often these rigid criteria and the use
“of devices such "as psychologlcal tests, ‘written

: ,exammatrons, book reports, etc are nothrng more -

than obstacles desrgned to screen out volunteer apph- i

'fbatron k Department s
udeveloped an orrentanon program whrch takes place SE

RECRUITMENT

.
s

~ 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 apply the very same

procedures to the recruitment, screening, orienta- -

tion, and- assignment of volunteers. In fact, it would

be better if juvenile justice agencies desrgned their -

volunteer . recruitment programs to attract and
‘‘screen-in’’, ' not “‘screen-out’’, volunteers. - Pro-
grams and service needs are sufficiently varied to
provide volunteer opportumtres for almost anyone
willing to give the time.

It is importani ito remember that 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 volunteer-,
applicants who would have to be rejected as totallyw

unacceptable is quite small.

In essence, the 1ssues of volunteer recrurtment‘
screening, - orientation,
shouid be seen as a continuous process leading tothe .
effective utilization of volunteers in some capacrty

The capacity may be a direct service function; such as o

a one-to-one relatronslnp with a client, or an ‘indirect

service: functron such as helping a program:: ad- :
_The

ministrator plan the expansion of “services.
nature of the volunteer § intended-job should dictate

how. an admrmstrator approaches the tasks of =

recrultment .orlentatron trammg, andv 4

sc.reemng,
assrgnment N

Since these tasks are part of a contmuous process E S
it follows that separate parts of the process may pers .
'form multrple functions, For: example, orientation - . . .
sessions can, in part ‘beused.asa screening devrce, or : e
- volunteer supervision could be utrhzed for m-servrce e

trammg purposes.. -

- The Marcopa County (Phoemx, Anzona) pm_

Volunteer: . Program "has

“training - and assignment '~




Vover three consecutrve evemngs This program brmgs
" the volunteers together ina group setting to:

¢ Inform them about the juvenile court system

. Famlllarrze them with probation services;

e Make them aware of the types of ]obs
avarlable for volunteers;

e Describe to them, in a general fashion, the
juveniles served by the Department; and
Increase their awareness of “the  elements
1mportant in estabhshmg a helping relation-
ship.

This type of orientation accomphshes several func-
trons Since it is held on three consecutive evenings, it
serves as a Selection process to help identify those

. volunteers who are truly interested and committed to

workmg in the court settmg. In some instances, a few

-volunteers will “‘de-seléct’’ themselves from the pro-

gram after one or two evenings 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.

It 'would 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 1mpacts on other steps, erther enhancmg

: or detracting-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

_ ivolunteers program

- A " G/enerallzed'neemitment Efforts

Generallzed recrumng for the volunteer proram

. consists of - recrumng on a mass basis through bro-
'fi,,chures and literature, speeches, public service an-
- :nouncements on radio and TV, advertising in news-

V _papers, and’ by word of mouth, These efforts are. -

o almed atthe broadest possible public audience.

But even though the mass medla lS employed and

e T

efforts are geared to a large audience,, the content of

' cific and includes m)formatlon about volunteers’ re--

these recruitment efforts should be specific and pur-

poseful. In addition to the guldelmes for recruitment
outlined in Paragraph C., General Prmcrples of
Volunteer Recruttmg, the followmg tips are recom-
mended for recruitment presentation:

LE nghhght the important contribution volun-

teers can make in upgrading and expandmg
. services.
e Highlight the full range of avallable volunteer
opportunities. Y
¢ Empliasize the various agency resources favarl-

able to assist “volunteers and stress that they .

will be included as part of a team effort.
Though aimed at a wide audience;: generallzed re-
cruitment efforts should be self-selective by desrgn If
the message communricated.about the program is spe-

quirements .and expectatrons, then only those who
feel they can meet the obligations and commltments
will respond. '

The efforts of the Volunteer Services of Kalama—'

-zoo County Probate Court J uvenile Division offer an

example of good. generalized recruitment. Volunteer
Services, Volusntary Action Center, and four other

agencies organized a labor recruitment drive that fo- _

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- i
teers and ways they could help recruit volunteers

from their own ranks. The company *‘recruits’* also
received training on the goals and objectives of the
various -participating ‘agencies.
served as a basis for the recruitment effort 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 their respectlve ccmpanies. The friends

“and colleagues, in- turn, recruited still others to
,volunteer

B. Goal Oriented Recruiting - .

When l'urmg staff,
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 specrflc tasks. -

It follows that recrurtment efforts should be a.med at

This information.

‘the program administrator

(YRS
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* that portion of the community with an interest in the

program and the ability to perform the tasks..

- If agency staff have done an effective job in defin-
ing objectives and 1dent1fymg the types of skills re-
quired to achieve these objectives, recriiiting: efforts

“can then be focused and goal-directed. This process

can also provide clues as to where one. mlght look for
volunteers with the needed skills.

_For example, one program objective might be to

screen all youth admitted to a state training school
for special learning disability problems: Efforts to re-

‘ -.cruit volunteers for that program could focus on cur-

rent and former teachers with specialized training
and experience in learning disability problems, rather

-than recruiting individuals merely ‘‘interested” in the

program. and then havmg to prov1de specrahzed

“training for them

C. General Principles of Volunteer Recruiting

" Regardless of the task or function volunteers are
trying to perform, there are at least three general
guidelines program administrators should follow in
their recruitment efforts:

1. Do not recruit more volunteers than you can
use. Many agencies with volunteer programs have
long lists of volunteers waiting to be ‘placed and/or
re-assigned. Sometimes volunteers must wait from
two to six months before being assigned to work. In
such cases volunteers may become disappointed - -and

disillusioned, feeling, perhaps that they are not really

neéded or important.

2. Maintain honesty ahd integrity -in recmttment ‘

efforts. Be careful to explain the exact nature and
scope of the agency’s volunteer program and 1dent1fy

-only those areas where. addmonal volunteers are.
needed. Do not make commrtments which cannot be
: met Volunteers are qulck 10 drscover the truth:

-3. Sound recruitment: practrces should be used as
screening devices. Potennal volunteers should be ac-

- curately informed of: :
~® The agency and its phllosophy about ns gen—

*eral and volunteer programs;
¢ The agency’s rationale for using volunteers; ’
# The agency s expectatlons of volunteers;-
. ® What volunteers can expect of the agency; .
‘& The minimum amount of time they will be ex-

: pected to devote and for how long; and.

. The kind of - screermg‘ trammg, and supervr-,f

-sion they wrll be given.

Thr mformauon will help screen out, volunteers :

who are not mterested who do not wrsh to meet the
)

~agency’s expectatlons, or who srmply do not frll the !

- child, advocacy programs ‘
“oriented, and trained, these mdrvrduals may prove to";,;

/be: hrghly skrlled in rmplementmg change in pubhc SO-
- cial policy. = :
g “The followmg example ;rllustrates recrurtment ef-‘

requrrcments

' D. Recrultment Efiorts Ior Commumw.cg“.; .
vtered and Chlld Advocacy Services g

Commumty-centered and chlld-advocacy servrces‘
are a systems-focus approach to voluntéerism, The'

“main thrust of such volunteer programs. is to mom-,‘

tor, evaluate, and assist in upgrading and coordinat-
ing existing service delivery systems, in the communi- -
ty. (Refer to Chapter III, paragraph C, “Syst,e_ms ,

Monitoring and.Advocacy’’ for a more detailed de- -~ 3

scription,) This is a relatively new and unexplored -
area in the field of juvenile justice volunteerism,

Volunteers working in this area will not be in--
volved in the delivery of direct client services or in-

direct agency-centered services. Instead, volunteers - -

will be called upon to investigate the adequacy, effr-

ciency and quality of services dnd how they are de- .
~ livered. They will be asked to identify where services
needed to be developed, expanded or improved. Ob-

vicusly, recruitment efforts should be focused to-
ward individuals with special interests and skills.

. Because of the nature of communrty»centered and
child advocacy services, it is anticipated that most

volunteer efforts in this field will be under the aus- -

pices of private, non-profit agencres, citizen coalmon;“
groups, and independent associations. B
Recently, many civic and community service or—~ »

ganizations have directed their attention to the study

of the juvenile justice system. These types of or-

ganizations are an-excellent potential source for child . =+
~.advocacy and commumty-centered service ‘volun- ‘
‘teers. - Such organizations include: “The  Jumior "
League, The National Council of Jewish Women, the
~ League of Women Voters, the AFL-CIO, the Cham— .

ber of Commerce, and others i in addition to’ the many-

citizens “watchdog” ’momtormg programs in ‘the
field of adult and Juvemle corrections that have de— o
veloped in recent years. These groups have ‘experi- S
ence in momtormg programs and are an excellent
- source for ‘'volunteers. Legal aid, pubhc defender and FE
other attorney-based associations are. concerned with
]uvemle ]ustlce issues and’ ‘should definitely be m-g‘,"r
~cluded in recruitment plans. Fmally, many’ mterested i
‘and informed crtrzens want to involve themselves in.c
Properly recrurted N




s

" association was formed and a meeting was called to-
discuss the problem. Efforts 'weré made to involve
- "parents of the children affected, representatives of
" the Parent-Teachers Association,
.'Women -Voters, businessmen’s associations, repre-

;forts and techmques utrhzed on behalf of chrld ad- :
‘Vocacy and commumty-centered services. - '

- A'medium-sized southern city had little or no exist-
ing communication or coordination among agencies

& 'servmg youth. One of the agencies, the school board,

- decided - to 1mplement an -.experimental program

= gwhereby students in a certain area of the city would

~attend school on a year-round basis with scheduled

. three week breaks. Another community agency, the
park district, unaware of this decision, closed down

7 the swimming pools and recreation area durtr-g the
8 three-week vacation periods. :

.With'the help of a private agency, a neighborhood

the ' League of

_-sentatives from private social agencies, the school

~ ./ -board, and park district. A small representative sub-
j"commrttee was established to work with the school
-~ board and park district, and report back to the full
i gcommrttee with a recommended solution. The com-

. ""mrttee continued to meet on a monthly basis to dis-

- cuss issues, problems, and program plans of the vari-

ous agencres to prevent the recurrence” of srmrlar

ER ,problems

- E Recruitment of Volunteers tor CIrent-Cen-

P tered Services. -

S el

, The major responsrbrhty for coordinating and im-
3 .'plementatmg a recruitment plan for client-centered
~ service volunteers should be vested in the volunteer

... program drrector This does not- mean ‘that other

'k~"'agency staff should be excluded from the recruiting

g “process. ‘On the contrary, agency staff at all levels ‘ '
- should be actively involved in volunteer recruitment.
; Agency staff have many opportunities to come into

- . contact with the community. They should seize upon
‘ Athese opportumtles to drscuss the volunteer program

- ,sequently, all agency staff should be knowledgeable

- about the volunteer program and able to speak of op-
_-portunities for citizen mvolvement

=The volunteer program director must be creatrve

. :f-energetrc and aggressive (refer to Chapter V, para-

- graph C; “‘Skills Required 'of a Volunteer Program
f'.Admrmstrator”) ‘When meeting - the - public; he
S should attempt to interest-people in the agency pro-
‘?_gram and ‘motivate ‘them to. volunteer Also the .

: volunteer Program Admmlstrator must be com- - gamzatxon newsletters can be- valuable recrurtmg :

. NEWSpapers, -

pletely convmced of the program S merlts, ie., of the'

agency’s ability’ to’ deliver ‘quality services toits
clients and. the necessrty and desirability of involving -
- volunteers in thrs service delrvery This being ‘the

case, it will soon-become apparent that the quality of
the volunteer program itself is one of the most valua-
ble recruitment attractlons o :
c A well supervrsed program one whlch provrdes
volunteers with meaningful job opportumtres and

“ which has a constructive impact on its client popula-'
tion will, almost on its own, draw potential volun-
. 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 staff
and/or the volunteers themselves. Several program
directors visited during the preparation of this docu-
ment indicated that existing volunteers were their pri-
mary source for new volunteers. These individuals -
had developed a strong positive feeling toward ‘the
program, and felt the programs 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 significant, 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 responsrbrllty
for public information should fall to the volunteer
program director, agency administrator, supervisory

‘personnel, and paid staff who will be directly in-

volved: in the volunteer program. Depending upon, )
the objectives of the program, the initial volunteer re-
cruitment efforts could take the form of makmg dis-
plays atlocal meetings and conventions. - ¢
The print: media i is another very important resource
that a program director should utilize. This includes
brochures, pamphlets, . fliers, newsletters, .exhibits,

‘ advertrsements and news releases in local papers,

posters, and billboards. Visual displays can be de--
veloped that ‘are geared the general public.” When
properly utilized, they can be seen by a wide audi-
ence. However, if necessary, they may be targeted for

- certain groups; For instance, placing posters in parti-

cular community areas will be more: lrkely to attract

_the atténtion of speerflc persons Or groups.:

Specral interest publrcatrons, such ‘as company ;
umon magazmes, and  veterans’ or-




. "tools Because these perrodrcals serve specral mterest‘ N
_ groups and gear their edrtorral content specrfrcally 1o o
" those people, subscrrbers read them more thoroughly :

-"than they would more general publrcatrons such as
, dally newspapers Equally important, some of these

’ ‘pubhcatlons wrll mclude publrc service advertlse-‘_

s ments atno COSt HL e

Fmally, a volunteer program drrector can utllrze

radlo and TV. Public service. announcements, public

mterest Spots on .news programs panel discussions, ‘

FLAEL

i and call-m interview shows are but a few of the ways
" to reach, educate, and recruit a wide and divérse au-

‘dience. Again,’ ‘messages can be targeted for certain

audlences by :timing their presentatlon or through ‘

selective use of different stations.

o Therefore, .there are a variéty ‘of recrultment‘ '

methods - and techmques available. .The key issue;

" however, is decrdmg which methods to use and when,
SO that recruitment efforts can be effrcrent and ef-
fective. The problem is further complicated »by the

fact that most agency administrators, volunteer pro-

gram directors, juvenile court judges, institutional

- superintendents and dlrectors of private, non-profit
- agencies lack expertise in the frelds of pubhc relatrons :

~and advertising.

o Volunteers recrurted to. handle these chores in
some instances have successfully solved this problem
Specifically, public relations firms, advertising agen-
cies, and private corporations were contacted and
-asked to provide consultation and assistance in de-
veloping public information volunteer recruitment

efforts. In a few instances the advrce and consulta-
v.tron was provrded through the vehicle of an: advisory
. board while, on other occasrons, it was provnded on

‘an individual basis. -

Seekmg assistance in this manner has several dis-
: tmct advantages to both the agency and the. pubhc re-
~lations or; advertlsmg flrm mvolved .
"~ ®The agency, and partrcularly the volunteer

~.program, benefits . from the assistance of ex--

perts in the field of puhhc relations -and ad-

" vertising.. More often than ‘not, . the agency "

~_could not afford to pay.for these services.

* Public relations, . advertrsmg, and marketmg«

company executives may not have the time or

‘the mterest to volunteer in direct servrce areas o
However, they may ! see the opportumty to pro- j

v1de consultatron and assrstance in their area

- of specrahzatron as.a means of makmg an m-
’ ‘ the agency in:a way £

E that can accommodate therr trme constramts

» ‘ted to the concept of

» ‘best serve. the interest of the program, the volunteerf.
,aprogram director must . always keep utmost in his o
-mind the goals and objectives of the program (andof.

: dwrduals to be: matched ‘on a one to—one basrs w1th =

‘better services within the agency (whrch in time; in- =~
: -dlrectly improves the quahty of service to the chent :

o of the volunteer job dlctates the mdrvrdual or groupj

, jactrvmes, servingasa secretanal assrstant provrdmgi
-transportatron assisting in program evaluatton, etc.

"best reach’ mdrvrduals with those skrlls and interest
T--of talents, skills, and. expenence Although recrultmg’
: ,for these mdrvrduals should follow the same: gulde

lines outhned above, they may requtre nore plann

Most companies. and cor oratlons are commrt- . S nal
al sponslbrlrty and “agency

':-":r-are actrvely lookmg for areas m whrch they.ca
’contrrbute to the betterment. of the commu
—ty. They: are. partrcularly mterested in makmg,
: 'contrtbutrons of : corporate expertlse ‘and hu
man resources, as a'welcome change from the -
“continual requests for financial aid.. In fact,
somie:companies apprecrate bemg called upon
- and enthusrastrcally offer therr human re,_
‘sources.’ _
ln any event when decrdmg whrch med_ :

ould, '

the agency in which the program is housed). Recruit:
ment -efforts. should always -be related to specrfrc'_r
needs. If the program is just startmg and needs six in-:

,c.\

,bers If a program needs 50 volunteers‘ to provrde‘
recreational activities 'to juvemles, on an’ on-going; :
basis a better method of recruitment may ‘be through i
the print media or through personal and group- con- -
tacts of staff and other volunteers If a large number

" of volunteers are needed; electronic media may be = =
K -preferable In any case, agency goals and ob)ectwes_‘ s
" must first be designated, needed volunteer skills de-
‘termined, and then, the most approprrate recrurt- S

ment method selected

»

F. Recrultment ot Volunteers tor Agency Cen- J

Atered Services

‘e

Programs usmg volunteers prrmarrly to provrde‘

pose specral recrurtment problems Agam, the. nature}

methods for commumcatmg lf volunteers are,
needed to perform specrfrc tasks such. as; clerncalz,

recruitment methods’ should be used whrch would*

However, some agency. needs require - other kinds

and resourcefulness. Often hese effor . requrre per



’commumty P Ople,

_urtmg mdrvrduals o serve on. advrsory boards,l
' €s, specral plannmg and polrcy revrew com-

issions,. boards of directors,’ etc. ERR IRt

he :fselectron of persons to serve on, an advrsory

. _eples of advrsory boards (and task forces and commit-
- tees) with rll-defmed ‘purposes and few written gurde—
“ lines, whose members have. differing, sometimes con-

. flicting understandmgs of their role and the function
-~ and reSponsrbrhtres of the board. Often there is con- -
- fusion as to the agency staff member responsrble and

accountable to the board. -

An: example would be ::4

boar should ‘begin by clearly defmmg the board’s
le and: responsrbrlltres In essence, ‘the crrterra for.

selectmg advrsory board members should be based - ..
upon the purpose and hopes for that group.. Defrmng i
16 purpose for and responsibilities of the. advisory -
oard is also helpful from the volunteer s-point of - .
ew.: It gives the potentral volunteer a clear under-

g standmg of the obligations and commitments neces-
sary for board membership. To many, what has just -
been described may be little more than common sense -
.. or elementary However, there are NUIMErous exam-..;’

A case in point is the Juvenile Detentron Advrsory '
- Committee formed by a ‘Department of Corrections
~in one of the larger more populous states.. After =
" three: rmtral ‘meetings characterized by generalized

~ discussions of the ‘‘detention problem”’ in the state,
drffermg perceptrons emerged regarding the purpose -

- for the group, ‘Also, the Committee’s composition . -

. was contmuously changmg At various times, the De-
: ,partment had as many as six staff members present

' durmg meetmgs It.was unclear who was. responsrble ,

bers

" They also requested information concerning the’

' ‘staff member or members with primary responsrbrlrty

en barrassment

for liaison with the committee, and some staff actu- .
;'-"‘»ally envrsroned themselves as advrsory board mem- -

: The group rmmedrately SOught a written clanfrca- L
: _tron from the ‘Department Director as to the advisory
* board’s precise purpose, scope, and responsrbrhtres ‘

strtuency served bys the agency, or to work on fund-i',f, ;

aising acttvrtres. In-any event, the agency is lookmg:‘ :

* for an individual who is accountable and hasthetime -
‘and mclmatron to work hard on an: admrmstratrve‘

and polrcy advrsory level : : e
‘Some: mdrvrduals -may be. chosen because of the‘ i

fneed for assistance in developing fmancral resources. . -
,They may be recruited because of their potentxal for

making substantial contributions to help support’ the
agency, and/or because, through their contacts,.they
can.influence others to donate money and assrst in

v fund-rarsmg efforts and in developing resources. .

Still other individuals are chosen for their- specral' ‘
expertise, because théy represent consumer groups or
a needed constituency pomt of view, or because they

‘are.experts in the agency’s field of Operatron ‘or have
- specialized talents needed by the agency, e.g., .ad-

ministration, program evaluation, finance, person- - -
nel, medicine, tax, law, etc. These people can givead- =

.vice on how .to.resolve significant problems and up-.. . -

grade services. They can serve as valuable resources
when the agency drrector encounters unfamllrar
situations.

Obviously, advrsory boards or commrttees can
serve many functions. There exists a large variety of
individuals with differing interests and skills who can’
effectively serve on them.“The following is a list of

‘advisory board possibilities:

® General Agency Advisory Board (Program
-and Administration). K
® General Program Advrsory Board (concerned‘
‘with all agency programs, excludmg admmrs-

. trative adtivities).

e Individual Program Advisory Board (con- -
_-cerned-with specific programs, e.g., proba--
tion, detentron, -aftercare, intake, group
homes orstate or local mstrtutro,nal care)

- » Police development o R

e Capltal rmprovements. T

;7 tad - R I i de

-~ board’s composition and intended *‘life span,’” the -

for lrarson and’ drrectron, and what the committee
COuld expect in the:way of staff services. Before these

issues were finally resolved, much time and effort '
.was, Z_asted and the Department suffered unnecessary R

f'dual‘ may be chosen to serve on an ad- e
‘simply- because he has the trme, ,energy Y
nd abrlrty‘needed by the agency. This indivdual -
T y_be‘s}, ught after to serve on various sub-comr\mt- S
ees of the board; to represent the agency to the com- :
mur ty, to serve as a spokesperson for the clrent con-'

. Budget and fmance
# Food service,
.o Educational programmmgs
) Legislation. o
- ® Federal and private foundatron grants
e Public relatrons and public education. "
. Public-private agency relationships. :
L Affrrmatrve actron and mmorrty staff recrurt-
ment. :
e Personnel.:
¢ Medical servrces. '
. Program evaluation and research
. * Employment. 3 BT
ln a speech grven in Chrcago Illmors, in August




. -;sense of commumty

. capable- volunteers To

- are college educated and upper income types—

~+;specialized, - pmpomted ‘communications: . are: -

- is the back-up person? He or she is the reSo‘urce ~
" person,
- harnessmg the energies and skills-of the back-up,‘ -

SN 1975 Mlke Cheatham outlmed a companion set of

b lnvolvement objectrves that' should be. consrdered;

: ‘when: recrurtmg volunteers' mvolve ‘the newcomer,g

Vi mvolve the’ back-up person, and mvolve the account-" ;

able person. He wenton tosay: . * -

L .Author Vance Packard, in A Natron of Strang

< ers, tells us that almost half of all Amerrcansff' ‘

move every two’ years. The newcomer has a'Hiasic
‘human need: your orgamzatron :can “help _fill;

. oif you can ‘identify these

. and succeed in motrvatmg them -

to action soon enough after relocation .

~may have .inspired .

reach these transrents——-a large body" of whom. .-

.you -

essential (reaching realtors, for instance). Who

the : possessor of a hard  skill -

people can bring you some superb talent; In ac-

- counting, in legal counsel, miarketing and sales, .
~ personnel- selection.
-countable individual .

‘“‘Finally, involve the ac-

.“.'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-

v Although there are’ specral consrderatrons an B

nity 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 systematrzmg that

function.?

. agency director must take into account when recruit-
- ing volunteers to serve on advisory ‘boards and com-

mittees, the process is not entirely different from the -

recruitment process for other kinds of direct service

‘volunteers As a matter of fact, the two recruitment
‘efforts often can be combmed The Partners Pro-
©oogram in Denver, Colorado, provrdes a umque rllus-' '

tratron of thrs

‘In their “managing: partnershrp effort 733 staff
.- member representmg ‘the agency: approaches a local

company ‘with-a package of inter-related requests

~and: ‘benefits. ‘For'instance, the Partners staff may -
~ask for a srgmflcant monetary contrrbunon to the "
" program;: srgmfrcant in that the company mlght be
. ,asked to underwrrte the salary for one program staff :

; posmon for a year.vT is is m contrast to t e compan '
‘:grvmg a small contrrbutlon to several agencnes in the
commumty '

. sition on: their Board of Dtrectors for the. highest

evel person that can be spared by the. compan“ . ,The
advantage to the company is that they Haveinpu and fi
- some: control ‘over :how the agency utilizes “their

their efforts and hold the agency accountable. On the

“ners Program were not and are not drfferent than the’

-t trators were mnovatn'ye because they recogmzed a Ie-:
“source that could ‘meet all therr needs and: success-"}

o phasrzed the benefrts to the agency, the compames
: and the commumty

,,Speech given before the |975 Welt‘are Pu i
; “lmons May. 1975),. pp 6.8, i

g lm.‘ (Denver, Colo

“If the company agrees, Partners wrll open ‘a.p

money. They can also.observe. frrsthand the results of». t C

other hand, the agency benefits from the talent, B
leadershlp, and knowledge contributed by thls hrgh
level company executive of staffer.

