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A INTRODUCTION : PURFOSE AND
. INTENDED USAGE
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In Ma/, 1978, the Nat10na1 Infbrmatlon Center on Volunteerlsm (NICOV)
began a proJect under a grant from the National Institute of Corrections,
to ejtablnsh and operate an information clearlnghouse for-volunteer programs
in correctlons. Our intention under this grant is to answer, without charge,
any requests for information from individuals or agencies involved in jails,
propatlon and parole programs, correctional institutions, and community-based
corrections facilities which are using or plan to use volunteers. An addi-
tlenal task of the Corrections Volunteer Information Service is to develop
1nformat10n portfolios which include library material and bibliographic data
fcr volunteer programs in jails, probation and parole, institutions, and
gbmmunlty -based facilities. These packages are compilations of the best
glatenal available in planning, training, managing, and evaluating veolunteer
/programs. Books and other costly published materials will be referenced in

these packages, but will have to be purchased separately by requesting agencies.

This is the first information pdrtfolio produced by the Corrections
Volunteer Information Service. It aims to present succinctly, under one
cover, basic information necessary in planning and conducting a criminal = |
justice volunteer program. While the portfolio may be particularly uszful ¢
to those first familiarizing themselves with correctional volunteer programs,

" we believe it will also be useful to those more conversant with this area.

For this reason, we have included a broad range of information and resources,
and additionazl more intensive references are suggested throughout.

It is not intended that this portfolio be read consecutively throughout,
as a book or pamphlet would be. Rather, we hope that the categories, and .
mode of accessing them, will be clear enough so that users can select and
concentrate on those materials of greatest interest to them.

~NICOV gratefully acknowledges the support of the National Institute of
‘Corrections in making this- portfolio possible. Also much appreciated are the
extensive volunteer contributions of many organizations and individuals, with-
out which this portfolio would have been empty, indeed. We are partlcularly
indebted to the dlstlngu1shed volunteers who served on our advisory board for

this project, and as reviewers of materials included in this portfolio. They
are: ‘

Bob Moffitt, Executive Director,. PARTNERS, Inc., Denver, Colorado-
‘Robert Fox, Ministry of Correctional Services, Scarborough, Ontario
~ Margaret Appe, Director of Correctional Volunteer Servlces, State

of New York :

Keith Leenhouts, Director, Volunteers in Probation, Division of
National Counc1l on Crime and Delinquency, Royal Oak, Michigan

Julia O'Rourke, Information Specialist, National Institute of
Correctlons Jail Project, Boulder, Colorado

S

T

Principal preparers of this portfollo %we "Steve Hansen, lerary Coor dlnator,

Ivan Scheier, Senioxr Information Consultant and Nita Kincaid, Admlnlstratlve
Assistant. - R
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Qﬁality information can oniy‘be providédfwith yourvsupport and partici- =

pation. May we therefore urge you to take a little time to fill out ayd '
return the feedback form located immediately following this page, or give
us your suggestions in any other way convenient to you. This will help us
greatly in our continuing efforts to improve the usefulness Qf Corrections
Volunteer Information Service issuances. : s , '
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' B. BASIC CORRECTIONS VOLUNTEER..

 PROGRAM PRINCIPLES

N

The following is an excerpt from the book Volunteers in Juvenile Justice
by Ira M. Schwartz, Donald R. Jensen, and Michael J. Mahoney. The book was
, published in October, 1977, as part of a project supported by Grant Number
 75-NI-99-0093, awarded to the John Howard Associatiﬁn, Chicago, Illinois, by

the National Institute of Law Enforcemen ]
Assistance Administration, U.S. Department of Justice.
opinions stated in the book, or in this excerpt of it, are those of the authors

and do not necessarily re
Department of Justice.

t and Criminal Justice, Law Enforcement

Points of view or

present the official position, or policies of the U.S.