In conjunction, Partners-also requests the: oppor- :
tunity to organize and recruit company employees as o
voltinteers to. provrde direct services for the: agency. «. A :
This may mean holdmg recruitment’ sessrons in the -
factory or training company employees to recrurt
others for the agency. Overall, it means a very in- -
tense,. concentrated effort to make.company peison-

S

-nel -aware-of the Partners Project and to enlist their- - -

aid by asking them to volunteer asa partner wrth a~:
youngster in the community. S e
Obvrously, this provides a vast: resource of poten- g
tial volunteers for the Partners Program. However, - .
companies are also very conscious of therr roleinthe = °
community and are concerned about corporate soclal ,
responsibility.. Partners: provides: them, with an easy IR
way to get involved ina commumty effort wrth asig- e "
nificant impact on a major socral problem, i, €. jue
venile delmquency ‘ DT
It is easy to see that thls umque program srgmf-, el
icantly benefits both Partners and the. compames*? ;
who elect to become mvolved The needs of the Part-

needs of most: volunteer programs around the .coun-*
try. They all requrre dlrect service’ volunteers, leade -
ship, -and ‘money. The Partners: Program admrms-

fuily - “packaged” a: recrurtment effort* that em= .

- e

NOTES

: Ivan H. Sche|er and Judnh Lake Berry. Gmdelmes and Slandard.r j‘or lhe Use oj :
Volunteers in Corm:uonal Froxmms (Washmgton, D.C. Government Pnnlmg orr ce, S

: l972). P. 63

Mpff iy A Mnnngmg Parlnelshlp
house publlcano of Plrmers, lnc

February, 1975). .



) er ' ‘specral recrurtment concerns and issues.

they are; - B
e Mmorrty groups e
e The economrcally dlsadvantaged
_® Ex-offenders (adults and ]uvemles)
~ ®-Youth(in general)
- Clients of the juvemle Justrce system
~® Senior citizens.

stances, males or females 2

o »umque contrrbutrons as volunteers Each- offers a
R needed and’ somewhat different perspective.’ “Some
¢ can provrde a srgmﬁcant link to, and possibly have

- more vulnerable to the effects of crime and who
= represent hrgh crime rrsks All are potentlal sources
- -of additional volunteer manpower.

these issues as specral recrurtment “problems »

= Each of these issues and concerns, if handled prop-
‘*’program admrmstrator ‘must keep uppermost in his

‘Vand t'he ultlmate 1mpact program decrsrons wrll have
ipon the chent S

HAPTER;{VII SPECIAL RECRUITMENT CONCERN
AND ISSUES

Program admrmstrators should be aware of sev- -
o They re-
late to certain groups of people often overlooked or -
o sometrmes ehmmated from consrderatron as signif-
"'f"rcant sources of volunteer manpOWer Specrfrcally,

e,' Dependmg upon ‘the" program or crrcum— k

Each of these groups can make rmportant and »
an rmpact on those in the general population who are -

:In the past volunteer literature has referred to

Vrewmg ‘these issues as problems causes. one to ap- -
proach. them w1th a negatrve outlook or attitude.

“erly, can enhance a’program and its operation. The

;.r)mmd the needs of the: clrents served by the agency. - -

: A Recrultment of Minorities andIor the Eco-fg:’ 4

ST o . s o
The followmg gurdelmes should be followed when
pIannmg the recruitment of members of mmorlty and
low income groups~ T k
i. Involve representatrves of mmorrtres and low
- income groups in the planning; development

-and implementation of volunteer recruitment

+ efforts. - Programs . that have tried. thrs ap-
. proach have found in invaluable in-terms of

developmg relevant and effectlve recrurtment - _‘ e

. measures.
In one: mstance, a Juvemle probatron department

‘ ‘worked in cooperation with agencies and organiza-- -

tions oriented to minority/low income groiips, The

‘probation department provided techmcal assistance -
to the agencies which, in turn, recruited, screened,
oriented, trained, and assisted in the assignment of =
“volunteers. The credrbrhty of the commumty-based o

agencies, - coupled : with - ‘back-up support from:.the

‘ probatron department helped make the recrultment e

efforts a major success. ‘
e Develop an affrrmatrve Actron Program for
the volunteer recruitment effort and incorpor-
.ate it into the Affirmative Actlon Program of

o the- agency. The program should be compre- .

hensive and contain specrfic goals, obJectlves,‘ o

"and action steps to be followed. " '

‘» Make allowances for the economrcally drsad-- 3 5

-vantaged and low income: persons: with- fixed -

- .come| volunteers for expenses such as mileage, . S

-makf\ monies: avallable to relmburse low-in-

“meals, transportation, out-of-pocket expendr-'

s tures,’( etc. Wherever. possrble, seek the assis- =

Z:tance/of other agencies concerned with volun-.
o iteerrsm For: example, the Retlred Senior

, '.rermburses 1ts'volunteers expenses to make
P jvolunteenngp icable for them.: p
.. ® Review,.on a : ,

'f'f”:,'low income recruitment efforts Revise and,; s

sources of i mcome If possrble, agencies. should’ "

: _Volunteer Program (RSVP) isagood potentral e
‘source. .of  senior citizen-: volunteers RSVP" ~

odrc basis, all- mrnorrty and




= ence and knowledge in_diverse frelds of pursutt L
g Volunteer programs geared to: provrde clrent servrces
and agencres ‘of all varieties ‘would be dreadfully re-
rmrss if: they did not make concerted efforts to attract e

and utrhze this talent

-For example, when volunteers frrst became m—
, volved in-the court system in: Royal -Oak, Mrchtgan ~
the active recrurtment ‘of senior- crtrzens was: one. of -

- the major reasons for the program s success. Retrred

lawyers and judges work as referees in several ju--

“veniles courts (such as Marrcopa County, Arrzona)

Many people approachmg retrrement are. lookmg :

for productrve volunteer opportumtres They reahze
- that a. change from full-trme employment 10 retire-
~- ment will create a major life re-direction problem
,Therefore, one effective way to.attract retirees 1s by
contacting large compames Many corporations pro-

vide counselmg programs to employees nearing re- ..

'trrement A volunteer: program or agency mvolved in

- this counseling series would have an excellént oppor- -

- tumty totap a valuable future personnel pool
- Some compames and ‘their-employees are -willing
and eager to participate in ‘‘loaned executive’’ pro-

" grams.. Many of these executwes, .once -recruited,

‘could offer years of useful volunteer services (even
+ after retrrement from their compames) for the agency
‘wise enough to recruit them,. - :

~Retirement communities and semor crtrzen resrden-
. tial developments also representa huge concentratron

~.-of potential uolunteers But many.: senior. crtlzens in

- these commumtres live on frxed :incomes. ‘According-

‘ : “ly,. Speclal provisions should be made to help these 3
S volunteers by rermbursmg them: for. rtems such as b
transportatron meals, and out-of-pocket program’ -

' expenses

: C Equal Opportunity Recrultment

Sl It is estrmated that between'May 1973 and.Apnl

1974, 21,712,000 females (26% of the total u.s. fe-
S _male populatron) ‘were engaged in’ some -type of
e ;volunteer actrvrty ‘This" means that approxtmately ‘

~ one womian in four is 1nvolved in voluntee wo k‘(as

- .-f_the volunteers in Juvemle correctronal mstrtuttonsl e
_female as opposed t0.37 % male On: the other hand;, o
~;83% ‘of the volunteers in ‘adult correctronal institu- - -

' r_'.vemle justice system are fémale (with the reverse be- Sl
mg true in the adult system) These ' i

- work' wrth adult male crrmmals but a female vo un- -

: Justrce chents The hrgh proportrcn “of females in
’stereotyped thmkrng ‘of - program- admrmstrators,

-composition ‘of their pard and ‘volunteer staff. For.

tions are male as. opposed to 17% female 3 Thus, rt_f
appears that the majorrty of volunteers m the ju- -

teer can approprrately meet the needs of, Juvemles by

effectrve m workmg w1th both Juvemles'and adultf

many volunteer programs in the Juvemle Justrce Sy
tem does not necessanly reflect the needs of the cl
ents. Moreé often, ‘this arrangement stems from the

whose recrurtment practrces are subtly desrgned to‘
“screen m” women. - i
- Agency’ admrmstrators should also eompare the o

example, recrurtment efforts whrch encourage a hrgh e
proportion of women to volunteer ‘while hmng men -
for pard posrtrons in the agency tend torelegate wom- - °
en to an inferior status and may be considered dis-
crrmmatory Obvrously, this type of‘n ’Situati’orr',




appropnately handle 1ssues requlrmg strrct,‘c nfiden-
t:ahty O
Fortunately these fears and reservatlon, ,are grad- e
ually grvmg way The 1dea is now emergmg that juve- -
- niles’ have an 1mportant contnbutlon to- make, and
that with appropnate trammg, superv1s1on, and gmd- Sl
ance, they can: provnde meanmgful servnces ‘Pro--
, m, -an. - ol grams such as Direction Sports, Inc., Los: Angeles‘

"whom recrumng efforts could be dtrected is the pa1d County, California, have utxhzed youth volunteers as oo
- staff.of the -agency itself. Thrs is partrcularly true for coaches for other Juvemles, assngnmg 13-and 14-year - -
- large community and state agencies. There is much :f olds to coach a team of six-year olds. Similarly, edu-

" talent within an agency that COUld be tapped for - cational systems have utilized older youth as volun-
,volunteer servrce i teers to tutor younger students. As- for confidential-
" There are’ many advantages to thlS arrangement ' ity, there is every reason to believe that where proper-
- Staff members inay gain increased understanding of -~ ly trained and supervised, juveniles can and will .
- and feel a deeper commitment to agency goals and ~handle information concerning clients in a-trust-.
~ objectives. In addition, ‘the agency can learn more worthy manner. [n at least one instance, although RE
-, .» about the occupatlonal skxlls of its. employees Inthe - they were pald Juvemle ex-offenders worked with .,
. Hennepm County ‘Voluntesr Progran, clencal staff © " youth released from state trammg schools to after- - -
- - volunteered " to" provnde du'ect services. to Juvemle care programs. Not only did they provtde to'be effec- -

. court’ clients. The Mancopa County Juvemle Court - - tive workers, but not once was confldentlahty v1o-1
a2 :Volunteer Program m Phoemx, Arizona, - provrded © lated. '

s opportunities for paid agency staff to serve-as volun- The Juvenlle Justlce systemn must recogmze the .po-
- teers, working on a one-to-one basis with juvenile ' -~ tential value of young people as volunteers. *They

- -probationers. Other prograins have also allowed paid should be involved at all program levels and assist in
- staff members to test their service mterest and skills prowdmg both dlrect and mdlrect servlces '
through volunteer activities. In ‘some cases- these :
g volunteer experiences have opened new career oppor- :

o umtles that mrght otherwxse have gone unfulfllled F Juvenile Justice Clients as Volunteers

R U e Juvemle jUSthC admlmstrators should also make L i
o ‘,E Recrultmem of Youth B AR ‘every effort to mvolve clients of the system (i.e. pro-
: o ‘ batroners, group ‘home resndents, ‘parolees, Xand' o

e Another group of potentral volunteers generally young people commltted to state Juvemle correctxon-f
i overlooked is youth, Only recently has the need been al factlmes) as volunteers ey
. ‘;.recosmzed to_involve young people in the planning It is generally understood that people denve saus- Enr
- and operation: Of Juvemle JUSthC programs. Federal faction and personal benefits from helping others. In
g S, y fact, sonie of the more sticcessful Juvemle correctxons'; S
treatment programs (e. g" gurded group mteractxon), '
~are based on the concepts of carmg, showmg,con- g
cern, “and. bemg helpful to others For this ,reason,jf b
T and because it'is 1mportant to. have the perspective of o
consumers of Juvemle justice system services when = -
plannmg programs: and makmg declsnons; clrents' ,
must - be: involved -as  volunteers.: -Juvenile" Justlceg
‘ j clrents can serve on -advisory boards, assist in pro- -
© gram’ momtormg ‘and: evaluanon, help in program»‘ o
planmng, .and provide tutoring and counselmg serv- i
‘ onlyafew of the ways they can be mvolve i

, 'rdehberately ex—u
the: juvenile Jus-v




% )ustrce chents:' il

o consrdered part of the agency volunteer program

G.. ExOﬂenders, ‘Adult:

- 'o

: as Volunteers

Ex-offenders and 'current chents of the adult 'coré

‘rections system. provrde a rrch source of potentral'

- volunteer manpower. “Many' volunteer programs have
, ’recogmzed this resource and’ capltalrzed on theirin-
| terest, availability and talent. Recruitment, screen-
ing, training, and orientation for current clrents and
ex-offenders ‘should be the ‘same ‘as for any Other
' potenttal volunteer The volunteer program should
S (o] drscrrmmate agamst ex-offenders ‘and current
- clients.” Lo n
"The State of Florrda currently uses adult mmates

. as child care workers in-detention centers. Thrs pro-

gram has operated for qurte some time and is vrewed

by Florrda officials as very successful, In another ex-
ample - the  Asklepieion Therapeutrc Commumty,
~ founded at the Federal Penitentiary in Marion, Illr-

“'nois; allowed interested mmates to. study transaction-

training’ in transactlonal analysrs at therr mstrtutron

- and other. mstrtutlons to which they were transferred B
' 'Upon release, some volunteered to-assist’ in develop-
: j,mg transactxonal analysrs programs in ]uvemle or~.

' 3uvenrle correctrons volunteer programs ‘have utlhzed‘

e ;ex- offenders to orient and train new volunteers:

: volunteer workers is-a long—standmg myth ”'T ter

‘velopment ofa volunteer program_.usually mcreases

“rather than decreases, the number and vrsrbrlrty of
Probatloners and e
:Parolees, and Current Crlmlnal Justlce Cllents ~

: staff job.in nature from strrctly drrect servrce ‘1o

- volunteers can also offer paid staff members the -

‘roles. For these reasons, union- .members. should sup-
- port’ mcreased use of volunteers -Also; as taxpayers,
*. unions should endorse the econcmies -achieved

_ices.

~ -grams. It is not unusual, and often desrrable, for a
" volunteer program to go to a unjon durmg the re-
“cruitment ‘effort. Union members serving -as:volun-

: about volunteer programs
cal analysis.. Partrcrpants in “this " project provrded{ . . .

_;I Agency Polley[ﬂ ];egarding lelng" of Volun-
‘v_teers ' '

e The Juvemle justice system canno longer afford to
L ;srmply give lip ‘service to the belief that 1ndrvrduals'?
“‘whothave ‘been.in the criminal justice system can re-
. turn and adapt successfully to the community. Ag-
SR gressrve efforts must be made to mvolved ex-offend-~

o «lreu of other court ordered restrrc-' e
““tions and- sanctrons These are cases where thej Juve- o
- 'nilé court Judge of referee will ‘give a uvemle the:
Co ‘opportumty to “volunteer” his or “Ther services, usual- /ol
g ly for a public service program, rather than be placed_, “ work."
on probatlon, commrtted to a trammg school - (VA
“The authors do-not believe such programs are volun-j'
tary. A “volunteer” effort that results from a dts-_
. . positional alternative, no matter how valuable itmay -
% beto the juvenile and the commumty, should not be.

no evidence to suggest that volunteers put peop
of work In fact, volunteer programs hav *"ofte =
proved the: nature “of certain’ pard posrtlons The de-

pald posrtrons in:an agency by makmg the publ
more aware of the-agency and its objectl
Generally, the addition of volunteers changes the:

supervisory and/or. quasr-admmrstratrve Tradmon-:_ ;
ally, these changes can justify higher pay. Theuseof

opportunity- for more varied and satisfying work

through more effectrve and accountable agency serg =

Beginning rmmedrately, program admrmstrators’
should place a high priority on evaluatmg' hé rela- - -
tronshrp between union ‘interest and- volunteer -

“teers will- help alleviate: the fears of oth




brlrty of workmg there on a pard basrs

professronal staff.: Admmrstrators should not utilize
new paid staff Such practice, could be mterpreted to
donate a significant portion of time to the agency ‘be-

fore he becoines eligible: for a paid position. This

- -who fita partrcular pattern ; as volunteers It certamly
S hmlts the ‘potential for- butldmg a paid- professronal
7 staff wrth drversrty and a wide range of talents.

, ;‘ot‘ talent from the volunteer program itself. A volun-
“teer program should exist because it makes a srgmfr-
-~ cant contrlbutron toward meeting the objectives. of

T “the agency ‘Constantly hmng ‘away good personnel

i from the volunteer program would senously affectiits
- abrlrty to provide these servrces :
- “Volunteer programs ‘should not: be concerved as

'51mply temporary adJuncts to.an overall agency plan.

"“if lf an agency decides to utrlrze volunteers, they should

e part of a permanent component Takmg person-

nel away from thjs component requires the same kind

division to another The' volunteer program may well
b nﬁrmportant and fertile : source for the recrurtment

of paid staff however, it should remam ]llSt that one '

ere are also man 'advantages for the volunteer..

: autron must be exercrsed when an agency looks to
it volunteers as ‘a recruitment source for the paid

the volunteer program ‘as ‘the main ot sole source “of «
‘rnean that a prospective: employee of the agency must.

-adds an element ‘of ¢ coercron” to the volunteer pro-:
e gram. 1t may also. support a tendency to’ select staff

*Another concern deals with the potentral depletion

of' careful’ thought and analysrs that ‘would be-given
toa decrs:on to move pard staff from one program |

- ing,. Vi Look at Carrecti

LA Ibidyy pe6

Due‘Process tor Volunteers l i
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~\ From time to time it wrll be necessary to termmate )
fan unsatrsfactory volunteer
,:: gcounterpart, the volunteer ‘is entrtled to verbal and;.
L wrrtten notrﬁcatron regardmg termmatron, specrfy-

‘Like “his paid- staff -

i mg the reasons for this action. In most instances, the -

& : ;termmatlon ofa volunteer for poor performance can
be approprtately handled by the volunteer s imme-

~ diate supervisor.

- However, an avenue of appeal should be avallable :

to the individual volunteer who refuses to accept in-
voluntary termination or who wishes to dispute the -
-specific' reasons leading to the termination. In an
establtshed agency the regular grievance procedure

"-‘should be the approprxate wehicle for this. In:any

‘case; the volunteer should have access to an 1mpart|alg _
body that can.make binding determmatrons A regu-
lar procedure for an appeal process should be devel-
oped and written. guidelines included in the general

‘agency operatlng manual and/or the volunteer pro- -
gram manual. .

The volunteer s r1ght to appeal an mvoluntary ter-
“mination falls under the same rationale that allows a -
permarent 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. Thrs will be partlcularly true

-as employes come to. recognize and accept volunteer

work as viable background expenence preparmg one
for employment ; .
: (l . NOTES
: 'Amencans Vol l97d A Sl istic Smdy of Valunteers int the United States.

' (Waskington, D.C.: Govemment Printing Offi ice, 1975)p. 5. - *
3 Report of a Survey for the Jomt C ission on Correctional M

and Train-

1969); p.'6.

o Amencans Volunteers p 29

_ (Wa'shlnglon. D.C.: Government Printing Office, - o




v .A General Principles

‘In: general agencies should utrlrze the same proce-‘ :

».adures for screening’ ‘volunteers as they doin selecting

v

xpald istaff members -As stated ‘earlier, recruitment,
':'screenmg, and orientation should be self- selective by
design so that prospectlve volunteers ¢an decideiif the
program is appropriate for them and if they are wrll-
‘mg and able to meet-its requirements. 1
“The number of volunteers who will have to be for-‘

i mally “turned down’’ for services will be quite small.
" 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 fteSts.-.zattitudina’l tests, or -compatibility - -
tests, be curbed:until there is evidence that they in-

- crease the effectiveness of volunteers and have a sub-
. stantial 1mpact on measurable accomplrshments The

»appllcatron of inappropriate instruments; standard- -

ized on special (and often deviant) groups, is a com-

: mon error: There-is. llttle or no evidence to date sug-

, "~‘gestmg that partrcular volunteer personalrty ‘types
“work better with certain’ chents, especrally as meas-

‘ured by psychologrcal tests. More often than not,"~

“s¢reening ‘out individuals ‘based on these test scores

. reflects. the: personal ‘biases of the screeners rather -

" than’ screntrfnc fact. Also, when these screening de- _‘
. vices and techmques are apphed to volunteers and
‘not to paid staff, it is, in general a srgn that the .
volunteer program - has - lower priority within the". -
agency. It-communicates to’ volunteers that they are - -p
- ““different’’ and that spectal precautrons are: needed. it

Y to insure the quality of their work.

- In arecent thorough review of the research htera-ﬁ;

"screemng process ) They noted that some recent re

-vprednctmg successful volunteers, but the results: up to';; :

-volunteers. Recrurtment, as: outlmed above, mrght"f
“also-be: called *‘pre- screenmg i Recruttment that is

: ]ecnves serves as a screemng devrce, mvrtmg those
~who feel they caanot live up to the: agency s expect

search has focused on the development of cntena for

now are inconclusive.? So we would émphasize that . = -

for the time being; - flexibility should be marntamed S

and greater experrmentatron should be encouraged mi o

volunteer screemng :
In essence,: there are: two basrc guldelmes for’

screening Volunteers: 2 s,

* Use the same general pohcres, methods and e

' procedures.in screening volunteers as are used

in selecting: paid staff members, and -

* Be sufficiently flexible to. create’ assrgnments} o
for mdrvrduals possessmg umque qualrﬁca— i

oo .tioms. .- R
What is formally ldentrfted as the screenmg proc-._ S

ess actually is the second step in: the selection -of:

selective and based upon the agency’s goals’ and ob-

tions to ehmmate themselves from the - process:
B\v the very nature of the screenmg process it is

when selectmg personnel'
One ‘must recoghnize,:

e '.’ture on volunteers in courts and correctrons, there: 101 ﬁ :

- searchers, in mvestrgatrng screening procedures, said, . s ;"; er
We found no study which provrded fully: obJectrve‘

guidelmes for applymg sets of these crrter'a to"




on red Programs

i Screen procedures for chent-centered volunteer
i programs basrcally consrst of three phases
5 "‘Selectrve recruitment;
e Volunteer apphcatron form, and
Bersonal mtervrew '

phase in. the selection process by placmg onentatlon

- -interview. Nevertheless, it is recommended" that ‘a
e vpersonal mtervrew be comipleted before the'volunteer
SR ,1 |s placed inan orientation program because: -

It is concervable that some potential volunteers

ca result of new: mformatron obtained. durmg

therefore, to mvolve them m an orrentatlon
program. .
® The msrghts garned through personal inter-
views may suggest modlfrcauon of certain as-
-pects. of the orientation program, so that
- orientation Sessions wrll more closely meet the
- needs of partrcrpants
° This process miore - closely parallels that for
* hiring paid professional staff. =~
k CAll applicants should be expected to complete a
S voliinteer application form. In addition' to gathering
“ ' basic information about the individual, the:form
- -should be designed to determine his interests, skills
o _:and hobbres, previous  volunteer’ experience; - the
.~ amount of time that he can'devote to the agency and
L .--'when, and the types of program activities in which
- - the' volunteer would hke to participate. This will be

make a record check i
e The. personal mtervrew should be conducted after
the volu, eer appllcatlon form ns tompleted ThlS

‘~mrsunderstandmgs and w1ll agam provrde the volun-

B Voluntee,, Sereen Procedures for CIient-l‘
: ‘teer with more mput to decrde about partrcrpatmg mf

Some programs have routmely mcluded an extra

N between the apphcatron-form stage and-the. personal .

~will choose not to participate in the program-as

- the personal interview. It makes ‘little seénse,

/ lmportant to the matchmg process that occurske

L The appllcatlon should also ask for referentes, S
‘relevant ‘medical mformatron, -and permission to ..
‘F'check the" apphcam s criminal record. The agency
should then solicit letters from these referentes and

the program
Durmg the mtervrew, it would be helpful to
explore the range “of volunteer ]Ob opportunities and

- the: expectatrons and requnrements for each (Unless,‘

of course, the volunteer :comes. to the agency with a
specrfrc jOb in. mind. In’ that case, the interview
should focus on that specrfrc job -along -with
exploring dther opportunities.) The applicant should
be asked about his interests-and personal preferences,
the skills he possesses, and what experience he brmgs

‘to-the volunteer situation. It is important to find out,

to the extent possible, the attitudes -and personal

“biases of the potential -volunteer. The mtervrewer-,,

should explore the ‘applicant’s phtlosophy about
juveniles: why they get into trouble; what should be
done about” it; -how he would respond to different
types of offenses; his attitudes toward mcarceratron,
rehabilitation, and punishment;andsoon.

' To beftér understand the-attitudes and skills of an
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 techmques
the volunteer will employ, and of the volunteer’s re-
sourcefulness, and an: mdlcatlon of his awareness of
community resources.

In general thrs exploratron—-drrected at dlscover-
ing whether the. potential volunteer’s approach to
working with Juveniles—is, or.can be with training,

*_consistent with: the goals of the volunteer program

and the agernicy. It can also determine the level within
the: program’ at “which the volunteer is capable of
working. All this mformatlon will help to channel the
volunteer to those jobs.commensurate with skrlls and
mterests ‘Equally important, the personal interview
grves the volunteer an initial opportumty to ask ques-
tions about the - ‘agency ‘and the program. Many.
people who volunteer are interested in a particular

“task, but, in actuality, know little about the juvenile

Justrce system, the agency or the volunteer program :
Also, “some. may. have unrealistic éxpectations or

faulty assumptrons about the purpose of the pro-
: gram'

Two baszc ethrcal standards should be foIIowed

: durmg the personal interview:

o Ifa prospectwe volunteer comes {0 the agency‘
_wrth the idea’of: volunteermg for a certain JOb

and is deemed _unsuitable for thatjob, he'

. should be immediately informed and told why.
_;-‘If possrble -and’ approprrate

the volunteer' e
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agency that are surtable for hrm

= ‘propriate, the volunteer’ should be referred to
" 'some cther orgamzatlon ‘Do not indicate or

imply that he has been accepted for servrce'”’

when, in fact, there is no intention of using
him. : .

3

C. Volunteer Screening Procedures for

Agency Centered Programs

Dependmg upon the types of services:to be pro-

vidéd-by volunteers, many of the screening proce-

durés-outlined in the previous section could be appli-
cable. Therefore, the basic process would mclude

® 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' selectrve recruitment and the personal inter-

view.
Where a specific volunteer task exists, the selective

‘recruitment 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 commumty can fulfrll the
needed function.

This may be best 1llustrated through an example A
small probation department; realizing that communi-
ty support 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 department has

- neither the skill nor the resources to do this effective-

Iy. The director decides to recruit a volunteer t6 help
with- this task, someone with- technical public

- mformatron skills and access to the media. _
~~In that situation the program must search for an
8 mdmdual(s) who has the necessary skills and the

time requrred to provide. these services. Essentially

the program administrator would be attempting to
‘‘screen-in,’’ persuade, and- seek a commitment from -
- a ‘person(s) wrth specrahzed talents Often, in this

type of srtuatlon, the admnmstrator will be attempt-

ing to involve ‘a: person(s) ‘who -may already be

i) ?donatmg services to another. agency’ r; who' is: bemg «
- sought after by many organrzatrons lt is 1mportant ,

*If a volunteer i is deemed unacceptable for any -
~-seryice with the agency, he should be. mformed :
immediately‘and given the reasons why. If ap-

R of Hlinois at Chreaso Ctrele, I97S), p: 58

therefore, that attempts. to mvolve such people be, e
well-planned. E

Another example is that of a prrvate, drrect servrce S

agency operating in a low income area ofa large crty
The program needs a srgmfrcant number of prrvate :
contributions to contmue its 'services. Thrs agency
+»would find it necessary to ‘‘screen-in’’ people to
serve on its board of directors, people ‘who'can help

provide direct financial support- for"the program -

and/or generate funds by virtue of their posmon rn :
the community.
.~ From the examples above it is evrdent that certam

' kinds of agency-centered volunteer roles require spe-

cial recruitment and screening techniques. As-a rule;:
.direct services provided by volunteers for agencies do
not require special techniques. As agency directors

begin utilizing more volunteers in unique: posrtrons, L

specralrzed techmques wrll become more rmportant

D. Volunteer Screenmg Procedures tor Com.' }i o

munity- Centered Programs

Commumty-centered volunteer programs momtor, o

evaluate, and provide feedback to existing socral
economic, and political agencies in the commumty

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, and ecanomic power

in the community. Depending upon the program’s
ob_rectwes, one may attempt to recruit from dlfferent,' o
sectors -of the community; mmorrty groups, com- .
munity leaders; community volunteer organizations; ey
municipal, county, or state agency staffs; or young‘»-i B
‘people representing various economrc strata wrthm R

the community. :
Screemn;; will not be the major concern durmg the ‘

developmentil phases of ‘such a program. Recruit-

ment activities will be the main focus of attention,

aimed partlcularly at interesting mdrvrduals who are "

‘deemed good candidates for the: program. Once the

“program - is established “and " ‘has ‘attained a good

- reputation and community visibility, the screening-

process will be more similar to that discussed in the * -
previous section-on agency-centered programs—-spe- o
cifically, ‘those = techniques requrred to recrunt e

mdrvrduals for specrahzed tasks. e
: -sorrs

‘Thomls I Cook and Frank B, Scrolr. The Effecuveness of Vo[unmr Pro,mms ln' b it
elated Research (Chicage University .- =

: CourlsandCorrtcnan.r An Evaluaii

i:f Policy R

lbrd v PP: 61-63
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CHAPTER IX VOLUNTEER ORIENTATION AND
' IN SERVICE TRAINING R

,For;' the majority of -volunteers in the juvenile

“justice ‘ system providing. ‘ program enrlchment
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. For professionals-in

- the field, the *‘new era’” mecans a realization of the
- vast potential of volunteers, not only in providing
“direct services to clients -and: enriching - current
- programs,- but in offermg valuable feedback ‘and
-advice about the system-that will aid in administra-

. tive 'decisionmaking For the community, the “‘new
“era” will bring the juvenile justice-problem into
. better focusvand. allow possible solutions to surface
-for dealing with juvenile crime and justice.

:However, administrative and line staff initiative

'and help are needed to bring about t his “‘new era.”
- By and large, volunteers coming to. the juvenile
. justice system are truly ‘‘strangers in a strange land.”’
- 'Seldomare they familiar with the nature of the prob-

lems the system is designed to alleviate or solve. They
are not’ enlrghtened about the culture and 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 wi’thin'aan existing -program. Generally volun-

o teers are-not oriented to the system as a whole. Thus,
- ‘they are handicapped in making: sound judgements
: _’Vand effecting change.: -

Few citizens, or volunteers are famrhar with estab-

- lished program standards and goals,-Few volunteers

- " even know .about the existenceé of reports and docu-

‘ments such as.the Model Acis for Family Courts and

- State-Local
e published by the Natlonal Advisory Commission on
- Criminal Justice ‘Standards-and Goals. Even fewer
- have. read ‘them. Seldom do. volunteers have the op-
'f jportumty to learn about or: «discuss current trends in

- -criminal Justlce——a prerequisite to understandmg and

e '1mprovmg thesystem. .- :

*"For these reasons, few volunteers are gtven assign- .

. _ments to-help improve or change programs through '
'partlclpatlon in evaluatlon planmng, or admrmstra-r

Children’s “Programs and those

ficers) also participated in the training program.
Below is an outline of what should be included in .
an orientation program for volunteers. The “‘meat’’

tive implementation. Yet these are precisely the tasks
for which volunteers are well suited—if they are
grven good resource information, responsibility ‘for
sharing in important tasks, and assrstance m per-

:forming them.

-'The other side of this coin is equally important.

“Seldom are professronals prepared, either by training
“or experience, to make effective use of volunteer

manpower. This has even been true of direct service
activities. It is'certainly true in‘areas of prcgram im-
provement and change.

Training volunteers is a process that is determmed
by the needs and characteristics of the program or

‘agency. Any particular segment of the training proc- -
ess exists because it helps prepare individuals to con-

tribute to the achievement of agency/program goals
and objectrves Research has confirmed that a corre-
lation exists between volunteer training and.program

effectiveness. Martin Gold evaluating a Michigan

Court Attached’ Volunteer Program, found that the
“more effective VPO’s (volunteer probatlon ‘of-

TR

of the program should be developed by the program
administrators and line staff who will be directing the
volunteers. (Refer to Grid in Chapter V, paragraph

‘E, “Desrgnatmg Responsrbrlltles.”) The training ,
process can be: drvrded into four major segments or
‘ phases '

. Orlentatron,
¢ In-service training;- :
@ Specialized training (where approprlate), and
® Supervrsron :

A Onentatlon lor Cllent Centered Volunteers '

S 0

Orlentatlon for direct service. volunteers is dlstmct-

ly different from the other training processes. The
overall goal should be to familiarize the’ ‘volunteers
: w1th the system, the agency, the _]ObS avallable, the,

AR by |




expectatiOns,‘ and the client pOpulation.' This proce'ss

should be designed, in part, to aileviate 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.? :

The format for -orienting new: volunteers in the :
- State of Florida exemplifies what shouid be included

during orientation sessions. The format consists 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, dependabrhty, etc.); ‘

- 6. Agency responsrbrhty (What the volunteer can
expect of the agency . . . training, supervrslon,
support, etc.); and

7. Volunteer benefits (habrhty insurance, etc:). 3
For purposes of efficiency and better coordina-

~t10n, 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, and members of the client
population) should be involved in the orientation
sdssions. Wherever possible, audio-visual and other

aids should be utilized. Slide shows, movies, tapes,

tours, selected readiigs 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

manual. The manual often repeats, expands and/or -
clanfies material presented during the orientation
sessions. It should contain information that will help

volunteers in performmg their duties, e.g., listing of

commumtty “agencies ' serving - youth, glossary of
“terms, brbhography, agency polrcres and procedures,
the expectations. placed on volunteers,
. volunteers can expect from the agency, -étc. It is
, recommended that manuals be’ developed and grven

-what

to each volunteer during orientation.
Upon completron of the orrentatron sessrons,

e

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 mformatron concermng therr .

clients.

B. Orientation forAgency-Centared Volunteers_ g

It is important that volunteers providing':indirecl : :
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 advisory

" board, and what will be‘expected of them.

In other instances the orientation may be less
formal. In the case of volunteers contributing materi-

ol 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 chent, ,

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 workrng w1th them and'

supervnsmg their activities.
"One way to provide specnahzed training is to in-

" clude volunteers in sessions ‘conducted for. paid .

agency staff by exrstmg staff trammg personnel and

training consultants. Wherever. possible, paid staff

should be involved in 1dent1fymg needed volunteer . ‘

'skills and the type of training necessary to develop =
~those skills. This helps build staff support for and . -
commitment: to the: volunteer program. Another - .
benefit is the opportumty for paid staff members to.

vary and enhance their roles in the agency. Involving

_'pald agency staff i in the volunteer training program- - :
can achieve substantial cost savings; as compared to

other methods, and provrde more effectlve and effi- ST

”vcrent training. R
" Another way to provrde volunteer educatron rs’ :
e srmply to mtegrate their trammg wrth any outsrde

»b
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;‘specnahzed agency trarmng program for pard staff.
- For instance, correctional institutions often fest
"+ clients for academic achrevement Paid agency staff
S usually admiinister these tests and specialized training
- programs are often provided to teach the|staff to do
. this. If the correctional institution wanted to expand

this’ area of : serwce, it could utilize volunteers and

: srmply integrate them into the exrstmg ‘staff trammg;

program.
- Specialized training for volunteers depends upon a

B ‘number of factors, such as:
@ The level of ability possessed by the volunteer :

upon entrance into the program;
& The types of jobs or tasks the volunteers are
: expected to perform; A .

" @ The existing training programs in the agency,
@ The level of skills and abrlmes possessed by
 paid staff in the agency; -

- ® The ability of the agency to obtam “outsrde
resof fces;and .

-® The cost of trammg VS, the‘expected- cost’

savings from utilizing volunteers services.

,'D". ‘AsS'eSslng Training Needs

The skrlls a volunteer brmgs to the program are

~mamly a function of the amount of ‘‘selective”’

crultment done by the agency. If the volunteer pro-

~‘gram dlrector has specifically attem_pted_to recruit
-~ individuals already: posSessing the skills-and training

needed to perform a Job then, obviously, the

. amount of training required will be. minimal. On the
other hand, if the agency has srmply conducted a
'general recruitment campargn, the level of skrlls may -
.vary. ‘widely from one volunteer to another _This
~ graphically illustrates the value to the agency of .

selective recruiting. . ;
Specrahzed training is especrally needed for those

-_volunteers who. will function in highly technical
_areas. Juvenile court social studies, juvenile court in-
o take, detention and screen, family interviewing and
‘ counselmg. systems -analysis, program evaluatron,'

psychologlcal or educatronal testmg, and: utllrzatron

-ofF community. resources are several. functions that
’ = might require ‘specialized trarmng If volunteers are
S tobe used in less comphcated or: techmcal functions,
“such ‘as provrdmg transportanon to recreatronal
. _events, there obvrously would be less need for’ ad-'
. vance trammg The nature and: degree of. specnahzed
- training will agam depend upon the degree of .
o _-selecnvrty and assrgnment

- EExIstlngTraining Capabilities |

CAs: pointed ‘out above, the agency may already
have a training program designed to teach staff to
perform certain roles. If the agency wants to volun- "
teer to perform ;similar . roles, then these - existing
training programs can and should be utilized for the
volunteer as well. Often simply. adapting staff train-
ing programs to accommodate the immediate needs
of volunteers (i.e., times when they are available for
trammg) is enough to make such programs suitable
for the’ volunteers

The agency “administrator and other agency -per~
sonnel should research within the orgamzatron for,

AR

_staff who have specral skills and can ‘teach them to

the volunteers. Such persons should be fairly srmple
to find, particularly if the volunteers will be working
in-capacities ‘similar to-those filled by paid staff.

. Ideally, .staff members involved in trainingvolun-

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 the use of volunteers and limited staff
ability to teach the needed skills. The administrator
should assist the staff wherever possrble so that ulti-
mately they wrll be able to teach and train others

F. In-Service Training

All agencies with volunteerprograms should have
an in-service training program. Volunteers, particu-
larly those provrdmg direct services, should be re-

- quired to attend in-service training sessions; In gener-

al, volunteers will welcome such a program because'
they, like paid staff, want to grow in their jobs and

" improve their skrlls The development of an in-serv-

ice training program for volunteers is an important
factor in upgrading their sknlls It will provide the
volunteer with encouragement and support and will

demonstrate to hrm the agency s commrtment tothe -

volunteer program ‘

In-service training can and. should take several
forms. The content of the trammg may focus on -
agency problems and concerns; new issues or devel-v ,
Jo‘\ments related to the juvenile justice system; skrll{,
ucv/elopment specra 'ed problems facrng volunteers

in performing their tasks, or *‘rapping’* (i.e., group.

discussions, mutual sharmg of mformatron, ‘and .
seekmg advrce) s S

FO
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Admrmstrators should take steps to insure that: an

.. on-going in-service trarnmg program for volunteers is
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 orgamzed 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 1mprove their per-
formance
As in orientation, the basrc responsrbrlrty for de-
veloprng and implementing an in-service training
program should rest with the volunteer program di-
rector

G. Outside Resources - -

The ‘agency’s utilization of outside resources to
provide training may erther enhance or limit the
scope of the training program. Obviously, the agén-
cy’s budget requirements may not allow the volunteer
program director to purchase the services of experts
in the community. Alternatives to. this may be either
to provide the training ‘“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 volunteers to
train other volunteers. Some agencres will provide
‘this free training. Colleges and unrversmes, other
community agencies conducting seminars, and ex-
perts from the correctional field are possible re-
sources the volunteer program director can tap to lo-
cate volunteer training personnel. -

H. .T,raﬁini‘ng' Costs vs,’ POtemial Savi‘ngsk

The last, most obvrous consrderatron for the agen-
ey is the cost it may incur in tramrng volunteers. The
agency simply may not have the’ manpower or the
money avarlable to .train volurtéers even if, in the
“ long run, the services provrded would out- dlstance*?*
. the initial costs. Also, the agenc rnust ‘weigh the ex-
pected cost benefits from. the program against the ex- i
- pense of providing training (@nd the price-tag for' .
supportrve program personnel) If the ‘cost- benefrtsj n
do not exceed the. expense of suppomng the pro- e

gram, then the agency may wrsh to consrder alterna- e
tives other then volunteers to provrde the servrcesv' E

: needed Seldom should this be the case.

s

:l'. Sup'orvision

The effectrveness of volunteers work is drrectly re- -

lated to the quahty of supervision they receive. Un-
~ fortunately, as some studies have shown, it is not

uncommon for volunteers to receive little or no su-
pervision. - Lack™ of supervision contribuites 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 “supervrsmg

~and did not know if the volunteers were even seeing .
their cliénts. In one rather startling case, between'a ...

quarter and third of the probationers assigned had,
for whatever reasons, not been seen by theéir volun-

_teers (some had been assigned for as long -as six
‘months). The volunteer’s supervrsors were unaware PR
“of the situation.*

Obviously, it is absoluiely essentlal that volunteersi
be -supeérvised and that -they be supervrsed well.. -
Therefore, as stated earlier, it is essential that agency
administrators take steps to insure that a// staff who
will-be worklng wrth volunteers are trained to super- .
vise them.

The supervisory process should include transfer of
skill as well as support and direction to the volun- R
teers. In general the principles for: supervrsrng volun-‘

teers should parallel those for - supervrsmg pardf,
agency staff and should. mclude the following:
" ® Job clarification and objectrve setting;

® Ongoing feedback concermng the volunteer s :

performance,

¢ Direction in helping the volunteer solve prob—»
lems encountered whrle performmg hrs task
and

* Transfer of the knowledge and skills possessedi ) k
by the supervisor to the volunteer: through the =~

classic teacher-student relatlonshrp

A varrety of methods and techniques can be used to- e
successfully put . the volunteer supervrsory process e

“into practice. Some examples are:
~® One-to-one supervrsron, SR
e Small group meetmgs of the volunteers super-v i
- vised by a staff member (for reasons of effi- .
' crency and" economy thrs method should be
used whenever possrble), L




-7 in-service training;
o ‘° ‘Use of agency staff in ongomg volunteer m-
sérvice training; and

grams or semmars outside the agency

R lnclusnon of the volunteers in ongomg agency”

¢ Encouraging voltinteers to attend trammg pro-'

NOTES
! Roben J Berger. eral., Experimént in a Juvenile Couri: A Siudy of q ngmm of
Volunleers Working with Juvenile. Probauoners (Ann Arbor, Michigan: The Umversu)

\.oanchnun. 1975), p. V=19 R
*-Personnél Practices for Velunieers (The American National Red Cross, 1968), p. 11, B
' Depaumenl of Health and Social Services. Office of Volunteer Programs, Slandards

and Guides for the Use of Volunteers in Social Servies (State of Florida: 1975), p. 34.
* Berger, ez al., Experiment in a Juvenile Court, p. VII=},
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Proper volunteer assignment has_-important impli-

cations for the volunteers and ‘the agency. Conse-
- quently, the following guidelines should be’ followed :

when assigning volunteers:

them and/or who will be responsnble for their
- supervision.

# Volunteers should be mvolved m the assign-

ment process.

~® Veteran volunteers ‘may need (and want) to
have their assignments varled When an_as-
signment is changed, the 1nterests, skills and

growth of the volunteers as well as the needs of -

the agency should be taken into account.

i 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 practlces As noted in Chapter -

VI, sound recruitment reflects agency needs. It en-

‘courages ‘people :to ‘volunteer who are ‘interested in

: helpmg 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 learn about the agency and the volun-
_teer.jobs available. It allows them to make decisions

as to whether the avallable jobs are of sufficient in- .
- terest to merit involvement. Orientation also pro--
‘ v1des opportunities for staff to observe volunteers -

- and gain additional information that can be helpful
win determmmg thetr sultabrhty for specrflc tasks.

A Client Centered Volunteer Assmnmenl

= the volunteers.

- In‘addition to déployment staff should be respon- o

| CHAPTERX. VOLUNTEER ASSIGNMENT |

* Volunteers should be assigned to _]Ob areas by o fully mformed about the clients with whom they will
~ those staff who will be workmg dtrectly with

and other relevant sources of’ mformatlon

_tests and questnonnalres to help identify the charac-v";

~ them with an appropriate client. In general ‘these ef- - :

h(“match”) of the volunteer and the chent Many pro-{,;l"'-‘ O
-grams have employed various 1nstruments attemptmg» o

‘more llkely to produce successful outcomes. from the -
one-to-one. relatlonshlp is mconclusnve

* quality of service is desirable and should ‘be encour- -

staken (tests, questronnaxres, attitudinal- surveys,’ :
-ete.); volunteers should be made fully aware of the -
-fact. They should understand the expenmental na-- -

* sized that matching regular paid staff to clients i isjust -

- .as important as ‘matching volunteers to chents What- o

-ever-form.of expenmental techmque or devrce used -

- for matchmg volunteers should be apphed to profes-:

" sional staff as well. This would minimize the chances .

Staff" who Wlll be workmg ‘with and supervising

Avolunteers should be responsnble for deploying them.

_ This, of ¢ourse, should be done in. consultatxon w1th

mance will be evaluated. This procedure Will" mini- o
mize the chances of assrgnmg volunteers to jobareas

“that are not mterestmg to them, or in which' they feel ..

uncomfortable at that time. Volunteers should. be

be working and should- have access to-all chent ﬁles e

‘As noted in Chapter Vlll “Screenmg Volun-"‘
teers,”’ some programs have attempted to administer

teristics and attitudes. of the volunteer and- “match”“ ;

forts have attempted to increase the effectiveness of
volunteers by - maximizing  the . compatibility - -

to base a volunteer-client . match on various demo- .., -
graphic and/or behavioral and personahty character-,,; '

istics. So- far, there is no: ev1dence to indicate that -
such testmg and matchmg works very well. “The re- .
search (to date) as to which matchmg crltena are

n|

Experlmentatlon for the purposes of i mcreasmg the'

aged. However, when such experlmentatlon is unde

ture of these devices and be fully informed as to why
and how they are to be used. It should also be empha-, i

for volunteers developmg the’ feehng they are bemg, ;
drscnmmated agamst and/or bemg treated .more
strmgently than professnonal staff

i s1ble for informing volunteers of the agency s expec- B. !

L :tatxons, the" nature of the supervnsory relatlonshlp,r‘ : 7:‘
and the basrs upon whlch the volunteers perfor- eI




ments of responsrbrhtres convey an rmage of the posr-

'» tres 3 b
“In general JOb

~“bent. Every position should be described in ac-

o functrons as they relate to the accomplishment
vof the functron intended. Anticipated changes in

. "until the changé takes place.””* ,
Each jOb descnptron should mclude the followmg
1nformat|on‘ '
%1, Titleand reportmg relatronshrp

- tion, telling why the job exrsts, its overall re-
sponsrbrlrty '

assrgned :
4. Statements outlining minimum qualrfrcatrons
requrred for the successful staffing of the posr-
- tion;-
5 "Other detarls depending on the antrcrpated uses
" of job description which will assist the recruxter

~“tion more adequately than a verbose lrstmg of actrvr- »d

description(s) should:
represent the: posmon or the JOb not the incum-
cordance with immediate responsibilities and -
- position ‘contact should not be included in the
descrlptron bemg used as a basis for evaluatron ;

S 24 Brref _description or statement of basic func- -

3. Statements outllmng degree of responsrbrlrtres_

4.

. tentially successful applicant, etc.

C Age_ncy‘.Cente_red Vol_unteer'Assig‘mne'nt |

" 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 and/or money, re-

- search and program evaluation personnel staff tram- '
~ing personnel, etc. "
These volunteers are usually sought for therr spe- -
~ cial expertise ‘and/or potential for raising  funds.
- They know why they have been recruited and what

will be expected of them. Often they are people who

are not available - during ' normal working: hours.
Consequently, special efforts must be made to ac-
commodate them when they are available. Advisory
board and task force meetings may have to be held

- during th ) noon hour, evenings and/or on weekends

NOTES

"4 Thomas ‘Cook and Frank P. Scioli, The Effectiveness of Volunteer Programs in
Coirts and Corrections: An Evaluation of Policy Related Research (Washington, D.C.:
Government Printing Office, 1975), p. 71,

* A Persannel Management Program Guide (Chicaga, Hitinois): Cammumty Fund of

' Chicago, 1971), p. 2:04.