§
¥

Information on'pfoéuring‘the full Volunteérs in Juvenile Justice
publication is presented in Part 20 of Section C. of this.portfolio.
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A The RoleoftheAdmmtstrator

el

~Many factors contrrbute to a successful volunteer!

ministrative leadership and skill. The administrator;

ministrator,’ the volunteer program will- float aim--

. lessly in a sea of confusion and ambivalence. . . - fl

Natronally, the “‘death rate’’ for criminal ]UStI(‘

- volunteer ‘programs is approxrmately 25%.‘ Stud:es

‘have consrstently highlighted ‘common. deflcrencres

whrch seemmgly contributg to these failures and un-
~ fulfilled citizen efforts. ’l”he defrcxencxes recurrmg

most frequently were: |
o Staff resistance to the use of volunteers
-y ® Lack of staff trammg in how ta work with
. volunteers.
o Inadequate program plannmg.

R Inadequate volunteer trammg and super-.~,

vision.? .
These problems are often mdrcauVe of funda-

' : mental management problems, such as:_

o Lack -of understanding by admmistr‘ators of

‘the potential for citizen involvement and of the -

prrncrples necessary. for its development..
. e Inadequate assessment of agency needs and
: msufflcrent staff mvolvement in. planmng and
decrsxonmakmg ‘

» 'Lack of overall plannmg and goal settmg
: 0 Lrttle or no accountability, morutormg, fol-

{\ \ " lowup, or program evaluation.
e Soun

d Administrative leaderslnp and. skxll can solvee
these problems.l ! : -

{,s Where effectrve' and- Well-admrmstered crtxzen
» mvolvement efforts exrst usually the followmg ele-' ;

‘ments are present: ~ ‘
. A ‘high. degree of comrmtment on the part of
o professxonal staff at all levels toward achrevmg
t _;agency objectives andimproving services. .

».fzfmentatlon and encouragmg staff to suggest |

An open exchange of ideas, supporting experr—» //:»-

]
/r

. -program, but none is ‘more important  than ad-; .

‘sets the tone, estabhshes the pnonty of the volunteerp e

program ‘within the- agency, ‘determines’ the pro, :

~gram’s goals, and puts the whole thing into motion} =
Without = active support from the agency ad-

wo

new ideas ‘and ,-cthods. Differences of

~opinion are also encouraged.

‘agresmeit concerning goals ,

" -# Goals .and progress of the orgamzauon
measured in' terms of what ‘‘ought to be’’
rather than ‘‘how far we havecome.”” =

* Clearly - defined objectives (i.e., specific,
’ measurable and trme-bound)
‘. Perlodrc meetmgs and sessioris to discuss prog-
ress toward obyectrves. Checkpoints are
'establrshed 1o, assrst in measuring progress.

Unforiunately, even m 'some agencies where sound

~management prmcxples,/ Jtre applied to, general pro-

- grams, the volunteer pl ;gram is often neglected. In

¢ ministrative attention and conviction or the menial

~these instances, managgement of the volunteer pro--
gram-is seen as somellc»w “drfferent” than that of .

—other general agency ;pr ograms.: aomenmes there is
the notion that the volunteer program will *‘take care
of itself’” or can be managed with minimal effort,
-Conisequently, it is not uncommon to find an agency
“director hiring 4 volunteer coordinator and saying es-
sentially “*do your own thrng” or if you have any
maJor problems, let me know.”"’ ,

..Such a view is destmed to-bring about an in-
effectrve volunteer program and, possibly, doom it to
- failure. or: oblwlon Volunteers-as well as staff are
quick to sense the priority given to the volunteer pro-
- gram by administrative and: supervrsory staff. If the
priority appears low, either by virtue of minimal ad-

nature of volunteer program tasks, staff will not use
1t or support it. Volunteers wrll quickly lose interest.

" To "insure the/ success and productivity of a
~'volunteer program, the agency adnumstrator must

~-accomplish the following: - .- w

: ’ - +® Successful mtegratlon of the volunteer PTO'

Ve Establrshment of sound methods and pro-
' cedures for volunteer recruttment screenmg,
 orientation, and trammg :
. Settmg .of \innovative ‘but realistic objecnves
and goals for the program.