> 1bid., p. 2:04.
* 1bid., p. 2:04-2:05.
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It can no longer be assumed that volunteer pro-

grams are valuable adjuncts to Juvemle Justlce pro-

grams simply because they exist or because they are
- hailed by admlnrstrators and staff who cite random’ -

‘ 'testlmomals about clients served "These. simple cri-
~téria:of program value no longer provrde compellmg

evidence - 'to mcreasmgly
‘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 accountabllrty

The most pressing question about all socral pro-
grams in general, and volunteer programs in particu-
lar, is whether program objectives are ‘achieved.
Therefore, the extent to which the program solves
problems and facilities human potential and oppor-
tunity must be determined and publicly revealed. The
complex question of program effectiveness, however,

is not the only one being asked, for it does not exist.in
yrsolatron from other program consequences:. Ques- :

tions of cost and cost savings, the relative efficiency
of programs compared to other alternatives, and the
“effects of the program on staff and service systems of
which volunteer programs are sub-units) are among
the many significant questions that can and should be

-+ .asked. It-is apparent that not only are volunteer vpro-’

- gram assessments essential to accomtability, they. in-
volve a wide-ranging set of questions that are pertl-r

nent to the effective admrmstratlon and management

. of the program.
Being accountable 1 is the pubhc srde of program as-

sessment. ‘The personal side is that people committed
S toa program want to see it succeed. From both van-

; “tage. pornts, a successful program is one that can re-

duce the instances ‘of farlure, increase the range of
- benefits, and respond to ‘the everchangmg envrron-
ment which bears upon: effecttve program operation. -

These goals are best accomplished when admrmstra-

tors, supervisors, and other key: program personnel

- tion—the: better the mformatlon, the gr _ ter the p
<-tential for effectrve program’managemen :

Precise and. accurate information: does not: just .
momtored, assessed' s

g ‘happen. It has to. be planned,‘

‘back to concerned program partlcrpants

~gram operatron and. development to better achieve = .
the program’s objective: more benefrcral ‘and’ ef- :
sophrstrcated funding -

mally, subjectrvely, and 1mpressromst1cally anyway. .

short, making information-based decrslons is an‘inte- -
. gral part of the admrmstratrve process. The' questron-’_ i
- is:-how accurate and comprehensrve is the informa-. -

‘ tion gathermg capabrlmes of. the agency m whrch the’f"‘: o
‘ volunteer program operates ‘

o functron The: 1nformatron generated does not_‘ ’
: “speak for itself,”’ but must be mterpreted and putto. -
‘use in the form of pohcy and programmatlc revision. = -

.mrmstrator. : s
ments to venfy the vahdlty of the volunteer program; :

i {_'rather thansrmply to;ustrfy th ?-program s exrstence.
. make decisions based on the best available mforma-.; s ; '

and used effectrvely lt must provrde a basrs for feed-v
Volunteer program assessments, then, mvolve ac-

qulrmg new and continuing knowledge ‘about pro-’j o "‘

fectrve services to-clients. ThlS objecttve is shared: by,
both the Juvemle justice system and volunteer servnce_
programs rt rs the only reason both exrst

A. The Admlmstrator’s Role

Whrle formal program assessments are often re-v o 3
srsted these assessments are usually going on mfor-, ,

Everyone makes decrsrons based on the best mforma-,l i
tion avallable, which may range from washroom,,};ﬁ' R
commentary to sophisticated computer analysrs In =

tion? One prrmary functlon of the admlmstrato
then is to promote the establisliment of an effective;
efficient. mformatlon collectron system. The nature’::"
and extent of such a system wrll naturally vary with,
program needs, fmancral resources, and the mform, =

Program assessments -alone’: perform no useful;=

Thrs translatron of information to. operatronal pur
poses is a’ second functnon of the decrsron-makmg ad-

The admrmstrator also must use program assess




) 'portumty to eff ectrvely achre,ve agency objectives. -

: fmrmstrator must recogmze ‘the role ‘of assessment in

“one to be utilized i in conjunctron with monitoring and
’-;evaluatmg of volunteer programs. Assessment’ ‘and
.. reserach are ‘often” viewed as somethmg apart from
A admrmstratrve procedures when; in fact, the accumu-

. lation and mterpretatron ‘of mformatron are essential

. tempt to remove ‘themselves from the responsibility
i of the assessment process, admrmstrators sometlmes
- .give the task- to research’ staff: wrthm the agency:
.. However, the research person cannot be responsible

'cedure. o v
e Along these lrnes, itis very rmportant not only that
2 the administrator does not remove himself from the
S assessment process, but also that he does not allow

L unteers should be mvolved in the assessment process

- all"along.. ‘Their trarnmg should include the impor-

- tancevof. assessment how it is used and how it is
_;fcamed out.

- The admmlstrator is also-faced wrth a personal

g confhct of some magmtude On one hand, ‘his role is

:assessments will not support program’ claims. Thrs
‘makes the program vulnerable to outside criticism,
pat cularly polmcally motivated: attacks The dilemn-

5 .can be enthanced.

¢ wmg objectrves- L

ion; "

; pollcresmto effectrve practrce,

|strator sets the emouonal and mtel- -
ectual chmate for program assessment This clrmate v
sh 'uld be open and ﬂextble, viewing assessment as an

* To successfully perform these functrons, the ‘ad-

,gthe admlmstrauve process. Often assessment is not
apprecrated as an everyday administrative concern-——‘

foundatrons for everyday decrsronmakmg In an at-
for what is essentrally an admrnrstratrve role and pro-

" the staff tobe removed from it. The staff.and the vol- -

. : to'promote the value and. utrhty of social programs in .
general -and’ volunteer programs in partrcular On -
: the other hand, he is faced with the possrbrlxty that -

‘ma must be resolved by each admrmstrator before he * .
: ,mtrates any program assessment. The administrator
must come (o grips with the fact that all programs ‘
s ,farl to 'some extent, and that by rdentrfymg program:
-failufes and reasons for them, program effectrveness

S tth a corrmrtment to the assessment process, ‘the -
vadmrmstrator ‘must’ then decrde how to achleve the :

‘ Developmg polrcres relatmg to research needs[
and resources that bear upon the agencyt

"Developmg 'procedures to translate these '

e pmperly mtegratmg competent people mto"

_significant assessment roles;

o . Estabhshmg the valrdlty of both posmve and '

negative fmdmgs,ﬁ T ;

:° Establishing "~ “standards to insure ‘that

* assessment can ‘help answer crmcal questions
 andestablish agency and program priorities;
* Promoting the establrshment of a suitable
recordkeeping system for data collecuon, and
‘@ Insuring  that information will “be used
properly and that feedback will be provrded to
" the appropriate staff members.

Articulating the administrator’s role through these . - - -
steps -helps to minimize the natural resrstance to as-
' sessment found in most organizations. Admmlstra-
tors must eliminate staff resrstance if the assessment :
‘ program isto be successful :

B. First St_eps‘: Sor’ne Gen‘eral Guidelines

The capabrlrty for effectrve program assessment :
- should be built in from the program ’s conceptron

This will indicate a very crucial early commitment to
the process of assessment. It will also provide for the
establishment of base-line data against which ensuing

~developments can be’ measured so that approprrate .

management decrsrons can be made. For instance,

from the very ‘beginning, each volunteer training
- cycle will have qualitative characteristics that should
be monitored-—ranging from the number of people- ‘

who drop out to recognizable measures “of attitudes

_-and service delivery effectrveness By employmg this

assessment: capability at the very beginning, the de-

. velopmental thrust of each training cycle can be com- : L
pared with itself at various stages along the way, as -
well” as with ‘other training cycles The observed = - -
trends become the informational basis for makmg.i' :
~critical administrative decisions. Comparative analy-f. :

sis of this’ sort is the keystone for effectlve program

management

~The. mformatron collected whrle makmg program e
assessments must be ‘gathered on a highly selective
. ‘basis. A" wealth of potential information can be
collected ‘but it isnot: inherently useful unless the ad- -
" ministrator clearly understands why the’ information S
is being collected in what form it should be collected,
~and how.it will be used Collection must be limited to-
‘-mformatron that is really needed by admlmstratrve' g
‘-and supervrsory staff, and the standards of selectrvrty Gl
.. must be ngorously enforced atall programmatrc lev- - '
" els. Thereis a real danger—-documented throughout’ LA
',Tthe Juvemle justlce system-—of collectmg huge: UL

POE
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, amounts of mformatlon that A essenttally superflu-
" ous, costly to obtam, and ultlmately detrimental to -
: the data collection process If ‘information is not
‘used, those who provide it will become careless and o

indifferent about its collection.

It is well known that the collection of correctlonal

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,bé made. Perhaps the fore--
most principle is to provide reasonable assurances,
- when possible, that the information coliected will not

be used as a weapon against individuals. If personal
threats are built into data collection procedures, the

, probabrllty is high that some people will try to pro-

tect themselves by. omitting 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
standards for improved performance instead of re-
-pouncing or humiliating the volunteer. The misuse of
information can seriously undermine.the entire as-
sessment process. :

Angther critical admmlstratrve control on the
validity of information is constantly exphasizing the
1mportance of collectmg accurate and verifiable data.
An indifferent administrator who does not periodi-
cally strengthen data collection standards is poten-
tlally, undermining his.own ability to make informed
decisions. One effective way to insure the dehvery of
accurate information is to regularly conduct verifica-
tion studles which sample i incoming information and
determme its accuracy. Sources of error-can thus be

1dent1f1ed and mmrmrzed through nonpumtrve cor-.

rectlve measures.

Another control that must be 1mp1emented is.the -

protectron of information from unauthorized access.

The. growmg use of computers and inforination

banks among criminal justice agencies requires.that a

clear polrcy be developed with volunteer and staff

participation, since both groups are aware of the

ways jin which this information is used within-the -
: ’agency and throughout the entire crlmrnal ]llSthC sys-
‘tem. | .,

1 : c PI fjnmng the Meet |ntormation Needs

quently,
~Record keepmg systems usually exist: solely as an. in--.
;formatlonal base for. decrsron makmg The records]«.

- value ‘of the efforts and to encourage them to main-;-

~used to collect mformatlon ‘Therefore, telephone in--
~terviews, supplementary face-to-face: mtervrews, or = ..

~collecting mformatron, dependrng on the quantlty S
- and depth needed For example, it is common. to con--
= .duct perrodrc follow-up interviews by telephone after
- service is. term:nated to- ascertam a Juvemle '
in school or. m an. employment situation. When

. matnon must be collect d 'outsrde the

Thq nature of the assessment process drctates the' w

ttype of data whrch must be collected and conse— ,:. data collectton.

the kmd of record-keepmg requ ed.

that are complled reveal to management what is hap- G
pening in a program at one point-in time orovera - ‘
prolonged period. This mformatron ‘can mclude‘,
quantitative and qualitative statements about volun- : .
teer program persennel, activities, -and evaluatton, as
well as an assessment of significant aspects of ‘the
service delrvery system. All the mformatlon collected
serve to monitor existing procedures and toinsurean v
effective and efficient volunteer operation. o

‘ The key to more effectlve, information-based ad- '
ministrative’ decisions -lies in the systematic and
planned recordmg of desired information. This in-
volves advance planning, a commitment of staff time ..
for collecting information, and periodic reassess-
ments to insure that the information being. collectedl
remains relevant and useful. Record keeping is prob-.
ably one of the least desired and appreciatéd profes-
sional activities and-is usually not even counted as’
part of the staff’s workload. For ‘a record- keepmg
system to work, both. volunteers and paid staff must
understand that collecting data is one of their work- .

‘load responsrbrlmes

To . the maximum extent possrble, the data )
collection and recording system employed should be
1ntegrated w1th the ongoing operation: of the volun- G

- teer program. Too. often the data collectron and re-

cording system functions externally, apart from the S
working service system. When this is the case, volun-

* ‘teers and staff members are more inclined to view m- :

formation gathering as obJectronable work. G

- It is also desirable to provide meanmgful and tlme- el
ly feedback to volunteers and staff members. who are. o
furnrshmg the program mformatron The fl'lll[S of
their labor should be visible to assure them of the

tain a high quality level when reporting information. .
Special situations dictate that special’ methods be:

‘mailed questlonnalres may also be surtable means for = .




rlhering Information Utilization

onsiderable data is collected which may ‘or may not
find its ‘way into:the management decrsron-makmg

urs iarena ‘A number of steps should be taken to insure

'maxlmum use ‘of- mformatron and thereby avord
' fwastmg valuabie agency resources:
~~* Planning for the collection of mformatron
- :about volunteer programs should include a
plan for its utilization. The kinds of reports to
“be generated the relevance of information to
_ decrsron making,: and -a proposed trmetable
= ﬂ should all be exphc1tly stated. If it is impos-
“sible to. d{etermrne how' information ‘will be
utilized before itis collected, it is very unlikely
- that any meaningful purpose for that data wiil
- be discovered at a later date. -
~® Priorities must be set when deciding what in-
formation to collect. Information with a high-
er ‘priority will stand a better chance of being
s fectively utilized. ,
~® The collectron of mformatlon should be linked
E . directly to the plannmg and development of
.._the volunteer program ‘
" ., The drssemmatron of information: to people m

~tion to the volunteer program should be burlt
into the data utilization plan.

i Opportumtres must be created for approprrate
~staff -members to drscuss the information

_*ning and management :
e Af mformatron is ot properly utrhzed then the
- '*'data gathermg efforts of the agency are wasteful and

.- sions is srgmfrcantly reduced Modrfymg a program
’ '::‘whrle it is still. operatmg is a delicate and complex
“task that ‘should be based on the best information

‘ e mandatory collectlon of mformatron by fund-f o
~ing Lagencres, budget commrttees, etec., guarantees*
Some further degree of mformatron uuhzatron Often :

the agency who are most llkely to use it in rela- o

collected asitbears upon future program plan- N
‘ ;:',the potentral for making effective management deci-

‘:;javanlable' lnsurmg the most effrcrent data collectron .

) .“bottom lme” is usually the re-
,program operation. that: reflects -
and mutually mﬂuencmg consrdera— o

- {:tlons Whlle what is on the. “bottom lme may'be a
' reliable ‘piece - of" mformatron, the data’ whrch in- -

fluenced this partrcular result is’ often ‘more’ 1mpor-g '
tant-in: understandmg the operation and value of a
-program. For. example, a volunteer program- m1ght

be judged ineffective i achrevmg objectrves, which is
a *‘bottom line’’ fact. But this program failure may

represent more than apoorly conceived program It
‘may result from poor staff supervision, a negative or-

ganizational context, polmcal factors, Judrmal decr-

sronmakmg practrces, or- a host of ‘normally un-
assessed program influences. In short, ‘program as-

sessments should be interpreted within the context of
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 volun-
- teer program operates. Therefore, the narrower the
framework of assessment,: the greater the caution =

whlch should be exercised in drawing conclusrons
and makmg inferences.
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Flgure 2 1llustrates the comp'lex network of inter- .
locking consrderatrons that enter into all levels of -
program assessment. The dual direction of the ar-
rows emphasizes the potential mutuallty and recrpro- ‘ '

" city of influences operating within the program. ‘At

‘the bottom of Flgure 2, the designation ‘“‘internal -
;- variables’ highlights several- factors that influence

the nature, development and function of a volunteer

program They are built-in variables which must be:
considered in monitoring, evaluating, and redirecting

the thrust of a v_olunteer program. ‘‘Volunteer pro-
-gram’’ refers to objectives and goals as they. relate’to

program  operations, partrcularly 1mplementatron,'

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 1mpact upon and across
these systems.

The total plcture derived from the dlfferent assess-

ment levels provides the most comprehenswe frame-
work for making accurate and correct management

decisions about volunteer programs Granted, such

assessments are not easily reached They' require a
consrderable cominitment of resources to the assess-
ment process. Nevertheless, they are possrble, as il-
lustrated by a series of evaluative surveys conducted

at Hennepm County (Minneapolis) Court Servrces_

‘between 1973 and 1975 It was determined that
clients, :probation, supervrsory and . administrative
staff, and even judges concurred in their assessment
of volunteer performance: For example, there was a
high level of agréement that social investigative
- studies carried out by volunteers were generally ob-
jective, factually based, realistic, and well executed.
Giving due consideration to internal program vari-
ables, volunteer program operation and program im-

pact, it is possible to conclude that the- program

. "succeeded in” achlevmg its obJectlves within ‘its -or-
L gamzatronal framework and commumty structure

F. Assessment Procedures ‘

i

whrch makes a - critical contnbutron to the fmal
product These activities' are:
® Describing the purpose of the assessment

® Selecting a- focus of assessment conformmg to c ] am
L mentatron can senously undermme the att

.-the general purpose, e

. Defining what is to be: measured Thrs mvolves

s est_ablrshmg_clear and precise definitions of the

. The following examples ‘of the levels and types of the

 tions research provides many addmonal and useful :

g The assessment process can be broken down mto a’
number of interrelated major activities, each of -

* variables to be measured. To the maximum ex-
. tent. possrble variables should be desrgnated m e

. behavioral or operatronal terms. and linked dl-,: ‘

"rectly to the program component bemg as-g :
sessed; .

. Gathermg relevant mformatron about the varl- .
ables bemg studied; - ‘ ~

® Processing . the information: that is gathered e
and producing data reports; ' '

* Analyzing the: information and, based upon SO
the .data,  drawing conclusions, - especially -
about program needs and desired changes; =~ |

* Making recommendatrons based on the avall-j,

" ‘able information; - -

® Providing feedback to appropnate staff mem-
bers;

¢ Involving approprlate personnel m the dlscus-

. sion of planned changes; ‘- ot -

* Implementing the planned changes, Lo

® Re-assessing the program, partrcularly newly o
implemented changes ‘ : ‘

It is also important in: assessing program accom-
plishments to relate performance standards to na- .
tional standards and goals so-that both the relative.
and absolute functronmg levels of the program ean - L
be judged. o

Some of the admmlstratlve consrderatrons in .he '

assessment process have been previously: dlscussed '

program assessments do not represent. all. possrbllmes L
and procedures. They merely illustrate major evalua-
tive thrusts. Stuart Adams’ ‘practical gulde to correc- -

perspectives on the assessment process. It 1s a useful
handbook for program managers 1

G. Types ot Assessments

l Program rmplementatton assessment Desprte o
carefully developed plans, there is never any assur- -
ance:that'a program will be 1mplemented exactly as
intended. In addmon, it is generally not possrble to
anncnpate all the |mplementat|on problems that' may

V arise.’ Consequently, it is important to determme at-
e various stages of program development eth R
i plementatlon is proceedmg as expected A not, decr-‘ L

sions must be made to redirect the program plan ac- :
~cordmgly Whrle iproper rmplementatlon .offers no,‘

‘program objectwes For exam le, volunt




- plete, comprehensive training curriculum,

- Questions. about implementation are rmportant not
only in the early phases of program development, but

. they-also command periodic 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 1mplementatton 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 contmually assessed to prevent

drift and misdirection.
2. Assessment of effort. The assessment of pro-

- gram effort focuses on the quantity and quahty of

. program activities that actually occur. Measurements
‘are usually limited to counting events, determining
: t’he'natur.e of these activities; 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-
‘pended include workload information (the number
. of completed interviews and telephone calls)and time
. analysis (the total and average number of volunteer
hours contributed). Staff equivalent ratios, i.e., how

- many paid staff would have been necessary to pur- .

fcha‘sethe‘ 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 standards, and, most 1mportantly, 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
_experience factors, specral training; length of volun-
- teer service, and frequency of turnover.
Clearly, the precedmg determinations of program
effortido’. not deal «directly with thequestion of

: whether the volunteer program is effective in achiev-

ing planned objectives. In days.gone by there exrsted

o Catired assumptron that effort. expended assuredly re-
- -sulted in beneficial effects. Obviously, this is not the -

: '-i:case The assessment of effort momtors critical pro-
e »gram actlvltles to reveal if: they are,’in’ fact proceed-
~ing on the proper course to achreve program obJec-‘

 tives:

. are hkely to’ be less ef fectivein achlevmg propram ob-
- jectives. than' volunteers: who: ‘participate in-a com-

3 Ce assessment Another method for assessmgf' .

: volunteer program effectlveness is the mtroductlon

of monetary criteria.. ‘Cost assessmients seem - easily

~understood by anyone -reviewing ‘the program,’

although there is a real danger of oversimplifying and ‘

over-rating cost analyses. Costs must be viewed as
but- one dimension in' the broader spectrum - of:

volunteer ‘program ‘accomplishment. An inexpehsive -

program which: does not r’ealize'its goals is worth lit-
tle compared to a more expensive program in which
objectlves are achieved. Of course; greater expendi--
ture of funds does not- offer any assurance that'a plfo&x
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.
Cost analyses focus on the expenses incurred in

service delivery. At one level, the cost of a volunteer

program can be determined. by dividing the total

monetary outlay for volunteer recruiting, screening, .,

matching, and supervision (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 asa proportlon of total volunteer productlv-? ‘

ity and worth.

Cost comparisons. brmg together two or more cost’

analyses and provide a basis for making a compari-
tive, evaluative judgement. For example, a volunteer

training program utilizing different instructional .

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 different costmg-

procedures, thereby rendering cost comparisons use-

tween the cost of a volunteer program and the cost of:
traditional methods of service delivery or alternative
dlsposmon optnons (such as probatlon, jall or

“prison). -

Cost-beneflt comparisons 1solate 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. -

involvé fairly sophisticated procedures requiring ex-
tensive and. continuing research and. consultation.

When assessing: accomplishments’ there is a danger:
ous:tendency:to; oversrmphfy benefits.and underesti- - -
mate non-monetary costs.. The ﬂundtty and complex-

- less. Another beneficial comparison can be made be- '
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1ty of many volunteer programs makes it drfflcult to
- formulate precise statements which can attribute the
attainment of program beneflts drrectly to. cost

mputs

" Within the optlons stated above, it is usually :

desirable to establish some cost reportmg system for
volunteer programs, particularly:one that separates

- expenditures for initial 1mplementatton and training’
from.the cost of ongoing operation and maintenance.

The longer a volunteer program - exists, the more
likely there will be incremental cost reductlons These

cost reductions may reveal that volunteer services
often cost consnderably less than the: mrmmum hourly :
- wage.

4. Performance: assessment. There s little agree-:

ment. in the corrections field concerning consistent
of measuring volunteer
formance. Many measures of performance are not
generalizable to other programs because they reflect
the attainr’nen_t of objectives unique to a particular
volunteer - program or set of circumstances. Thus,

volunteer programs will often generate their own per-

formance crrterla 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 be made.
Probably the foremost criterion is limiting the assess-
ment of program performanCe to-only those objec-

tives toward which there is either a drrect or. mdrrect‘

effort at achievement.
Failure to 1mpose such a- hmltatlon 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.'I‘f,kfor 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 clalmmg beneficial

- program effects. Program actzvrty must be linked to -~
. goal attainment. v

This point is stressed for two reasons: correctlonal-,
" literature is replete with-examples of inappropriate -

and meaningless assessments which are ‘misleading

bases -for program mterpretatron and- decisionmak-
ing; and imposing stringent criteria for assessment re- -
- quires considerable advance planmng for the collec- L

tion of data.

t One specral data collectlon concern is: the necessrtyi .
" to: gather baselme mformatlon agatnst whrch any -

modrﬁcatrons ‘cany-be compared - The - distance

-~ travelled cannot be determined. when : the starting -

program’ per-

pomt is unknown Another necessary mgredlent of
performance assessment is the' determination and
documentation that program activities are directed =
towards effecting change and achieving objectrves. :
Certain kinds of program-related objectrves may .

be establrshed as criteria for assessing the effective-

ness of volunteer programs.:For example, the.pur-"

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 Juvemles.’

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 remtegratlon into the
community:

To - properly assess -program performance, a

number- of different vantage points must. be em-
ployed, eachﬁone 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; multrple vantage

- points for assessments will ‘produce more meanmgful
- evaluation than a single vantage point. \\, e
The study of- changes in individuals during their -

exposure te: the volunteer program is a basic unit of a

performance evaluation. It is " used not only -for
individual case assessments, but, when cumulated,
also reveals elements of total program ‘performance.
Some" factors conmbutmg) to -the overall: assess-v
‘ment process may include changes in education, em-_
ployment, socropsychologrcal attitudes and personal -
functioning (i.e., alcohol and- drug use; family rela- .
“:tionships, arrest probatron and parole ‘violation). - b
- There -are many other possible ‘medsurement com-;f DS
“‘ponents - which - must be pursued selectively. It is
;- desirable to: use: several criteria: when analyzmg pro- -
- gram achrevement for mdrvrduals .since volunteer
-efforts are likely to reflect a multiplicity of goals e,
The: admmrstrator plays a key role in. seeing that“i Lo
'pcrformance cntena ‘are establrshed and translated: P

,_5'7;-*,5,“ |
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- judging performance.

“into the most measurable terms possible. The assess-

ment critefia should be established as soon as

possible so that the capability for effective evaluatlon ,

is built in at the 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
account 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
determine who benefited the most, and why. Process
studies require careful examination of all the critical
dimensions of a service program and their interrela-
ttonshrps
\ﬁj; analysing a vclunteer program, even if actual
process  assessments are not made, consideration
‘should be given to the-following process components
which contribute to @ 7irpgram’s success or failure:

® The screemng, 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 upon the
program.

{
\
\

H. Recidivism: A Cautionary Note

Since recndmsm wnll mescapably be used as criteria
of program performance, the following is presented

as & cautionary note about the danger of over-rating-

and over-simplifying the concept.

There is relatively little unanimity about the. value,

of using recidivism rates as the primary criterion for
Program- efforts. may be
deemed successful despite the fact that subsequent

violations occur. It would, therefore, be an injustice

to a volunteer program—or -any corrections pro-

.- gram—to write it off as a ‘‘failure’’ on the basis of . -
_recidivism a!one, Nevertheless, there is considerable -

support: for using recidivism- rates as one sxgmficant
criterion of program performance. - _
Unfortunately, ““recidivism’’ varies in_meaning

and usage among individuals and agencres Con- -
sequently, the definition of recidivism put forth by -

the National Advisory -Commission on Corrections:
should be adopted so that standardized measure-
ments are employed as much as possibie. All pro-
grams should view recrdmsm wrthln the followmg
framework:

e Criminal acts are recidivistic when they’ resultx '

in court conviction and are committed either
by ‘individuals currently under  correctional
supervision -or those released from “correc--
tional supervision within the prevrous three
years, and when

® Technical violations of probatxon or parole
occur which result in an adverse change in the

- offender’s legal status by the sentencmg 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 recrdrvrsm
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
understandmg of some characterlstlcs of recrdmsm
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

4 broad range of ‘possible program accom-

-> plishments. :

¢ Recidivism may be evaluated in relanve 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 dlsagreement

over the merits.of this approach.) - .
* The frequency of law violations is, in:part,-a
function : of law -enforcement- efficiency and
commumty ‘tolerance for certain kinds -of

"behavior. These factors should‘be ‘considered

e



in evaluating recidivism. Similarly, the serious-.
ness of certain offenses is subject somewhat to o

-legal mterpretatlon. ‘

P Locating Resources lor Assessments
1

A tully developed crlmmal Justlce agency wrll be:

capable of conducting a variety of program 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 program - assessment. is recog-
nized—and it should be at the outset of the pro-
~ gram—then the first administrative step is to develop
a budget for this process. Adequate staff and mone-
tary resources. are essential to condu 't 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.
Another often untapped resource is agency staff
members, many of whom are recent graduates from
academic'programs with increased emphasis on and
training in conducting assessments. With some out-
side consultatron, staff members and volunteers may
be able 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.

i

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-

port on program assessments. The educational and -

skill levels of volunteers are often 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--

fessionals possibly interested in such activities may be
inseveral departments social work, criminal Justrce,
computer - science, ~business :adminstration,

opportunity to conduct agency-bas_e_d, research, which

~also.gives. their students some solid, research-related
field experience. College and - umversrty students are

also a fertile source of manpower. for .conduct_mg pro- -

, ‘and
~ sociology. Often these faculty members welcome the

gram assessments. The process enables them to better
exercise - their ‘learning potential while fulﬁllrng
degree requirements.

Borrowing ideas, methodologies and mstruments
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 Whrle 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 mformatron
and assessment. _ \_ /,;

AN

J. Cuirent Status of Research

Much of the research conducted on volunteer pro- -
grams has had a restricted focus—namely, to attempt
to assess the impfct of the program  on . clients:
served.? While this is a reasonable objective, the re-
sult of such reséarch has been disappointing. To
date, no one is certain exactly which factors con; 7
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 perspectrve,
and fail to account for a systems frarri'eWork 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 more or less effective than other pro-.
gram - alternatives in the -juvenile: justice system ,
remain unresolved. The program administrator;
then, must make a greater cominitment to the assess-
ment process for determining the valrdrty of agency-
sponsored volunteer programs '

x K Coneludlng Note

The major thrust of this sectron isto rmpress upon
admlmstrators and staff that the assessment process -

s not forergn to program operatrons. Assessment of
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adlfferent program components is employed daily in

- the managemem decision: process. : ‘What has been °
stressed here is that decisions can be vastly improved
by formalizing information collection and analysis
'proce'dures, thus increasing the likelihood -that ad-
mmrstratrve decisions will be based on the best and
“-most. comprehensrve “information avarlable. Natur-

" ally,. the assessment process must selectively  focus

" ‘upon the main concerns and priorities of the- vol-

B unteer program. Nevertheless, data which, of neces-

srty, is always m\,amplete must ‘be systemanzed be--
“fore it is used in making decisions concerning the
% value or ‘modification of a volunteer program.
Good assessments “don’t happen by accident. They -
require a strong sense of commitment on the part of -
the program admmrstrator and staff . and other

fel

(l’(

Juvemle Justrce ‘system personnel In addmon, there
must be a commitment of résources in the form of -

. allocated work time and necessary funds. In this way,

_ volunteer programs can commaiid continual support

..based. on the documented services. being provided to

‘clienfs and the benefits accruing to the. Juvemle
i\ Jusm.e system and the community. The assessment.of
each individual program contrrbutes singly, but im-
portantly, to the total pattern of effort and accom-.

plrshment g ; e
'NOTES o i .
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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 bureaus; voluntary action centers; and hundreds
of public and. private agencnes concerned . with
juvenile justice services. :

This manual is intended to serve as a gmde 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 Admmlstratxon ‘of Volunteers
Services

s 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—National 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 récognized as
leaders in the field of volunteerism. The American
Cﬂrrectlonal Assoc1ation -the National Council on
Crime and Dehnquency, and the John Howard Asso-
ciation have distinguisiied rethatlons for providing
“technical assistance in the ]uvemle and adult correc-

tions fields. Followmg is a brief description of a-

capabllmea of each of these resources. It is important

to remember that most operational voliinteer pro- ‘
grams can also serve as a valuable source of techmral

’ assxstance

Action *

ACTION is a federal agency. Its objectives are: to™

APPENDIX A. Volunteer Program Resources

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 (Volunteers in Service to America), the
Foster Grandparent Program, - Retired . Senior
Volunteer Program (RSVP),Service 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 communities
and other communities and countries. ‘
ACTION provides volunteers at the local level at
the request: of government agencies, educaii'onal 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 operatlon 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 ant1c1pated in
the near future. :
~ Inquiries about locating and contacting the appro-
priate. ACTION: Regional Diréctor, requesting serv-
ices of volunteers enrolled in ACTION programs, or
volunteering yourself should be derCth to: V- :
ACTION o
‘Washington, D.C. 20626
Telephone tell frge._ (800) 424--8580

[

Associatlon for Administration of Volunteer
Services ‘

The objectives of the Association for. Administra- =
~tion of Volunteers Services'are: to develop volunteer = =
services:programs; to promote volunteer admlmssra-“ o
tion as a -profession; to éstablish standards for the .
utilization .of volunteer servxces, to share knowl-
» edge/ expenence,

to. encourage creatlve use of

=y




' ;volunteers, to work wrth mstltutlons of hrgher learn-

- curricula in volunteer admmlstratlom .and to pro-
' mote professronal stature amorigs: members through
meetmgs, workshops. and mstltutes

. Active membershrp is open to salaned or
unsalarled persons with contnnumg admlmstratwe

eSpo snbrllty in-the field of. volunteer administra-

tion, as” well -as educ,.tors and researchers in. the

: ;voll'int'eer field. Associ ¢ memberships are open to

T ,:retlred -administrgtors and others
vvoluntcer admrmsnatlon ST ey

“This agency serves profcssronal admrmstrators of :

ST volunteer programs throughout ¢he: human service
.« field—-community action centers, rehabilitation,
"+ long-term" care, comprehensrve health . centers,
hosprtals, schools courts and corrections—by mak-

ing available to them an established plan for the certi-

- fication of volunteer services coordinators, a list of

regional and national activities, a monthly newslet-

“. ter, a tape library, and current professional informa-
‘tlon and a quarterly Journal entrtled Vqunteer Ad-
- mzmstratzon.
Inqumes should be made to:
Association for Administration of Volunteer
~Services :
- Administrative Center
" “Box 426, 10214 South Dolfield Road
’ meg Mills, Maryland 21117
- 303/353-0300 ext. 446
: Amerlcan‘Correctional Association
The Amencan Correctional Assocratlon provides
o techmcal assistance to many agencies within the cor-
‘ rectlons and criminal justice system through a Law
,Enforcement Assistance- Administration contract. It
.can provrde a requestmg agency with consultants at
no. cost to assist with the implementation, review,
‘and evaluation of volunteer. programs. The list of

‘ ,consultants mcludes persons with a vanety of
expertise. They can help better utilize volunteers as

2 ,adjuncts to staff and extend agency servrces to dlffer-

- ent correctional settings and situations.
lnqumes should be made to:
- Corrections Technical PTOJeCt
... American Correctional Association
4321 Hartwrck Road, Suite L-208
. College Park, Maryland 20740
‘(301) 864 10'70 ~

§ y Anoclatlon of Voluntary Actlon Seholars
L "The ob]ectwe of the Assocratron of Voluntary

: ing.in developmg professronal educatlon and training

mterested in

' Association of Voluntee’r‘:‘Bureaus

~Actlon Scholars is to foster dlssemmatlon and ap- .
: phcatron of socral scnence knowledge about voluntary »
- action.

““Membership is open to those engaged in

, vvoluntary action research, scholarshlp, and profes-
‘sional--
-VoluntaryActxon Research MIB ey

activity. Members  receive JournaLr of

Inqumes shouid be made to: .
Association of Voluntary Action Scholars
1785 Massachusetts Ave, N.W.

Room211 ,
; Washlngton, D.C. 20036

A

The Association of Volunteer Bureaus promotes
volunteerism and voluntarism at the local, state, and

“national levels through communication and coopera-

tion with 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 agencnes and E
citizen groups:

The Association maintains 4 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.* .

Inquiries should be made to;

~ Association of Volunteer Bureaus
P.O. Box 7253 '
Kansas City, Missouri 64113

‘ Centerfora Voluntary Society

The Center’s goal i is to promote and expand. gen-
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 societ_y more humane,
just,-open, participatory, non-violent and uncoerced.

The Center ‘stimulates and performs basic and
applied research ~on voluntary action; collects,

,synthesrzes, analyzes, publishes, and disseminates

relevant information on research and practical- €xX-
perience both to scholars and practitioners in the
field; interprets. policy and stimulates dlscussmn of
issues vital to voluntarism; develops methods -of

e
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evaluation for the voluntary séctor; holds"confer-‘

ences, workshops, seminars, and informal discus-:

. sions with practitioners, professionals, and scholars;

consults with voluntary organizations regarding their -

goals, polrcres, operatrons, and evaluation systems;
and. aids in the development -of -the’ mdenend.nt
Association of Voluntary Action Scholars L
' Inquiries shculd be made to:

‘Center for a Voluntary Soclety

1785 Massachusetts Ave, N.W.

Room 211 :

Washmgton, D.C. 20036

~John Howard Iifssoeiation

- The John Howaid 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 Assocra—
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
unmet social needs and overcome systemic and struc-
tural inequities.

The Association has established a sound reputa-

tion with judges, legislative bodies, agency and de- ‘

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 criminal justice field. The
* scope of services provided by the John Howard Asso-
- ciation reaches into all areas of the justice system It

responds to the causes of 1ndlv1duals agencres and -

communities.
The Association through its Chlldren in Trouble

Project, has promoted’ greater public understandmg :

“and- support for prevention, treatment, and control
of ' juvenile delinquency and crime. “The  film,
.Children in Trouble, has been shown over one
thousand times in all 50 states and in several foreign
~countries. ~

~The -John Howard Assocrauon has developed
Comprehenswe Long Range Correctrenal Master
- Plans in - the States of Maryland Mrchlgan,
Kentucky, Florida, Virginia, South .Dakota, ‘Utah,
and Wisconsin. Additional planning, evaluatron, and
technical assistance efforts completed by the Associa-

‘tion - include Survey and .Planning. for Services to

Unruly Youth in Franklin- County, Ohio, and the
Wrseonsm Mutual Agreement Program Fvaluatron

Inquiries should be made to: -

John Howard Association e,

67 East Madison Street, Suite 1216

,,Chlcago, Illinois 60603 : g
(312) 263-1901

National Center for Voluntary Action ;

The Natlonal Center for Voluntary Actron op-
erates a,Clearmghouse for information on all aspects -
of volunteerism. Since 1969, the Cledringhouse has
collected, analyzed, and distributed information on
various aspects of volunteering and volunteer pro- -

grams. The search for iniormation and the collection .

of material is continuous, with new facts and insights
accumulating constantly.' The Clearinghouse makesf

-this information available in the following ways:

1. Program Descriptions. Information- aBout.
thousands of volunteer programs—covering a wide
range of social service fields—is available from the
Clearinghouse. The one-page data form includes: the .

‘name, location, and & brief descnptlon of the pro-

gram; the name(s) of the program’s sponsor(s), and
the name, address and telephone number of a person
to contact for further information.

2. Green Sheets. The Clearinghouse prepares lrst-
ings of organizations wrllmg to provrde technical and
other assistance to volunteer groups ini many areas of
specrahzatron, e.g., the National Council on Aging.” -

also prepares annotated . blbllographres of
pamphlets and other publications, free or at nominal
cost, relating to the development of volunteer pro-

- grams.

3. Portfolios. In a number of areas, the Clearmg-
house has assembled basic: portfohos on specrfrc
aspects of volunteer programming; e.g., Drug
Education and Rehabilitation Programs and the
Volunteer, Volunteers in” Pre-School; i)
Headstart and After School Programs, ete: ‘Most: of
the portfolios contain samples of Clearmghouse Pro-

gram  Descriptions, Green Sheets, and other related o g
materials. Some document the operatron of a smgle,:_ ,

administrators and volunteers,\ portfolios Asupplyf" '

short summaries of past, current and future college-

related and commumty-rmtlated trammg actrvmes . ";
Others, in notebook form, discuss such toprcs as .-

“‘volunteer recognition in practice and theory” and .
_““transitional * volunteering as a step for mental R
patrents in readjusting to the commumty 6

Information regardmg the National Center for '
Voluntary Actron, its newsletter, booklets, or port-‘

Day Care,., o




" ganization.

o fohos can be obtained from

5 . National Center for Voluntary Actron
1785 Massachusetts Avenue, N.W.
‘Washington, D.C. 20036

©(202) 797-7800

~'National information Center on
'Vo’luntee,rism, Inc.(NICOV)

The Nanonal Informatron Center on Volunteer-
~ismy; Inc. (NICOV) is a nine-year-old non- profit or-
‘ Its principal activities are technical
~-assistance, consultation, 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

~volunteer programs, 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, partrcularly emphasizing state and regional
needs.

The National Learmng 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 and motivation. This ‘‘inside> perspective
better enables NICOV to meet those needs with its

.. resources.- The Center. has developed its own tech-
" niques on the ‘“‘helping’’ and *‘self-help”’ involve-

- ment processes. These strategies, known as ‘‘People

- Approach,”” have been widely used by the Center and
'by individual programs in the field.

“NICOV’s membership in the Alliance for Volun-

';fteerism',' Inc., allows immediate access to additional

' - resources in the performance of pro_|ect and other op-
~_erational tasks. .

Inqumes should be made to;

Natronal Informaticn Center on Volunteensm, :

. 1221 Umversr y Avenue -
e Boulder, Colorado 80302 -
i (303) 447-0492

National School Volunteer Program, inc.

Thrs program seeks to promote the use of school
volunteers to - supplement and support activities

'whlch benefit students; 1mprove the number and

quahty of school volunteer.programs; create-a new
partnership between educators and citizens, through
school volunteer - programs; . recognize .the: services

‘and benefits provided by school volunteers.

NSVP ‘operates ' national, ' regional and state
networks. to communicate with its members and to
provide the school vorunteer community with publi-

cations which mclug*e the regular newspaper, “‘The -
School Volunteer”f operates a clearinghouse which

collects and drstrrbutes resource materials; provides
training programs 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 Washington Street
Alexandria, Virginia 22314
703/836-4880

Volunteers in Probatron-—Natronal Council on
Crime and Delinquency (VIP-NCCD)

The VIP Division of the National Council on
Crime and Delinquency represents volunteers in pre-
vention, prosecution, prgbation, prisons, and parole.
Criginally known as Volunteers in Probation, Inc.,
the merger with NCCEr'was effectuated in 1972.

VIP-NCCD consults in the area of criminal justice

* 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—NCCD 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 natronal forums sponsored by VIP—

-~ NCCD over the past five years.

VIP-NCCD has developed a trammg manual a
curriculum and 34 hours of excellent, full-color au--
dio-visual TV cassettes on the subject of volunteer-

B ism in criminal justice.. Known as the VIP—-NCCD

National Training Program, it has these major goals:




e Upgrade existing criminal - justice. programs _

OILTG

1 "'VIP-NCCD has helped start many new programs,

and

utilizing the combined efforts of volunteers

~and professionals in the field. The cassettes

; and other materials, are excellent for pre—serv-
“ice and.in-service trammg

- ‘Enlist new volunteers from all types of cmzen '

- groups. ' W
& Reach and inspire: hundreds of thousands of

college students to make a life-time commit-
vment to volunteerism in criminal justice.

assnsted numerous existing programs in upgrad-

ing their services.

~Inquiries should be made to: .-~
VIP-NCCD
. 200 Washmgton Square Plaza
- Royal Oak; Mrchtgan 48067
(313) 398 8550 '

. NOTES

- V'National Center for Voluntary Action, **Adminisiration and Organization in-Volusi- o .
téerism: National :Membership and Resouue Orgamzanons‘." Clearmghouse Gr«n S -
Sheels(Washmgton,DC Natjonal Center for Voluntary Amon) ; WA
* 1bid, s T
Y Ibid. EER e T R A
* Ibid. i ST e
* Ibid.
s 1bid.. .
* Ibid.
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, * The methodology followed in the preparatlon of
. the Prescrrptrve Package contributed significantly’ to
. the contents of this document. Consequently, a de-
. scription of this methodology is presented. for the
reader. “The following steps were completed:
l “An advisory committee to the Project was
“formed. The committee was made up of repre-
~ sentatives from the following areas
' a. law enforcement;
--b. county juvenile.court services;
¢. state youth services-volunteer program ad-
" ..ministration;
- d. private, non-profit voluntary social service;
~and
e. research techmques and.methodology.
The advrsory committee provided input with re-
spect to issues and concepts regarding volun-
~ teerism 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
called upon 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 outstandmg juvenile

justice volunteer programs. in the United -

- States; -
b. To suggest the types of questions that should
" be 1ncluded ina questtonnarre servmg the
o above projects; and . :
-¢. To assist in conducting a comprehensrve re-
- view of the literature and preparation of an
»abstracted ‘bibliography. of :the most rele-

“books and periodicals.

T purpose was to gather specific types of informa-

~_grams for on-site visits. A secondary function

- vant, - up-to- -date, . and easily obtamable

‘;,‘3. A lengthy and extensive quesuonnatre was de- :
o veIOped to: be administered by mail. Its primary

uon that could later be utrlrzed in selecting pro-

 APPENDIXB. Project Methodology

was:to collect descriptive information froi a se-
lected group ‘of- volunteer programs around’ the
nation.

. ‘The National Information Center on’ Volun-

teerism identified 107 programs from the Unit-
ed States and Canada. An-additional 18 pro-
grams - were -identified by the John Howard
Assaciation. Therefore, a total of 125 programs
received survey questronnarres Approximately
one month after the initial mailing, a follow-up
letter was sent to those programs who had not
yet responded. Of the 125 questionnaires
mailed, 81 responses to the inquiries were re-
ceived—a 64.8% return rate. Of the responses,
only-39 (47.2%) were ‘‘usable questionnaires.”’
There were several reasons for not being able to
use a particular response: having a program
that primarily serves adults; no longer having a
program; and only partially completing the
questionnaire. The 64.8% rate of return and the
47.2% usable response rate is considered very
satisfactory given: the extensive nature of ‘the
questionnaire and the nature of the data re-
quested.

. 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 orgamzatron,

(1) of the volunteer prdgram itseif;

/(2) if applicable, the position of the volunteer '

- program in the orgamzatronal structure of
the parent agency; )
'(3) criminal justice components served
(4) client population;
(5) numbers of volunteers;
(6) numbers of paid staff;
" (7) geographicarea;
(8). length of program operation; -
(9) evaluations;

~(10): major innovations and unique services.
‘The purpose of the on-site visits was to gather




additional information and to observe firsthand

" those aspects of various programs that would be B
helpful to others and worthy of rep]rcatlon (See

Appendix C for list of programs visited).

. Project staff attended various national, state, “
" and regional conferences and workshops on”
volunteerism. At these institutes contacts were -

- made and discussions held with volunteer coor-
- dinators regarding their partrcular programs,

i1 sproblems, and ideas. -
-+ 7. . After completion of the on-site VlSltS a prelimi-

nary draft was prepared This draft was drstnb-!' -
uted to members of the advisory commlttee and; :
" other selected individuals, such ‘as Dr. Ivan
' Scherer, Director of the National Informatron S
Center on Volunteensm, for review and: com- i

ment. From these comments and criticisms revi-

" sions were made and the final draft submittéd

to the Office of Technology Transfer of the -
Law Enforcement Assistance Administration
for review, publication and dissemination.




ln preparmg this manual prO]CCt staff visited sever-
al volunteer programs. A list of these programs, in-
cluding -names and ‘addresses of contact’ persons, is

included in this appendix for readers who may wish .

“to obtain additional information. Various 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 liere 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 drrectly

i Marlcopa County J uvenile Court Volunteers
3125 West Durango
'Phoenix, Arizona 85009 ]
.- Ms. Linda Harned, Project Director

R Social Advocates for Youth
: 975 North Point )
San Francisco, California 94109
‘Mr Jack Harrmgton Executive Director

Social Advocates for Youth
655 Castro'Street #5 .
‘Mountain View, California 94041

‘Ms, Deborah Manchester, Project Dlrector

o

~Social Advocates for Youth

114%s West.Church

~Santa'‘Maria, California 93454
“'Mr. Robert Faulk, Pro;ect Drrector

Drrectlon Sports, In¢.
B 17 West Ninth Street
.4 2+ = “Los Angeles, California
S Mr Tully Brown Pro;ect Director
i ;Partners
- 1206 West Bayaud
L iDenver, Colorado S
“Mr Bob Mofﬁtt Drrector G

P

o Flonda Dthsron of Youth Servrces

- 1317 Winewood Boulevard
Tallahassee, Florrda 32301 S :
: Mr .leff Schembera, Dlreetor, Bureau of Commumty Servrces

e l Tampa, Flornda, Volunteer Shelter Home
-2, Miami iFlonda," take Volunteers and VPO’s :
3 <Wes\t”Palm Bead londa, Detentron Volunteers and Shelter-
. 'BedProgram e

°ns-tev-s-ts

Mr, ‘Lane Williams, Director‘ of Volunteer Programs.- -

4, Tallahassee, Florrda, VPO’s, Volunteer Shelter-Bed Program,
‘Center Office, Volunteérs - :

5. Tallahassee, Florrda, Walter Criswell House—
" a. ‘grouptreatment volunteers’
b. members of advisory board to community groups treat-

ment ’

6. Mananna, Florida, Arthur G Dozier School lnsututronal Vol-

unteer Program

Aunt Martha’s Program

3034 Western Avenue -

Park Forest, Illinois :
Mr. Gary Leofantr Program Drrector

Youth Opportunmes United
75 Grove Street :
Worcester, Massachusetts 01608

Ms. Mary Adams, Program Director

Kalamazoo County Probate Court - Juvenile Division Volunteer
- Services: :
Kalamazoo County Building, R6om 400

Kalamazoo, Michigan 49006 .