9 T 5l PR Ea =
;

e Decrsrons based on mutual understandmg and

~gram:into the agency S on-gomg deltvery ‘§ys-
/ o item, - ‘

s

N

Qg -
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e Intensive training of paid staff to enable them
to effectively work with and supervise
volunteers. (This is particularly important.
Nationally, one of the most significant reasons
why agencies resist using - volunteers for
meaningful projects is that staff members lack
the ability and knowledge to supsrvise and
manage these velunteers.) Staff training
should include: information on job clarifica-
tion, objective setting, and volunteer per-
formance evaluation; an understandmg among
volunteers and paid staff of their respective
roles. and responsibilities; establishment of
methods and procedures to match volunteers
-to juvenilé offenders in the most effective and

- efficient manner; development and imple-
~vmentat10n of a sophisticated volunteer pro-
- gram assessment system.

Of course, the majority of the responsrbrlltxes and
tasks outlined above are shared by the agency ad-
ministrator with- the volunteer program ad-
ministrator, volunteer supervisors, other paid staff

members and the volunteers themselves. In fact,
- some of the tasks fall entirely to agency staff other
‘than the administrator. When administrative and

supervisory personnel recognize the important
contribution volunteers can make toward improved

and increased services, the volunteer program will re-.

ceive as much time and attention as other com-
ponents of the agency program.

A cautionary note: If the administrator is un-
willing or'unable to provide this level of commitment

-~ and support, it may be best not to proceed in

developing a volunteer program. If the administrator

‘chooses to proceed anyway, he should recognize that.
the program wxll at jbest, -be of llmrted scope and

utrhty . /

B Administrative 0r|entation to Volunteer Pro-v

grammmg

No admmxstrator can expect to tmplement a

0

‘successful program without basic famrhamyrthh the
- principles: of that program. Knowledge of" similar
. program experiences elsewhere is essential in avoid-

ing costly trial and error mistakes. This is also true of
volunteer programming. The smart administrator

,will make a concerted effort to become familiar with
the principles of volunteer programming and general -
experience with these programs elsewhere. Other--

- wise, he will operate under needless handicaps.

. For example, Judge Lucian A, Mana of the Juve-

nile Court in Worcester, Massachusetts, attended a

training program for juvenile court Judges ‘Wurmg*

that training program he learned about the potential

uses of volunteers and the kind of leadership needed' w i
to effectively implement a program. This learning {
experience, - along with the subsequent follow- #
through, contributed greatly to the success and ef-

fectiveness of the Worcester program.

Until recently, it was difficult to get sufficient, reli- ?

able information on the. ingredients for successful
volunteer programs. Now, however, basic volunteer

program literature is available and includes bothi

general jprinciples and selected examples of proven
voluntger programs. Information on resources, avail- *

able free or at little cost, is included in Appendix A, ,g

“Volunteer Program Resources »

C. How to Begm

Sometimes the hardest ppart of starting is just tak-
ing th&h first step. Yet, the first step may set the pat-_
tern fqr the future, or at least influence it to a great

extent. Therefore, the administrator might well start

by asking a few pert tinent questlons, such as:

"¢ ' What are the agenc ’s most important goalsa

and objectives?

¢ What services do volunteers currently provide.
in this agency?

¢ How many volunteers are involved?

j° What additional™ serv1ces could this agency -
"provide if it had moré' volunteers and/or gave g

its volunteers different work assignments?

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

¢ What is preventing this agency from havmg a

new or expanded volunteer program? ~
Hopefully, the answers to these questions will lead
the agency administrator to. give priority to the

development and/or expansion of volunteer services .