Ms. Joanne Hyames, Program Director

Genesee County - J uvemle Dmsron Probate Court Volunteers
919 Beach Street. - :

Flint, Michigan 48503 A

Mr. Rob Collier, Project Director -

Ingham County Probate Court Child Services.

608.South Washington
Lansing, Michigan 48933
Dr. Ernest Shelley, Ph D Chief Psychologtst

Oakland County Juvenile Court Volunteer Case Aide Program

_.1200 North Telzgraph:

Pontiac, Michigan 48053 :
Mr. Raymond J. Sharp, Project Director

Qakland County Youth AssistanceProgram
1200 North Telegraph < -~ '
Pontiac, Michigan 48503

.Ms ‘Kay Karla, Drrector ’

Hennepin County”™ Department of Court Servrces - Volunteer
Services . S

—A-506 Government Center. |

aneapohs, anesota 55487

Mr. Rlchard C. Hodgkins, Director of Volunteer Services .

Department of Human Services
Multnomah County

426 S. W Stark

Portland, Oregon 97204’

i



APPEN DIX D. Standards for the Handlmg 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-
linquent youth, such as: arrest, detention, court ap-
pearance.

Although all state juvenile court laws currently in-
clude jurisdiction over status offenses, about 50% 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 most common has
been a prohibition against committing these youth to
state institutions for delinquent youth.

Several respected agenciés 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 Justlce system and to
-upgrade services can use such materials as starting

-points in the evaluation process. What follows is a
- position statement on a topic of current interest and
high controversy inthe Juvemle justice field. Itisin-
cluded here as an example of a position statement, to
stir the citizens’ interest in identifying critical i issues

within their communities. This and many other issues. -

need to be defined, examined and acted upon. In
many cases it w111 be commumty volunteers who do
SO. : :

Tradmonally, “chlldren in need of supeerSlon” or .
“status offenders,” that i is, children engaging in be-
havior that would not be a crime if committed by an
adult, have constituted a substantial proportion of
the Juvemle arrests, detentlons, 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 offénses, which:in-
clude truancy, running‘away, 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 Administration of Justice
Standards and Goals. Both 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 Cnme and Delin-
quency has recommended complete ; removal of status
offenses from juvenile court Jl.ll'lSdlCthﬂ ! Also, the
Juvenile Justice and Delinquency Prevention Act of
1974 provides that two years after from the submis-
sion-of a state plan for JJDPA funds, juveniles com-
mitting status offenses cannot be placed in detentlon
or correctional facilities.

These positions are taken in the behef that status
offense youth and their families need services, but
that service should be provided outside the criminal

- justice system. kThe»‘se\rvice's’ should vbe ofyfered;‘, by
“both public and private agencies, ‘and should be

available without arrest and detention or having to

g0 to court. Service should be available by referral * -~
from pohce (who come in contact with most of this

behavnor on the streets) or from schools, social agen-

- _cies, and partirularly from youith themselves or thenr,
~parents who see the need for servxce to prevent such
: behavwr ‘ S

<) "Junsdlcnon Over Status' Offenses Should Be Removed from the Juveniie Cour(—A )

. Policy Statement,’ * National Council on Crime and Delinquency, October 22,1974. - .
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- ‘The staff of the John Howard Association support
- this premise and believe that status behavior should
be removed as a category of behavior which subjects
youth to juvenile court jurisdiction. It should not be
“possible to put a status behavior youth in a secure

U Gustody detention facility or in an msmution for de:

_linquent youth,

- There are some instances when Juvemle 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
is such an irreconcilable difference betwéen 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 broadenéd 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 require a find-
ing of fault on the part of any mdnvndual 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 s‘chools, or other societal conditions‘ hav-

inga: neglect impact on the child.?

The model legislation limits the authority to flle
this type of petition (nieglect) to certain child-serving
agencies. It also limits the court’s disposition powers,
precluding handling these offenses as criminal-type

* delinquenciés and prohibiting use-of detention, pro-

bation, 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 ifi-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 enabiing 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 prov1de toits
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 irnpact.

* Model Acis for Family Courts and State-Local Children’s Programs, Départment of

Health,  Education, ‘and ‘Welfare, U.S. Government Printing. Office, Pub. Na.
OADIOYD 75-26041, Washington, D.C.

SAMPLE ENABLING LEGISLATION FOR THE USE OF VOLUNTEERS
- BY STATE AGENCIES AND D‘:PARTMENTS*

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, provxdmg an effective date.

,WHEREAS the spmt of voluntansm is one of the philosophies upon which

voe leen l'rom a proposed drafl of volumeer leglslauon for Ihe State of Flonda
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this nation was fotinded, and

WHEREAS, today one of every five Amerrcans is makmg a gift of time and tal-
ent to some kind of volunteer service which is desrgnated to help others or to work
for a cause, and

WHEREAS, our communities, our state, and our nation w1ll benefit as more
and more people bestow the priceless gift that comes only when people glve 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 wrth 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.

“) ““Material donor’’ means any person who provides funds, materials, em-
ployment, or opporturiities for clients of state departments or agencres 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 départment, 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 m programs administered by the depart-
ment or agency.

(2) 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
colleetive bargaining agreement between the state and any employees” association or
union nor to any laws relating to hours of work, rate of compensation, 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 section 4 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 appropna-

tion inany fiscal year. . ; : i

Section 3. Responsrbrhnes of departments and agencres —Each department or‘ :

agency utilizing the services of volunteers shall:

(l) Take such actions as are necessary and appropriate to devclop meamngful :

opportunmes for volunteers involved i m state-admrmstered programs

i
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) Devenop written rules governing the recruitment, screening, trammg, re-
sponsibility, utilization, and supervision of volunteers. .

(3) Take such actions as are necessary to ensure that volunteers understand
their duties and responsibilities.

(4) Take such actions as are necessary and appropriate to ensure a receptive ch-
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 service as partial fulfillment of state employment
requirements for training and experience pursuant to rules adopted by the Depart-
ment of Administration.

Section 4. Volunteer benefits.—

(1) Meals may be furnished withouf"“eharge to regular-service volunteers serving

“state departments provided the scheduled assignment extends over an established

meal period, and to occasional-service volunteers at the discreiion of the department
head. No department shall expend or authorize any expenditure in excess of the
amount provided for by appropriation in any fiscal year.

(2) Lodging, if available, may 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. 768.28, 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 relating to the total number, location and duties of alli
volunteers, including legular-servnce volunteers, occasicnal-service volunteers, and
material donors; and

(b) Information relating to the total number of annual hours of service pro-
vided to the department or agency by all volunteers, including regular-service volun-
teers, oc»asnonal-serv;ce 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, ali avenues of community in-
volvement through the use of volunteers should 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.

73
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BIBLIOGRAPHY -

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 consnsts 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
. Procedures and methodology for recruitment, screening and orientation of
volunteers
Staff training and relations
. Training of volunteers
. Matching of volunteers
. FUnding and Financing of volunteer programs
. Program Evaluation and Research, Program status surveys
II. Dlrect Service Programs Involved with Juvenile Justice Systems
a. Law Enforcement
b. Courts
¢.. Detention and Jails
d. Probation
e. Institutions

-0 o0 o
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f. Parole and-After-care
g. Victims V
h. Alternatives to further penetration into the justice system such as preven-
tion, diversion and alternative programs
III. Indirect Services - The Use of Volunteers for:
a. Advisory boards '
b. Consultation
¢. Resource Development
IV. Private Sector
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Parole.’’ Federal Probation. 33(4) 1969. , :

Volunteers in Probation of National Council on Crime and Delinquency.
Volunteers! And _the Rehabilitation of Criminal Offenders. 1970.
200 Washington Square Plaza, Royal Oak, Michigan 48067.

. Volunteers in Probation. Volunteers in Probation: Case Studies. 1972

County Probation Department. P. O. Box 23096, San Diego, Cali-
fornia 92123.

Volunteer Service of Santa Cruz County Friends in Contact (undated).
1110 Emeline Avenue, Santa Cruz, California 95060.

Volunteer Training Project. The Use of Volunteers in: Courts: in Norsth
‘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 Volun-
. teer Services. Olympia, Washington 98504,

. -Weston, Paul L. Citizen Participation in Georgia Corrections. 1974 800,

Peachtree Street, N.E., Atlanta, Georgia 30308.
Wiener, C. K. “Pitfalls Faced in Urban Areas in.Development of Volun-

teer- Programs Related to Probationers.’’ Proceedings, AVBA, Na--

tional Corniference on Social Welfare. 1969.

- Wiser, ‘Betty. Guidelines for the Volunteer Coordinator. Ralelgh The
Urban Affairs Community Service Center North Carolina State

University. 1972;

YMCA ‘“‘National Youth Project Using Mlmblkes 2 Progress Report

- YMCA National Board. Los Angeles, California. April 1972.

; ‘Zafenz, Alexander and students. ‘‘Volunteer Probation Counseling Pro-
gram in the Jefferson County Court.”” (Group thesis presented to
the faculty of the Graduate School of Social Work Umversnty of -+

Denver. )June, 1968.




i SECTION 2. ABSTRACTS OF PUBLICATIONS THAT PRO-
POSE STANDARDS AND GOALS FOR THE JUVENILE JUS-
TICESYSTEM | L oA

‘ Berger, R.J.; Crowley, J.E; Gold,k Martin; and Gray, J. with Arnold, M.S. Experi- - o :

ment in a Juvenile Court: A Study of a Program of Volunteers Working with Ju- B &

, vemle Probationers. Ann Arbor University of Michigan, Institute of Research, ‘
B 1975. b
‘ - , 3
Experiment in a Juvenile Court reports on a comprehensive study of the o

- 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, schi-
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
R , valid evidence of the degree to which the program under study reached its goals;.
e . ‘ : ‘ (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 delmquency is caused and
may be treated.
The researchers gathered 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 delmquent
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 and younger, and more and less delinquent youths. They also ex-
amined the way probationers’ relationships with their parents aided or inter-
.. fered with the rehabilitative process, and they identified some characterrstrcs of
‘the more effective volunteers.
. The prmcrpal conclusion: “““This_volunteer program was not effectlve in re-
: ducmg the self—reported delinquent behavior of its clients, their rates of police
* ‘contact, or the degree to. which they become more deeply enmeshed in the ju-
’ venile justice system. Indeed, each 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 perrod ended
 showed that, in the long run, probationers who received volunteer services were
~ " neither more nor less delinquent than those who did not receive-such services.
- While some approaches to-volunteer service were found to. be more effective
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: than others, nope proved superior to provrdmg no volunteer service at all.
Among the recommendations:

® Courts should not coerce young probatxoners and their families into re-
habilitative programs since coercion tends: to undermme rehabrhtatrve
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 ex1st but for which
thereis a need. : ~

Corrections in South Dakota, A Master PIan 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 mcludmg legislative and programmatrc 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 recommendatrons for updat-

; ' . ing and changes are made.

¥

Department 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. Washmgton, D.C.: U.S. Government Printing Office, 1974. 81
* 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 develop a unified, integrated guide for
legislative drafting, covering both the judicial and administrative aspects of this
subject, incorporating the latest thinking by persons knowledgeable in the field
related to what many‘persons beliéve to be the uitimate objective; namely, the
diversion of the greatest number of juveniles from the Juvemle justice system’
consistent with both the juvenile and/or public safety.

The suggestions contained in this document were made as a result of research
and study which include a review of state laws, federal and state judicial ‘deci-

‘ sions, field study of judicial and administrative practices in certain selected

" states, and discussions with many individuals actively engaged m the prevention.

8 - ‘and treatment of delinquency and neglect.

The document- specifically provides new language and direction for handlmg
“status’’ offense behavnors tradltlonally handled in the juvenile court

James, Howard. ChtIdren In Trouble A Natzonal Scandal New York: Davrd Mc-
‘Kay Co., Inc., 1969 s

“This book is prrmarrly an expose of the ili-effects of the ]uvemle ]ustrce'
system on chrldren It shows how the system s'various components label cnml- ‘
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nalize and brutahze many of our children. Mr. James travelled throughout the
United States to collect his information and descrlbes by example, the positive
and negative attltudes, practices and pohcres that he found. Unfortunately, he
: ~ found more negative than positive attitudes. The last chapter of the book is
Et ‘ unique in showing a large number of things that people, both professionals and v
' nonprofessionals, can do to improve the treatment children in troubie. SR -

Juvenile Detention and Altematzves in Florida. Clncago J ohn Howard Association,
1973. 165 pages.

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 on current practlces of detention throughout the State and’ a recom-
mendation for policy and program changes.

Specific recommendations. include the establishment of reglonal 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 with 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 juvenile justice com-
pleted during 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 Juvemle detentlon
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 sharply 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 detammg juveniles. Each year
hundreds of thousands of children and youth are 1mpacted by experiences in
these facilities.- Far reaching action recommendatrons are made that would af-
fect legislation, court practices, and the physrcal facilities and programs

Standards and Guides for Detention of Children and Youth 2nd ed New York: The
Natlonal Council on Crrme and Delmquency, 1961

Pk T : - This: pubhcatlon in its original and second edition sets forth sound detentlon

£t o -~ 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 edltron includes significant changes in clearly defining the rate
of detammg, adds some new standards and an entirely. new.appendix entitled,
“Gurde to Detention Capacrty Intake Control,”” which makes possible a self-

“ survey of detention intake by applying sound standards... . .. .

S R . The purpose of the book is to help probation officers and Judges not only im-

AT e prove ‘the quahty of detentron services throughout. the country, but also tore-
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duce the present alarming trend toward indiscriminate use of detention for chil-
dren. It is also hoped that laymen and professionals alike will use it to help

* establish state-operated regional detention homes and thus rid our county ju-
venile courts of the shameful practice of detamtng chrldren in county jails and -
‘makeshift facrhttes

The President’s Commission on Law Enforcement and Admlmstratlon of Justice.
"The Challenge of Crime.in a Free Society. Washington, D.C.: U.S. Govemment
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 natlonal surveys, and

" “held thousands of interviews and meetings.

There are more than two hundred specific recommendatrons that call for a 3
“‘greatly increased effort on the part of the federal government, the states,
counties, the cities, civic organizations, religious institutions, business groups
and individual cmzens ** The Commnssnon 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 developed a far broaderrange of techniques to deal with
the individual offenders; '

. The system of criminal justice must ellmmate existing injustices;

. The system of criminal justice must attract more and better people;

There must be more operational and basic research mto the problems of
crime and criminal administration;

6. The police, courts and correctlonal agencres must be glven substantral,
..~ amounts of money; and -
7. Individual citizens, civic and business orgamzatrons, religious institutions,

and all levels of government must take responsibility for planning and
implementing the changes that must be made in the criminal j Justrce system
if crime is to be reduced. °
‘This' volume ‘summarizes the findings of,, the Commtssxon. Several other
volumes available through the U.S. Government Printing Office examine in
depth each major segment of the field of crime and law enforcement

I SR

U.S.. Nanonal Advrsory Commlsswn on Crrmmal Justice Standards and Goals,
Commumty Crime. Prevention. Washmgton, D.C.: U.S. Government Prmtmg
Office, 1973. 364 pages. :

The greatest potential for reducmg the mc1dence of crime in the United States
lles in activities directed at preventmg crime. Programs-and activities directed
toward removing the desire or need for an mdlv-dual to commit .crime or - -
toward reducing; opportunities to commit crime are discussed. Prlmary em-

-« phasis is placed 'onigoals, standards, and: recommendatrons for reducing the Sl i
" violent crimes of murder and non-negligent manslaughter, . aggravated assault : P .
- rape, and robbery, as well as the property crime of burglary o
: Citizen apathy and indifference contribute to the spread of crtme, and prlvate
‘and publrcagencres .outside the: crlmmal justice system influence rises ‘and de-

“clines in crime rates; Community crime preventton efforts include: demonstrable
- benefits for: existing institutions and agencies organized toward the achievement
- of other pnmary goals. The operatlons of youth servrce bureaus are partrcularly :




relevant to the concept of service delwery o s ;. N

“U.S. National Advnsory Commission on Criminal Justice Standards and Goals, Cor-

rections. Washmgton, D.C.: U.S. Government Prmtmg Office, 1973 636 pages

Standards and recommendatnons on corrections are presented to mfluence 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 to have continuing jurisdiction
over offenders they have sentenced, and many other subjects that prevnously
might not have been considered within the reaim 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. Part II treats the need for changes in major program
parts of correction. The basic principle is that large institutions should be
phased out and remaining institutions used only for dangerous offenders.
Programs based in the community will be the major methods of dealing with of-
fendérs. Part III covers requirements. for the improvement. of the correctional
system as a whole and each of its components—effective organization and ad-
ministration, optimum use of manpower, acquisition of a 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-

- perin the efforts of the criminal justice system to reduce crime and protect the
commumty :

- U.S. National Advisorj Commission on Criminal Justice Standards and Goals.

- Courts. Washmgton D.C.: U.S. Govemment Printing Offlce, 1973. 358 pages.

- $3.95.

The National Advisory Commission on Criminal Justice ‘Standards and
Goals was created in October 1971 to 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,
' recognmon of them as legitimate aspects of the criminal justice:system.

Limited ase of the full trial procedure is not only inevitablé but desirable. Not
all cases present issues best solved by traditional full-scale.htngatnon, and such
litigation often 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 processesof: d:scretlonary décision-
- makmg It is recommended that administrative methods: of :disposition be re-
tained and improved for use when both the prosecutlon and: the defense choose

S them over formal litigation beforea judgeorjury, oot

Top priority should be given to speed and: efﬁcnency in determmmg the guilt
" of innocence of a defendant Faster and more efficient:criminal processing
_ would both increase the deterrent effect of the criminal law and ease the task of -
= rehablhtatmg offenders. Second priority should be accorded to upgradmg per-
.+ formance of the prosecutlon and defense functions. Thnrd priority ‘should be -
8 »gnven to the task of msunng the hlgh quahty of Judges.“

Specxal attcntlon should © - -




be given to court processing of juveniles and to those functrons currently per-
formed by the lower courts.

U S. Natronal Advisory Commission on Criminal Justice Standards and Goals.
Criminal Justice System.. Washmgton, D.C.: U S. Governmerit Printing Office,
1073 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 criminal 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 responsnblhues of code revision

' commissions are proposed.

U.S. National Advisory Cornmission on Criminal Justice Standards and Goals. Po-
lice. Washington, D.C.: U.S. Government Printing Office, 1973. 668 pages.
$6 65S. '

The research of the Task Force on Police was dlrected toward gathermg
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 Task Force propose
untested or unproven standards—and then only after considerable dlscusswn of
alternatives. :
Orgamzed crime is recogmzed as probably the smgle most menacing source
_ of .criminality threatening the United 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. C
. The Task Force identified seven basic objectives designed to improve service ‘
.-and- reduce .crime: (1) 1mmed1ately develop and apply all available police
agency, community, and other criminal justice resources to apprehend cnmmal
offenders;(2): immediately develop and apply community resources to the
reduction of crime through formal crime prevention and police support pro-
grams; (3) actively pursue criminal justice system coordination and effective-
ness; (4) immediately identify specific local crime problems and set rate- reduc-. -
- tion: goals, ) ‘immediately develop and apply every available human resource -
*.to stop crime:and:apprehend offenders; (6) 1mmedlately develop and apply ‘
" every available technological resource to stop-crime and apprehend offenders,» T
(§)) rmmedlately develop and apply all avallable resources to respond to specral’ [
community needs. ‘
.. -The seven: objectrves are not offered in any order of pnorrty For eaeh ob- -
: .Jectwe, standardsrwere selected -that would do most to. make the objectNe a};g
reahty The ob)ecnves and their related standards are listed in table t‘orm. S5

Wakm, Edward, Cluldren Wrthout Just:ce A Report by the Nanonal Councll of ,
Jewrsh Women. Ncw York Nattonal Councll of J ewnsh Women, 1975 150 pages
$2 00 ’ Sl , ; ol S
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The National Council of Jewish Women have been in the “bUSinesSf’ of be-
ing involved with young pcople for many years. This-book reports the results of

a nation-wide survey of the juvenile justice system. The report not only. de-

scribcs what it found but also explains the juvenile justice system, develops

- guidelines for good practices, and most importantly describes what has been

done and what could be done through the use of volunteers from the concerned
citizenry. The report can be used as a guideline for community groups wishing
to become involved in ‘¢hianging the juvenile justice system. It is the story of
how the system can be changed.
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SECTION 3. ABSTRACTS QF PUBLICATIONS IN THE FIELD
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. Planning for Potential Problems. '
Bashant, Susan K. and Moffitt, Bob. Volunteer Program Development
Manual. State of Colorado Judicial Department., January 1973.
Buckley, Marie, Breaking Into Prison: A Guide to Voluntary Action. Beacon
Press, Boston, 1974. =
Cook, Thomas J. and Scioli, Frank P. The Effectzveness 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 Probanon, Inc. Citizen Participation in the
Juvenile and Adult Criminal Justice System. Madison, May 1975..
Fare, Kenneth. ‘‘Everything You. Want To Know About Volunteers i in Proba-
tion: A Guide for Staff.’’ San Diego County Probatron Department. A
_Fautkso, Timothy F. and Scheier, Ivan H. Volunteer Programs in Prevention
and  Diversion. U.S. Department of Health - Education, and Weltare,-,
- August 1973. :
Guidelines to Volunteers Servzces New York State Department of Correctlons B -
Hennepm County  Courts. Hennepin County ‘Court Servzces Volunteer L R
Program. Department of Court Services.
~ Jorgensen, James D. and Bashant, Susan K. Volunteer Trammg Manual State ‘
-of Colorado Judicial Department S v
- J orgensen, James D. and Scheier, Ivan H. Volunteer Tramtng for Courts and :
SR S Correcttons The Scarecrow Press, Inc. New Jersey, 1973, : P
. et Lo ,J'Leenhouts K. Concerned Citizens and a City Crtmmal Court 1971 Volunteers’f :
T T . inProbation of NCCD; Michigan. s R R
_;Momson, ‘June. ““The Role "of “Volunteers in Correct nal Educatlon,” B S
: , ' * University of Arlzona, College of . Busmess and Pubhc Admrmstratron,f RO L
[ Augusti9ro; o e el
. e Morrlson, June “The Use of Volunteers m Juvemle Courts m the Umted SRR




States, A Survey.” The Umversrty 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 Jor Citizen Action: Crime
Prevention and the Citizen. Washington, D.C. Aprll 1974. -
Naylor, Harriet H. Volunteers Today: Fmdmg, Training and Worktng With
Them. New York, 1967.
. Partners, Inc. Admtmstratrve Seminar Text for 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 Informatron and Citizen Action
in the Delmquency and Crime Field—Our Greatest Need. Florida, 1974.
Scheier, Ivan H. Frontier 1 Incorporatmg Volunteers in Courts. NICOV,
Colorado 1970
‘Scheier, Ivan H. Frontier 10; The Church as Volunteer m Courts and Correc-
tions. NICOV Colorado, May 1972.
Scherer, Ivan H. Volunteer Programs in Courts—Collected Papers on Produc-
tive Programs. U.S. Department of Health, Education and Welfare, 1969.
Scherer, Ivan H. and Berry, Judith L. Guidelines and Standards for the Use of
=y Volunteers in Correctional Programs. U.S. Department of Justice, Law
™ v : Enforcement Assistance Administration, August 1972,
: Scherer, Ivan H. and Berry, Judith L. Serving Youth as Volunteers. NICOV
Colorado, February, 1972.
, Scherer, Ivan H. and Cooper, Robert. Basic Feedback System NICOV
Colorado, July 1975.  *
Scherer, Ivan H., Fautsko, Timothy F. and Callaghan Dran Frontier 12:
Matching Volunteers to Clients. NICOV, Colorado 1973.
Scheier, Ivan H., Schwartz, Ira et.al. Frontier 11: Orrentmg Staff to Volun-
o 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, November 1972.
erson, Marlene. The Effective Management of Volunteer Programs 1975:
- Volunteer Management Associates (Boulder, Colorado).
' Yancey, Theresa, McFeeley, Sandra, Lake, Phyllis; Scheier, Ivan. Frontier 2.'
Recrumng Minority Group and Low Income People as Court Volunteers
NICOV Colorado, January 1971.

CRIME AND DELINQUENC Y

i

o Cnme and Delmquency is a professronal forum for the expressron and dlSCllS-
L sron of all ‘competent views of the administration of criminal justice. -
‘-Cr,i me and Delmquency is. publrshed quarterly (January, April, J uly, October).
§ r"-.,‘Subscnptlons' are entered through the Business' Office of ‘the publisher, National . -
“..“Council on. Crime and Dehnquency, Contmental Plaza, 411:Hackensack: Avenue, -~ <~ -~ - ?;
S ,Hackensack New Jersey 07601, and are included i in the $15. annual NCCD member- L Ly
e o =shlp, of whrc | ‘0‘1s for publtcatlon cost Smgle copres, $4 r




Milier, 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 hational political issue, Americans have been
deluged with studies and freports. The money poured into the states by

. federal legislation for crrmmal justice ‘reform has not been spent wisely,

and citizen participation in decisions on allocation of these funds has
been minimal. Citizens must participate at the plannmg 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 should
focus on juveniles, minor offenders, and, especially, local jail inmates.

‘More than any other institution, the jail presents great challenges and

opportumtles because of its diverse population and its locatlon in the
community.

. To be effective in reforming the criminal justice system, cmzens must
form broad coalitions composed of a variety of community organiza-
tions. From the time planmng begins, members of the criminal justice
establishment must be included.

The system should be examined carefully to determine whrch part
needs attention. Defined goals must be modest and non—threatenmg to
the establishment; the 1mportant thing is to get citizens inside the system.
Thelr understanding of the realities of the system, combined with con-
tacts with actors in the system can lead to pressures for fundamental
change : :

Lee, Robert J. “Volunteer Case Arde Program A Commumty Responds » Crnne
and Delinquency, Volume 14, (October 1968), 331-335.

Abstract:

How to involve the community in solvmg social problems, such as

,delmquency, is a source of major concern, not only locally but

natlonally The answer is not as complex as some theoretrcrans would
lead us to believe; In Eugene, ‘Oregon, the Lane County Youth Project
found that people will volunteer their services if they are asked a single
question: “‘Will you please give the Juvenile Department a hand with'a
delinquent boy or grrl who needs a friend?’* The motivation and training
of volunteer case ardes assrstlng probation offlcers in handling" delin-
quents- as well ; as: the posmve values of such a program are descnbed in

~ detail..

Goddard Jewel. “Volunteer Servrces ina J uvemle Court ” Cnme and Delmquency, i
Volume 13, {(April 1967), 337-343

i ~Abstract;

Abstract :

E most people

‘While more people than we imagine are lookmg for new opportumtres e

to serve' their commumtles, this volunteer resource has remained rela-
tively’ untapped by most Juvemle courts. This article points out why
~ volunteers:are essential to the courts and how they supplement the serv- . -
-, ices of paid. staff. Whrle they must be recrutted -trained.and. supervrsed‘_ B
by professronally tramed pald employees, volunteers provnde services - B

-~ which paxd' staff cannot provrde Details are’ given to- rllustrate how (IR

’_’not understand lt very ell and i




the tools to do its job properly. Many judges are unprepared for their
tasks when they assume juvenile court responsibility; there are not
enough probation officers with adequate training; and deténtion 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 Servrces 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 dedrcated to the
rehabilitation of adolescent girls. It maintains cose contact with the

- Juvenile Division of the l?hiladelphia 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
thgéﬁgn ) fiitensive training program in which they learn about the
types of t‘flcultles besetting teen-age girls and the ways in which they
may be handled Experience has shown that lay volunteers can take a
more drrelst part in service work with juveniles—a part that need not be
restricted to fund-raising or publicity.

Macpherson, David lj' “‘Community Action for Employment of Probatloners
' Cnme andDelmq;uemy, Volume 10, (January 1964), 38-42.

Abstract:

. The greatest problem of the Southwest Area Office of the Los Angeles
Courty Probation Department is probatloner unemployment About

* three years ago, the office, which is located in an area of high delinquen-

¢y and crime, embarked on a program of interesting the community’s

~ residents and business people in forming an independent, autonomous

citizen group concerned with the employment of probationers. ThlS‘k
article describes how such a group was formed and cites some of the

- problems and benefits that attend a local cmzen action program of this

nature.

Leenhouts, Keith J. ‘“The Volunteer’s Role in Mumcrpal Court Probatlon ** 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 probation

‘program, appealed to the community for help At first eight persons
volunteerd to become probation counselors; as time went on some busi-

,' nessmen and clubs donated money. Now, three and a half years later,‘
the court has a probatron program that includes pre—sentence investiga-

tion, - free psychologrcal .and psychratrrc evaluanons, an employment
counselmg servrce, its own chapter of Alcoholics Anonymous, a church-' ~

" related _program, a staff of six part-trme counselors, a psychratrrst in

- charge of both group and individual psychotherapy, 150 volunteers who
... act.as probatroner sponsors, - and financial’ contrrbutors The article
" details the growth of this Voluntary program and shows how a commun-‘

;rty gave of rtself——warmly, freely, and wrthout thought of. monetary.f o
',,lgam—so that 1ts court could mstltute and mamtam an msprratronal 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 Departmént 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 problem, motivation, capacity, and opportunity.

"The framework, he assures us, can be eas:ly understood by thie volunieer

and is a useful training tool.

Horejsi, Charles R. (D.S.W.). “‘Attitude of Parents Toward Juvemle Court Volun-
teers.’’ Federal Probation, XXXVI, (June, 1972), 13-18.

Abstract:

‘Attitude of Parents 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 suggesttons for the man-
agement -of voluriteer programs

Beless, Donald W., William S. Pilcher, and Ellen Jo Ryan. “Use of Indigenous
Nonprofessronals m Probation and Parole * Federal Probatton, XXXVI
(March-1972),:10-15. :

Abstract:

Use of Indrgenous Nonprofessionals in Probation and Parole A
significant development in corrections is the use of nonprofessionals
(some of them former offenders) recruited from the same social class as

_the ‘population served. Value of the indigenous nonprofessional' lies in

the reduction of social distance and shared life experiences between cor-

ret,tlonal worker and offender. Donald W. Beless, William S. Pilcher, -

and _lgllen Jo Ryan, Research Assistant, respectively, of the Chicago
Probation Officer-Case Aid Project, report that the Project aptly
demonstrated the feasibility of a paraprofessnonal posmon in U.S,

' Probatlon and Parole

FEDERAL PR OBA TYON

All phases of preventtve and correctional actlvmes m delmquency and crtme come

within the ﬁeld ofi mterest of Federal Probation.

r“

The Quarter:y is edrted by the Probation Division of the Admlmstratlve Offtce of
Co

the Umted Sta

irts, Supreme Court Burldmg, ‘Washmgton, D.C., 20544; It is

pubhshed by the Administrative Offrce in'cooperation with the Bureau of Prtsons of

the United States Department of Justtce Federal Probatron can be found in the
& .Docume_nt;S_ec(ti; ’ : : ‘

Artlcles on Volunteensm, pubhshed in Federal Probatzon June 1964 L .

through T une, i , : ,
National Councrl of Jewnsh Women Justrce for Chlldren Task Force “Volunteers ~’ L

1975.
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Interact ‘with the - Juvenile Justice System’’ Federal Probatxon, 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 community understanding and involve-
ment. :

- Kaufman, Clementine, ‘‘Community Service Volunteers: A British Approach to
Delinquency Preventlon b 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 Community 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.

Schwartz, Ira M. “Volunteers and Professionals: A Team in the Correctronal Proc-
.>* 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,
IraM. 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 tram-
ing, supervision, and program management, he asserts, volunteers can
_be trained to provide essentially the same services to clrents as those pro-
vided by paid professional staff. He relates his experrence wrth volun-

teers in his court.

Scherer, Dr. Ivan H. *‘The Professional and the Volunteer in Probatlon An Emerg-
ing Relatlonshtp '’ Federal Probation, XXXI1V, (June, 1970), 12-18.

Abstract:. The Professional and the Volunteer in Probation: An Emerging Re-
lationship. John Augustus, a shoemaker, was the first probation officer
(1841). His services to the Boston courts were entirely on a volunteer
* basis as were all the earlier probation services. But:probation will never
'agam be all volunteer. Since 1960 there has been a marked trend, how-
. “ever, in the use of volunteers in probatron in partnershrp with the profes-
" sionally trained person. . Today, more than 50,000 cmzens ‘are volunteer-
: mg their services to over 1,000 court probatron departments '
- Dr. Ivan Scheier, director of the National Information Center on
~Volunteers’ in Courts, tells ‘us about the volunteer movement in the
iUmted States B e

[
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‘Stein, Philip “I’m Only One Person—What Can I Do?”’ Federal Probatzon,’

XXXI1V, (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 corrections must provide the answers

by showing the citizenry what they can do to help stem the rrsmg tide of
delmquency and crime.

Leenhouts, Keith J. “Royal Oak’s Experience With Professionals and Volunteers in
Probation.”:Federal Probation, XXXIV, (December, 1970), 45-51. '

Abstract: Royal Oak’s Experiencé With Professionals and Yolunteers in Proba- -

tion. Since 1960 the use of volunteers, particularly in juvenile and adult
misdemeanant courts, has grown dramatically. It is estimated that as
many as 1,000 couris 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 use of volunteers who
work in cooperatlon with the. professionally trained probation officer.
He cites some of the pitfalls-to guard against and offers guldelmes on
how to establish and operate a volunteer court program.

Unkovic, Dr. Charles E., and Jean Reiman Davis. “Volunteers in Probation and
Parole,”’ Federal Probatron, XXXIII,(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 volunteers in Flori-
da’s Community 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. The 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 “szen Partlcrpatlon An Experiment in Prison- Com-
munity Relations.” Federai Probation, XXX, (December, 1966), 18-24.

Abstract: szen Participation: An Expenment in Pnson-Commumty Rela-

tions. Warden John D. Case of the Bucks County Prison at Doylestown,

Pennsylvania, writes the second of his three-article series on jail adminis-

tration. He emphasizes the need for citizen participation in a jail or peni-

tentiary program and demonstrates how a community can play a- signifi-

cant rolein a jail’s efforts to improve inmate morale and provrde incen-.

tnves for changes in attitudes and behav:or

BOOKS MANUALS AND REPORTS

Amencan Bar Assocratnon Natronal Volunteer Parole Aide Program. Lrabrltty m3 :

' Correcnonal V unteerPrograms Planmngfor Potermal Problems, 1975

Abstract: The purpose of this work i is to present basrc information for use by ..
- state-agenciés and volunteerlorgamzatrons in understandmg the legal Do

& 3 implications of thelr participation in. the correcnonal system

The followmg isan example of the mformatron provrded by thrs book

ik
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““Torts’’ are explained to be civil, as opposed to criminal, legal wrongs
which bring about llablhty Liability, in turn, leads to award .of
damages. The money publication goes on to explain tort liability of state

~agencies, states and volunteers acting as agents of states. Not all liability

situations lead to law suits. Law suits are avoided in some states because

- Workmen’s Compensation covérage 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 presented 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 appendices

- to locate their respective state’s laws and legal doctrmes. Because of

state-by-state dtvers:ty, the appendices should be viewed as an integral

“part of this. monograph and essential referencé component for all who
seek to-inform themselves of potential liability situations confrontmg

volunteer programs with which they may be associated.
“In the event of involvement in a legal claim or lawsuit, however, the

" guidance of an attorney is essentlal for local correctional agencies, their

personnel and volunteers.’’*

*From the foreword by Joseph W. Mullen, Jr., Chairman, National
Management Committee Volunteer Parole Aide Program 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, approxlmately 100 pages

Abstract..

The pubhcation is a how-to manual for the volunteer court program
administrator or director. Both models for adaptation and éxamples of
tried methods provide the volunteer program director in courts or cor-
rections with general guidelines, strategies, and suggestions in the
development, administration and management of volunteer 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. A good informative appendrx which mcludes examples
of volunteer job descriptions, sample press releases, and a section listing
resources is also extremely helpful to the reader. o

The publication is a most comprehensrve effort in presentmg a much

" ‘'needed how-to basics for the volunteer program administrator. - Al-

though nearly three years old and in need of updatmg, the manual gives

- the reader a clear step-by- step exemplary methodology of administrat-
. ing a volunteer program in a court or correctional settmg

‘The Program Development sManual is a must for -any. court or correc-

_tional program which is setting up a volunteer program It is & loose-

leaf, ringed notebook which allows the admlmstrator to.add or delete

A ’materrals and develop the manual asa personalrzed program

"Available through: State Volunteer Services Coordinator, Colorado

» ~Judrcral Department 323 State Capitol, Denver, Colorado 80203.

Buckley, Mane Breakmg Into ,Pr‘zson A Gmde to Voluntary Actton 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 juvénile
inmate in an honest and straightforward manner. She includes a lesson
on how to avoid being conned by offenders and a very realistic descrip-
tion of the gialifications of the prison volunteer. Specific, applicable
instructions are given on how to start useful volunteer prograins 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 the
criminal justice process. The book provides practical, readable infor-
matiofi for anyone who is considering volunteering in prisons, and for
those who wish to improve institutional conditions.

Available through: Beacon Press, Boston, Massachusetts or Saunders
of Toronto, Ltd:, Canada, $7.95.

Cook, Thomas J. and Scioli, Frank P.. The Effectiveness of Volunteer Programs in
Courts and Corrections: An Evaluation of Policy-Related Research. University
of Hlinois at Chicago Circle, Chicago, Illinois, Aprll 1975.

Abstract.

““The purpose of this project was to evaluate research on the effectlve-
ness of volunteer programs in the area of courts and. correctrons 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 project.

~ “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 trammg, and the’ 1mpact of the volunteer program- on chent be-

‘havior. -

“A prrmary fmdmg is that there is a lack of empirical and valid re-
search 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-
formance criteria and ‘data on the cost effectiveness of volunteer pro-
grams. Also, there is a need for detailed guidelines relevant to program
design, implementation, and administration. This report concludes with

ca recommended approach for evaluating a volunteer program.’

Available' through: University of Illinois at Chlcago Circle, Depart-
ment of Polmcal Scxence, Box 4348, Chlcago, Hllinois 60680 '

v Cressey, Donald R and McDermott Robert A. Diversion from the Juvemle Justice: -
System: A Monograph Law Enforcement Assistance Admlmstratlon, National
lnstrtute of Law Enforcement and Criminal Justice, January 1974 "36 pages.

Abstract

~This monograph presents a profrle of juvenile. drversnon processes m o '
_one, (anonymous) state, derlved from a preliminary inquiry into how

dlversron seems to work Background and the defmmon of Juvemle

e
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diversion are discussed, followed bya detailed account of different kinds

‘of intake procedures for children involved in the juvenilejustice 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 Service 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 j Jus-
tice.

Available through Superintendent of Documents, U.S. Government

Printing Office, Washmgton D.C. 20402.

Dane County Volunteers th Probation, Inc. Citizen Participation in the Juvenile and
Adult Criminal Justice System. Madxson Volunteers in Probation, Inc., May,
1975, 36 pages. c

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
along with a history of the VIP program in Wisconsin and nationally.
The criminal justice system is explained mcludmg 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, phllosophy and treatment:services. A flow chart includ-
ing posmon title and names of staff is presented for the District Office to
which the volunteers in'the Dane County Program will dlrectly relate.

Extensive examination of the Department 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 provrde the volun-

- teer with a clear pxcture of the systems and srtuatlons whlch will affect
the probatloner or parolee

A listing of the other various community . resources avallable under

~ service categories is also included, as well asa complete list of the names

and phone numbers of the local probatlon and parole staff and the VIP

‘Baord members and staff.

‘Guidelines on some of the most vital ““How To Do It issues mvolved
in establishing a producnve helping relatlonshxp are presented and also

~ hints on effectlve counseling strategres .and how to avord and/ or handle

potenual problem snuatlons




Fare, Kenneth, *‘Everything You Want to Know About Volunteers in Probatlon A

Finally, an extensive glossary of legal terms and definitions is pro-‘

vided to assist the volunteer in understandmg the jargon of this new sys-

--.tem.

This manual represents an impressive compxlatton of information on
programs, - resources, organizational structure and volunteerism and
could serve as a model for onentatton materials for volunteers and staff

- alike, 4
Available through: Volunteers in Probatlon, Inc 315 West Gorham: -

Street, Madison, Wxsconsm 53703. S

> Guide for Staff.”’ San Diego County Probation Department, P O Box 23096
San Diego, Califernia 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 Probanon program is explamed in terms of phil-
osophy, functions, and services. Staff/Volunteer relationships are ex-
plored in terms of roles, responsibilities, expectations and potential
problems and benefits. Volunteer status, relationships to the agency,
procedural issues and program administration are aiso discussed in de-
tail.

The question/answer format allows much mformauon 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 potentlal for trammg, education and public

relations purposes.

Available through: Mr. Kenneth F. Fare, Chief Probatlon Officer,
San Diego County Probation Department, San Diego, California.

Fautsko, T‘nothy 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
bemg updated) 53 pages.

Abstract:

Volunteer programs within the cnmmal Justrce system are wrdely
established today. There is.strong evidence that well-run programs are.
effectlve in reducing recidivism, institutionalization rates and parole
. failure rates. They are effective in preventron from within the system. It -
.-is the purpose of this book to describe such prevennon programs and

their use of volunteers as a set of models in this rapidly developmg field.
Not only does the content of the book examine the concepts and ob-

jectives of prevention programming and the methodology of the study, it

also presents selected abstracts of model programs as well as current

; trends and recommendations-for the future. Also contained wrthm the . :
; publrcanon are (1) addresses of all partrcrpants in the study, (2) resource B
‘organizations that support preventive programming and (3) an annotat-__

ed bibliography of books and publications on the subject.

The conclusions in the book are drawn largely from the study of 88 ,

: 'program abstracts from the field. Generally, it categorizes responses in -
the areas of (1) geographical and populanon variables, (2) number of

'volunteers, 3 age of programs, orgamzauonal basns and evaluatlon L

o .




- design used and finally, (4) what volunteers are domg in preventron/ dl-

version.

‘“Volunteer Programs in Preventron and Drversron” can be used asa

- -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 spécified:in 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. (3$2.50)

Gmdelmes 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 Serviees 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. Selection, assignment and altébnative roles

... of volunteers as well as descriptions of the various types of clients to

whom the volunteer may be relating are presented. The components of

~ the “helpmg relationship’’ such as-individualization; acceptance, -atti-

“tudes, self-determination and confidentiality are discussed along with
‘methods of establishing and mamtammg this type of interaction. Trust

v and mutual respect are identified as particularly important.

A historical perspectrve of the probatlon system, its goals,vobjectrves,

; ;’Fand phrlosophres is explored, with explanations and flow charts of both
- the adult and Juvemle service ‘systems. An annotated brblrography of

. supplemental readmg completes the manual

In addition to providing useful resource mformatlon thls gurdebook
atiempts to integrate the volunteer into the court settmg and to demon-

- .strate the importance and worth of volunteerrsm to the chents and the
- .criminal justice system. g

Jorgensen, James D. and Bashant ‘Susan K. Volunteer Trammg Manuai State of

“Available through: The Department of Court Servrces Volunteer Pro-
gram, 22 Courthouse, Minneapolis, Minnesota 55415 :

Colorado Judicial Department Denver, Colorado, 100 pages

Abstract

Thrs book lS a manual for use by the tramer of court volunteers

i
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Through use. of ‘this. manual the trammg potentlal of court personnel
can be developed and thus increase the effectrveness of court volunteer

. programs.

- Jorgensen, James D. and Scheier, Ivan H. Volunteer Trammg Jor Courts and Cor-

This manual has four major sectrons knowledge, attrtudes skills, and v
_training resources. Knowledge areas include law, the court, probation
-problems of crime and delinquency, deviant behavror counselmg, 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 training

program evaluation are covered in the training resources section. Re- -

source material on all the above topics are provided in the 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 reality.of the problems the

court is facing, and prepares volunteers for the task they are to perform.
Available through: Publications Department, National Information
Center on Volunteerism, Box 4179, Boulder, Colorado 80302 (86.50)

rections. The Scarecrow Press, Inc. Metuchen New Jersey, 1973 385 pages.

Abstract:

- The raptdly expanding movement of citizen participation in crimirial

justice has created a need for a book dealing with the orientation and .
training of volunteers for this important service. Volunteer Training for

Courts and Corrections by Jorgensen and Scherer fills the need.
‘Written’ primarily with criminal justice system and prevenuon pro-

grams in mind, the book is definitely adaptable to the needs of trainers

of volunteers in any human service agency, €.g., publrc assrstance and
mental health,

This book provides professronal probatron, parole and correctional
personnel with a practical “‘how to’’ reference in preparing the volunteer
for helping roles with the offender. It assists the correctional practitioner
in planning content for orientation and in-service training and also pre-

‘sents concrete proposals regarding training’ techmques and methods:

The authors discuss training as it relates to the basic knowledge that

" must be provided to the volunteer, the ‘attitudes that must be addressed
- in training, as well as the skills that must be developed. These areas are .
‘then expanded within the drmensrons of pre-service and i in-service train-

ing. The advantages of various training methods are revrewed and de-

" . scriptions‘of training models are presented.

-~ Available through: Publications Department National lnformatron
' Center on Volunteerrsm Box 4179, Boulder, Colorado 80302 (Sll 00)

Leenhouts, K. Concerned szens and a Crty Cnmmal Caurt 19‘71 Volunteers in

‘Probation of NCCD. 200 Waslungton Square Plaza, QRoyal Oak Mrchrnn RO

48067 53 pages

Abstract

3 Concemed szens and a Czty Cnmrnal Court isa descnpnve narra- f'
tive ‘presenting a. model of one community’s. involvement as volunteer -
~citizens.serving'in ‘one-to-one, professronal and servrce volunteers rolee_
~ with misdemeanants. . . B
© . The paper-publrcatron is broken down mto four sectlons descrrbmg S L
f~ﬁ(l) the study of the project, Q@ the: pro_rect’s hrstoncal development DR
“(3) the roles volunteers can ﬁll along wrth volunteer ]Ob descnptrons, L

'and @ case studres and resources for program development , S




i

A

The publication presents as-a ‘model the initiating of a volunteer in
court program. Although dated, the report gives comprehensive cover-
age to the use of volunteers ajid the roles the commumty and citizenry
play in working with misdemeanants.

The applications-are two-fold: (1) for the volunteer admrnlstrator asa

- guide or model for developing a program and (2) for the court ad-
~ ministrator or public officials and planners documentmg the use of
volunteers and their value in a court program.

Available through: Project Mlsdemeanant,,Foundatron, Inc., 200 :
Washmgton Square Plaza, Royal Oak, Michigari.

Morrrson, June ““The Role of Volunteers in. (,orrectlonal Educatron » Umversrty
‘of Arizona College of Busmess and Public Admmrstratron, August 1970, 18
pages.’ v :

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 as distance from metropolitan
.. area, size of staff, type of volunteer activity and screening methods.
\ Overwhelmlngly, the type of service volunteers performed was in the
area of recreation. Academic education was another important area of

y service. Most juvenile institutions not using volunteers were planning to
I :

. <\/~ ‘ o use them at some stage The same questronnarre was sent to adult institu-
N R o “tions.

. o ‘The study has a clear and smg,ple«methodology and research design.

: However, more detail could have been expected in the focal area of the

study, e.g., style and type of volunteer activity. .
Taken in concert with a niimber 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 Volunteers in Juvenile Courts in the Umted States, A
Survey.”” The University of Arizona College of Business and Public Ad-
ministration Division of Economrc and Business Research February 1970, 26
pages. v :

Abstract:  The study was primarily undertaken to determine (1) who the
volunteers were, (2) where they ‘were working and (3) what ]ObS in
juvenile justice in the United States volunteers held. .
Questronnarres were sent to over 1,500 Juvemle courts in all 50 states.
Because somie of the counties reported on a regional or combined basis, -
it was rmpossrble to determme the exact number of drrect agency con-
" tacts made. -
Throughout the study pockets of volunteer mvolvement were 1dentr-
- fied. The proportion of agencies using volunteers decreased as the size of
- the populatron served increased. The services rendered by volunteers are

= respondent agencies. did not have a regular ‘volunteer: program. Finally,

- the average number of hours volunteers worked was between six to 10
BN .f[hours per week. :

‘The study can be used as.a descnptrve mdex by volunteer program’

o "dlrectors to determme and to 1dent|fy volunteer roles The report pro-. '

: “varied and’ ranged from crafts. to counseling work: Many of the -




.~ .yides one of the first exammatrons of volunteer program actrvrty in the
v Juvemle courts throughout the United States. ) :
Available through: The University of Arizona, College of Busmess
and Public Administration, Division of ‘Economic and Busmess -

_Research, Tempe, Arizona, , : ‘

" National Advrsory Commission on Criminal Justrce Standards and Goals, Com-
~munity Crime Prevention Task Force. A Call for Citizen Action: Crime Preven-
tion and the Citizen. Washmgton, D.C., U. S Government Prmtmg Office,
April 1974, 51 pages.

Abstract: Selections of the ‘complete task force, report are included which focus
. onthecommunity as a partner in the crime prevention effort. Emphasis
s placed on citizen responsibiliities and potential’ contnbutlons 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 system are discussed. , L -

Organizing citizen action programs is explored in terms of structure, Ll i
goal formulation, motivation, priority setting, recruitment, training,
financing, sustaining momentum and evaluation. results. Three case
studies are presented as alternative models for establlshmg a viable or-
ganization.

Citizen action programs currently in operatron throughout the coun-
try are examined in the appendix under project type headmgs Complete
descriptions of the organizations, various activities, and methods are

" provided. Citizen participation is viewed as a necessary and functional
method of producmg constructive change The gurdelmes and illustra-
‘tions presented provide a substantial framework for the orgamzatlon of
virtually any type of citizen program relating to the criminal justice sys- -
tem. Currently functioning activities in various stages of development
could also profit from reexamlmng their projects through | those perspec-
tives, and new strategies might be developed during this process.-

Available through: Superintendent of Documents, U S. Governmentr :
Prmtmg Office, Washmgton, D.C. 20402

Naylor Harriet H. Volunteers Today: Finding, Trammg and Workmg Wrth Them ‘
New "ork Assocnatlon Press -1967,198 pages. :

Abstract: - A basic ‘““how- to” book for administrators, ‘board members, and
-'supervrsors who wish to increase volunteer efféctiveness and satisfac- ~ -
~ tion; ' The. author explores new forms of volunteer participation, "
examines . volunteer motwatron, and. offers procedures. for recruntmg,' o
- placing, orrentmg, and supervising volunteers. ‘Techniques for develop- e
o ing training sessions and:basic personnel admlmstrat'on methods are. .-
G included.: An overndmg -assumption throughout ‘the book is: that_ L
volunteers are unique, . valuable people, wrllmg and able to assume - -
L vresponsnbllrty and eager ‘for growth-producmg experrences Volunteersf- T
S Today is an excellent reference tool for leaders in any area of volunteer-_,, e T
ismud 4
Avatlable through P O Box 363 Dryden, New York 13053 ($3 95)

Partners, Inc Admzmstratrve Seminar Text for Partners, Inc. ‘Denve "Colorado, - o
September 1972 (loose-leaf notebook format, approxnmately' 00 pages) L

Abstract ' The Partners, Inc “Admmrstrauve" Semmar" :
-4 source of rdeas for the volunteer program p: ctmoner in




The AST Manual is used as a trammg gurdebook in the area of volun-
teer program development Each chapter covers a specific programmatic
consideration, such as counseling, voluntéeer support, and staff policies.
The chapters are distinctly divided into three sections: (1) content and
narratives, (2) descnpuon of samples, and (3) samples themselves.

“'In practlcal application,.the Partners, Inc.. AST Manual is invaluable
in the development of volunteer programs in prevention/ diversion.

. Available through: - Partners, Inc., 1260 West . Bayaud Denver,.
Colorado 80223 ($30.00) :

Pmto, Leonard 3. "Ph.D. “A Case Study of Volunteensm in the Juvemle Court:
Programs and the Probationer.’’U.S.- Department of Health, Education and
Welfare Office of Juvenile Delmquency and Youth Development, 123 pages.

Abstract ” “This is a technical research paper: on the relatlonshrp between
volunteer-manned programs. and probatloner experlence in Boulder,
Colorado Juvenile Court.

Assrgnment of youngsters to pr’obatlon programs is explained with
mainly ‘positive results. Differential perception of staff members,
volunteers, and the probatlonary experrence of program and non-pro-
gram youngsters are analyzed

The paper looks at the many aspects of-volunteer -program mvolve-

“ment. Throughout the text, comparisons and statistical analyses are
made between Boulder county youth on probation and other delinquent
,youth and between volunteer program and non-volunteer programs.
Many aspects of involvement are studied.

Data presented in this report suggests that whrle there may have been
an increased surveillance of youngsters by law enforcement 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 dlscussmn programs were
least successful. ,
As a resource for program development the research report can be
o iutthzed dlrectly in the goal development and objectlve settmg process for
- most any court-related volunteer program.

Available through: U. S. ‘Department of Health Educanon and Wel-
fare, Social and Rehabllttatlon Servrce, ‘Office of Juvemle Delmquency
‘and Youth Development Washmgton, D. C e

Rowan, J oseph R. and John G Baker. Publrc Informatron and szen Actron in the B
Delmquency and Crime Field—Our Greatest Need. Division of Youth Services,
Florrda Department of Health and Rehabllrtatwe Servrces, 1974 10 pages

“ ]
?Desrgned asa gurde for professxonal staff ori-mé ods of obtammg

o ,f‘hxghhghts the: 1mportance of estabhshmg a thorough and‘onogomg pub-
“licrelations.effort at every level of an orgamzattona‘l structure :
3 ':':A better-mformed publrc will lead’ to increased understandmg of pro--
i {;gram goals, functrons ‘and handrcaps 1t is the’ responsrblllty of the pro-
fessronal to provnde mformatton to the public. Thls' sffort will lead to
S posmve results such-as increased cmzen awaren' "ss, 1hvolvement and'
g "'actron 10 the beneflt of the agency. ST : '
, Honesty regardmg fallures, program needs,
well as successes, 1s a crltlcal element Slantmg,

imitations, as

- publlc support and understanding for correction. programs, this booklet =~

omt tmg‘ mformatlon,r‘ S




Scheier, Ivan H. Frontier 1; Incorporatmg Volunteers m Courts NICOV Boulder,
Colorado, 1970, 28 pages. : o

Abstract:

- sequences.

‘could be useful to any social service agency.:

, Model suggests that the leadershrp/management functron of the

functrons The vanables of trme, skrll program control morale, com-'.}

' programmmg m the courts

and covermg up mformatron wrll ultrmately have drsastrous con-* '

The various targets of a publlc relatlons campalgn are rdentrfled and
strategies for reaching these groups are presented. The general publicas
well as special groups and key community 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 public 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 importance of 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 publrc relations, and negative results through the lack of such a

‘program.

The author suggests that public relations must be consrdered 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

Available through: Division of Youth Services, Florrda Department of
Health and Rehabrlrtatlve Services, 1317 Wmewood Boulevard Talla-
hassee, Florida 32301 .

Many volunteer programs in COurt settings are su'ffering’ fror‘n alack
of suff1c1ently tramed leadershrp and from administrative structures
which are not geared toward the support and mtegratton of volunteer
programming. These two qualities must be present to implement a
volunteer program successfully and productively. Token volunteer pro-
grams which madequately meet community needs often. result from a
lack of techmcal expertrse and/or the necessary structural components
The necessity of dealing with the problems of leadershrp and manage-
ment is the theme of this paper. :

Two models of volunteer management are presented “The Auxrlrary »

whrle the Integratron Model there is essentlally no delegatron of these i

Dr Scherer concludes that volunt 6




professronal leadershrp and preparatron for the new roles and relatron-

vshrps créated by volunteer programming. :

-~ -Available, through Pubhcatrons Department Natronal Informatron
" Center on Volunteerism, Box 4179, Boulder, Colorado 80302. (32.00)

Scherer, Ivan H. Frormer 13: People Approach Systems of Volunteer Involvement
" 'NOAH and MlNlMAX NICOV, Boulder, Colorado, 1974 25 pages.

Abstract , The purpose of Frontrer 13isto explore non-tradrtronal and mformal
ways of volunteermg servrce and receiving. help S
‘Called the “people approach ** this partlcular paper mvestrgated two
N mnovatrve approaches to volunteerrsm Both approaches share a com-
' mon element. They attempt to move. away from the accepted models of
__volunteerism. into an’ area where the drfferences between helper and
: helpee are mrmmlzed The. flrst approach is called NOAH (Need Overlap
Analysrs in the Helpmg services). ‘The procéss mvolves communication,
negotratron and reality testing between volunteers, staff, and consumers.
The model is healthy in itself and produces effective job descriptions for
volunteers. The second, probably the most. radical, is billed MINIMAX.
: - Basrcally, it involves sharmg skiils- and needs in a non-institutional and
informal way. A useful MINIMAX srmulatron game has been developed’“
B and mcluded lh the paper. This article descrrbes mnovatrve and exciting
. new concepts in volunteerlsm that are sure to be. read and adopted by
many groups and commumtres seekmg to develop non-mstltutronal help-
. ingmodels. : :
’ Avarlable through Publrcatrons Department Natronal Informatron
',.Center on Volunteerrsm, Box 4179, Boulder, Colorado 80 02. ($2.00)

Scherer, lvan H Frontier 10: The Church as Volunteer m Courts and Correcttons '
NICOV Boulder, Colorado, May 1972,9 pages. ‘ ,

Abstract _This publlcatron raises the issue of church involvernent in the criminal
Justrce system. The paper pomts out that change in the criminal justice
~._system is long overdue. In the past, churches have spoken out about the
“need for change and have acted on this need Thrs paper suggests that it
. is time for the churches to speak and- act agam The: paper provides
. gurdelmes for mdlvrdual and collectrve partrcrpatron in an effort to bring
- about change Examples and resources ‘are cited for r.,hglous volunteer

L mvolvement in the crlmnal Justrce system as rndrvrdual group counseling

_ ‘programs, volunteers in probatron and parole program and ]ob place-
" ment programs ln addmon, there isa llstmg of natl
" interested'in the crrmmal JUSIICC system ’ = .
‘ f'_The paper offers the oprmon that‘mstead of buymg t .servrces asso-"

- ciated with’ legal justrce through taxes,” cmzens should provrde them by

’ ‘the r own direct co trlbutrons of time, talen, and effort ' ‘

,ourts'"" Collected Papers on Productrvef t
lealth, Education and Welfadre Office of Juve-

hurch groups" S




~ that presents collected papers detarlmg major program areas in utrlrzmg S
" _volunteers. It is a companion piece to: the volume entitled, ‘Usmg Volun--
“teers 'in “Court Settmgs," that ‘comprises a ‘how tordo-it’ manual on?f' :
utilizing volunteers. Together these two volumes' pr ovide our court sys-
‘tems with very important information concerning the establishment and e

. cperation of volunteer: probatron programs i (Foreword by Ralph H
, Susman, Volunteer Programs in Courts.) Ly
This pubhcatron contains a full’ report on the 1967 Boulder Confer- R

ence of Volunteer Courts ‘including + comments from court professronals,

-volunteers and probatroners on such: subjects as recrurtmg, screenmg,

orrentmg and managing volunteers. This pubhcatron also examines court

and commumty condmons whrch will help to start and’ operate a volun-
teer probatlon officer program "Other: toprcs ‘included’ are volunteer

. tutors in court probation programs the role of the volunteer in commun-

o ity group homes and individual foster homes for delinquent youth, and -

Scherer, ‘Ivan-H. and Berry, Judith L. Guidelines and Standards for the: Use of : ‘; =

'volunteers as drscussron group leaders for juvemle probatroners In addr-
tion, a reference list on the volunteer in corrections is provided. e

Among the conclusions drawn in this publication are; that volunteer S
: probatron officer programs using community volunteers and programs -
~ using college student volunteers are most successful when used in com-

bination; that in estabhshmg a commumty group home for juvenile .
delmquents, the court must take the responsrbrlrty for provrdmg com:

munity educatron and leadershlp Good utrlrzatron of volunteers by the: : -
~ court can establish a partnership between the court and the cornmumty e
that allows the court to operate progressive and mnovatlve programs.

This publication is- ‘useful ‘as an overview of varrous methods for m-"'
volvement of volunteers in the: Juvemle Justrce system. It also provrdes

~sufficient m-depth mformatlon on volunteer probation officer programs S

and commumty group homes to function ; as a how-to. manual W
Avarlable through: Publications Department Natronal Informatron
Center on Volunteerrsm, Box 4179, Boulder, Colorado 80302 ($2 00)

Volunteers in ‘Correctional Programs. U.S. Department of Justrce, Law En-,
- forcement Assistance Admrmstratron, August 1972, 296 pages

Abstract,

Abstract

Pl er, Color"do February 1972 36 pages

- This book 1s based ona natronal survey of correctronal volunteer pro-. .

grams conducted in 1971, It is. a practical field gurde for volunteer pro- ', e

grams, “from the planmng stages through all phases of rmplementatron

Although the manual 1is: desrgned for crrmrnal )ustrce volunteer pro- .
grams, ‘the guidelines are. appropnate and even essentral for developmgﬁ’ :
- on-going: ‘volunteer programs in all ﬁelds Every: stage is dealt
: detarl

‘with in .
recrumng, S

mcludmg planmng, orrentmg staff to volunteers, :

. The purpose of thrs booklet is to: provrde backgro i andskills; which'




" wrll facrlrtate a connectron between volunteers and young people on how‘ :
_ to get involved as a volunteer with a Juvemle court or other youth-serv-
- ing agency, and a detarled description of the range of jobs volunteers can
~fill when working wrth youth The roles and responsrbrhtres of the juve-
~_nilé court or agency are described, along with a concise overview of such
‘volunteer management prmcrples as recruiting (including lower income
and “‘speciality’’ volunteers), screemng selection, orientation, and. -
~-training. Serving Youth as Volunteers concludes that tremendous volun- -
- teer resources are available-—the problem is to find a srgmfrcant way to
“connect these volunteers with young people.
Awvailable through: Publications Department, National lnformatron
Center on Volunteensm, Box 4179, Boulder; Colorado 80302 ($2.00)

Scherer, Ivan H. and Cooper, Robert Baszc Feedback System NlCOV Boulder,
’ Colorado, July 1975, 27 pages.

Abstract The publrcatlon provides the volunteer program- director with an
evaludtive feedback mechanism to assess the quality of volunteer pro-
" 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-
tion expressed by the field of volunteerism. ‘
The publication includes a rationale and explanation of the system,
‘ ._scorecards for administering the cystem (volunteer administrator, volun-
*teer, client, top administration and line staff), as well as natronal norms.
and standards for interpreting the BFS results.
~~'While not a strict evaluation in the sense of fullfilling research tests for
ﬁ 'relrabrlrty and validity, the BFS does provide 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 ata prescrrptrve pack-
age on self-evaluation for volunteer programs.
One of the main assets of the BFS methodology i is its three-fold appli-
. cabllrty (1) as an internal self-evaluative tool, (2) as a tool for discussion
, & .7 tobe used by the volunteer admrmstrator 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 instruments. The BFS is a tool to be used
to meet local needs as-well as a benchmark to assess the local program on
a natronal scale.. ~
. -Available through: Publications Department National Informatron
‘ ’Center on Volunteerism, Box 4179 Boulder, Colorado 80302. ($2.00)

Scherer, lvan H., Fautsxo, ‘Timothy F, and Callaghan, Dian. Frontier 12: Matchmg
Volunteers to Clients, 1973, NICOV, Boulder, Colorado 80302, 78 pages

‘ Abstract The report is the result of a 15-month research project unvolvmg 162
L parrs of volunteers and clients studied over erght-months Funded by the
;-,‘State of Colorade’s Drvrsron of Criminal Justice, ‘the project was de-
signed and conducted to strengthen and regularrze volunteer program

o crrmmal Justrce system Its purpose was not to replace the intuitive tech-
. niques of matchrng, but rather, as stated in the report ‘‘to supplement
SO0 theml? o
o The report specrfrcally states the pro_]ect s goals and ratlonale and pre-»
" sents a concise: review of existing research’ on the: subject of matching.
: ’Much attention is devoted to the strategres, methodologres, and data”
. analysrs fmdmgs of the research The most srgmfrcant part of the pro,rect g

directors’ mturtrve procedures for matchlng volunteers and clients in the =




'deals w1th the recommended *‘how-to-do-it”’ 'ards to matchmg and the‘ -
. accompanying suggesuons? for-future planning. : '
~+ ‘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 handrcapped ‘
Each of the indicators, as stated in the report, is designed only toserveas .
a supplement to the volunteer director’s own intuitive process.
Any director of volunteer programs can easily use the report as a
gurdelme to augment’ thelr own existing - procedures for matching. .
. Various success indices presented in the report can be utilized to deter-
mine the best individualized method for maiching volunteers to clients.
Available through: Publications Department, National Information
- Center on Volunteerism, Box 4179, Boulder, Colorado 80302 (34. 00)

Scheler, IvanH., Schwartz JraM. et. al. Frontrer 11; Onentmg Staff to Volunteers B » o ,‘ .
NICOV, Boulder Colorado, November 1972 : , » ' B

Abstract: © The publication presents strategy formulatlons for the volunteer ad-
 ministrator on dealing effectively with the number one problem facing
volunteer and citizen parttcrpat:on programs staff resxstance to the in=
volvement of voluriteers. -
_ Orienting Staff to Volunteers is presented ina gurdebook format illus-~-
tratmg tested examples of how to orient and train staff, such as line staff
~ and middle management how to understand the value of the roles volun-
© teers can play-i in social servrces, and how to utrllze volunteers in those
roles;
» The report’s: major conclustons are: (l) there is a need to develop a' :
team approach in the delivery of sefvices, (2) staff must be educated -
actively in the use and value of volunteers, (3) orienting the staff must be
on-going and more than lip service, (4)-all staff cannot bn=‘ expected to be:
-equally receptive to volunteer involvéement, and (5) orlentatlon must. be
designed to reﬂect all partles needs volunteers, staff coordlnator, and
" clients. ,
As well as provtdmg a solid framework to the concept of orlentmg S
staff, the paper presents’ illustrative examples as to how the topnc can be
approached and additional resources which can be tappecl
o This gmdebook can be utrhzed as an on-gomg resource referral man-.
ual’ to approach the’ problems of staff resistance; staff apathy, and_ ,
- staff’slack of sensrtmty to the use of volunteers in court« and correctton- ’
- al settings,. e L e
Avallable through Publtcatlons Department Natrona] lnformatron e e
Center. on Volunteerlsm, Box 4179, Boulder, Colorado 80302. (84 00y oo

Shelley, Ernést' L.'V.. Frontier 8 and 8A: Volunteers in the Correctional Spec--‘l N =
‘trum—An Overview .of Evaluatron, Research and Surveys »NICOV Boulder, ;‘)\} R
Colorado, November 1972. L e . S

Abstract. ' Frormers d 8A are overvnews of evaluatlon, resea ch and surveys.?_ :
T They serve’ as;a' compendlum of studies’ and projects. whnch assess the;'

~ state of the art of research on'the effectrveness of volunteers in courts" i

-‘.’and correctl . They also. proJect future needs for research and evalu- S

atwe research m the fleld of volunteensm : .




of the research quahty and methodology, results, and applrcatron in the
: freld
2 Essentially, there exists very: lrttle hard research on ‘the subject of
.volunteer effectiveness. What does exist are-overview, descriptive narra-
tives, and surveys, and not experrmental research or controlled scientific
- studies;
The reports conclude that there is a limited body of. evaluatrve 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
RSN S S state of the art, reporting on research that does exist (prior'to 1972), (2)
e ; ' o ~ as a guide to areas which need to be researched, and (3) as a goed solid
L e ‘ o ~ typology and methodology for evaluating present research, planmng,
" “and future research.
Available through: ‘Publictions Department ‘National Information .
Center on Volunteerism, Box 4179, Boulder, Colorado 80302. ($4 00)

erson, Mariene: 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 practitioners in
- the field, 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 practice, and
uses illustrations from her own experrences to highlight this gurde to
volunteer management.

The role of the manager, motivation, planning and evaluatlon, inter-
.viewing, and trammg are all detailed. This book is ‘both a resource and
training tool.”

Available through: Volunteer Management Assocrates, 279 South
Cedar Brook Road, Boulder, Colorado 80302. ($4.95 plus $.55 postage
and handlmg) ‘ :

Yancey, Theresa, McFeeley, Sandra; Lake, Phyllrs, 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 publication is, to report the thoughts of capable '
S . professionals as they address the then current court volunteer problem
of recruiting minority group and low-income people as court volunteers.
~ The transcripts presented in this work contam models whrch mrght be
, adapted to'other particular situations.

o Thrs pubhcanon contains a selection of topical readmgs “Volunteer-
~ ism For All . . ..Or Only for Some,”’ gives suggestions on how to recruit
¢ and keep low-mcome volunteers. ““Volunteers and Minority Groups'’
s descrlbes the problems involvedin recrumng minority volunteers, work- .
- ing problems, and working relationships as related to minority volun- -

- teers. *‘About Recruiting Black Volunteers” illustrates techniques for

‘ z;-grecrurtmg black volunteers and provrdes possible explanations of why

:blacks volunteer *On- Recrumng Low-lncome Volunteers” suggests




" %U5.GOVERNMENT PRINTING OFFICE: 1977230886

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 Groups 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
minority 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 recruiting low-income,
and minority volunteers, as weli as a theoretical understanding of how
the low-income or minority volunteer’s situation dlfferS\from that of the
non-minority volunteer.

Available through: Publications Department, National lnformatlon
Ceinter on Volunteerism. Box 4179, Boulder, Colorado 80302.
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PRESCRIPTIVE PACKAGE: VOLUNTEERS IN%JUVE‘NILE'JUSTIC‘E

~ To help LEAA better evaluate the usefulness of Prescriptive Packages, the
reader is requested to answer and return the following questions.

1. What is your general reaction to this Prescriptive Package?
[] Exceiient [ ] Above Average [ ] Average [ ] Poor { ] Useless

2. Does this package represent best available knowiedge and: experience?
% No better single document available
Excellent, but some changes required (please comment)
] Satisfactory, but changes required (please comment)
[ ] Does not represent best knowledge or experience (please comment)

v

3. - To what extent do you see the package as being usefui in terms of:

%

i (check one box on each Tine) e 5 s

5 i ome Not

a8 ( Usgfu{ . Use Useful
e Modifying existing projects [1 [1] L1

. Training personnel , [] B R
* Adminstering on-going projects 0] [.] g
i Providing new or important information [ ] '] - L]
%% Developing or implementing new projects [ ] [] [ ]
»f;-. 3

‘i 4. To what speCific use, if any, have you put or do you pian to put this -
b - particular package?’ v

i , % Modifying existing projects E ] Training personnel
%ég Administering on-going projects Developing or implementing

] Others: new proaects

5. 1In what ways, if any, ‘could the package be improved: (please specify).
e.g. structure/organization' content/coverage, objectivity, writing
style; other) : ‘ . . : \

(CUT ALONG THIS LINE)

6. Do you feel that further training or technicai assistance is needed
and desired on this topic7 If so, piease specify needs. .+

7. In what other specific areas of the criminal Justice system do you ;
think a Prescriptive Packaqe is most needed? e B

8. How did this package come to your attention? (check one or more) B
[ ] LEAA mailing of package ‘F ] Your organization s library (. i
] Contact with LEAA staff [ ] National Criminal Justice Reference L
“1 LEAA Newsletter = - 2 ~Service. S g e
‘Other (piease specify) S

B i P




10.

Telephone Numberf

Check ONE 1tem below which best describes your affiliation with Iaw

enforcement or criminal justice.
, » please also check_the related Tevel
[ ]'Federal -

J State.

Headquarters, LEAA
LEAA Regional Office
State Planning Agency. - -
Regional SPA Office

> ] College/University

E ] ‘Commercial/Industrial Firm
Citizen Group =

Your Name &

If the 1tem checked has an asterisk

i County

Poli wd ' [~]‘Loca1
ce ' R

, CQurt *

Correctional Agency *
Legislative Body *

Other .Government: Agency *
Professional Association *

. Crime Prevention Group *.

Your Position

Organization or Agency
Address ,

LS, DEPARTMENT OF JUSTICE

<L AW mronc:umr

STRATION

YAM:I AL

WASHINGTM DC 30"1 .

v  OFFICIAL BUSINESS
LY PENALTY FOR PRIVATE USE, $300

n.

Area Code:

“U4.8» DEPARTMENT .OF JUSTICE |

. POSTAGE AND FEES PAID -

JUS-436

THIRD.CLASS

"~ Director
0ffice of Technology Transfer
National Institute of Law Enforcement
and Criminal Justice -
U.S. Department of Justice

Washington, D.C.

20531 -

If 'you are not currently reg1stered with NCJRS and would 11ke to be

p1aced on their maiIing 1ist, check here

* (INIT SIHL BNOW 102)
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