2
inhis agency. At the same time, it is recognized that .
~he must not neglect regular day-to day tasks. How

then, to begin?
Although the busy agency axecutive must invest-
time and effort in the development and maintenance*

following guide can be used in starting a volunteer 4

program orin modtfymg an exnstmg one:

) Volunt’ee_r Program Planmng'Guide :

Step 1— Decide that volunteers can make a new (or -y

ﬂ

~of a volunteer program, much of the work can be
delegated just as with other agency programs. The "
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mcreased) contnbutza’r to your agency‘

program dnd 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 »l

“member is in the organizational structure,
the better,

assisting in the development of your
agency’s volunteer program, preferably

someone experienced in volunteermg and

commumty service,

Step 4— Meet with your agency staff member and the’
to- affirm your’

community ~ volunteer

commitment, explore potential volunteer

- activities, and specify the planning process

Wwhich willfoliow.

.Step5— Request that your staff member and the
’ ‘community volunteer jointly draft a sxmple’

! statement on how they will proceed.

Step 6— Expand the planning “‘team®’ to include rep-

resentatives from other community groups
and interested individuals, including youth.

- submit to you a plan which includes the gen-

e eral phxlosophy, policies, and procedures

for the program (how it is to be imple-
mented, specific tasks for volunteers and

» Step 3-—-5 Locate a community member interested in -

staff), action steps to follow, and a sug-

gested timetable for 1mplementatlon.

' Sn,p 8— Assign the planning team responsibility for

overseemg and advising on program xmple-
mentation and monitoring.

The benefits of a “team” approach are two-fold.

First, it involves the agency admmrstratbr dn all

stages of planning and implementation but frees fhim

from much of the direct work of administering the

program. Secondly, -it increases the likelihood that

the program will have i input from diverse sources and. «

not be dependent on the chance charismatic leader-
ship of a volunteer program coordinator. =
Although it was not started in the above manner,

- the Juvenile Court Volunteer Program in Worcester,

Massachusetts, illustrates this process. In this case an
independent citizens’ committee (thc same citizens”

committee that was instrumental in establishing the

*"Juvenile Court in Worcester, Massachusgtts), co-

operated with the Juvenile Court Judge and the Chief

Probation Officer in planning the volunteer pr\.-j

gram. As a result, volunteers were involved in all
aspects of the agenéy's serviges (e.g., assisting in the -
- preparation of juvenile court social studies as
'-‘volunteer probation officers). Because all affected

N

“Step 7—-— Request that the planning team develop and

“partnership ~ which

parties were invplved in planning and implementing

“the program, the traditional problems of. staff
tesistance and limited use of volunteers were

avoided: =

D. Agency Volunteer Program Policy

Administration of any program is best done
through clear policies and procedures, A clear pro-
gram policy is essential to a successful volunteer pro-
gram, but development of such a policy is often ne-
glected. Its absence can. inhibit effective program
implementation by contributing to confusion and a

lack of direction for both staff and volunteers. Also,

it is difficult for administrators to exercise leadership
an accountability when responsibilities have never
been clearly defined. They are best defined, and 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 (responsibility for

" volunteer recruiting, screeriing, training, and super-

vision). The statement should include the ex-
pectations of both volunteers and professional staff
and how they will be trained to work with each other.

It should emphasize that volunteer services have high
‘ prlorxty and are desrgned to help achieve agency ob-

jectives,
Because of the importance of establishing policy. in
planning and administering a volunteer program, a

model operating policy is presented here. This model

can serve as a general guide for any juvenile justice
agency volunteer program policy statement.
* Model Vo!unteer Program Policy Statement

- This agency is commltted to providing the best and

- most appropnate services possible. To realize this
- goal, the agency shall make every effort to enlist the
* cooperation of all available resources. The agency is

committed to the development of a public-private
i includes volunteers as an
important and necessary ingredient in the develop-

“ment and delivery of services.

" Inaddition to the above, the agency plans to

actively implement a responsibile program of citizen
involvement because:

¢ The agency will never have sufficient resources

to meet all seryice needs. Even if such re-

sources were available (professional staff,

finances, facilities, etc.), the agency would still
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believe it necessary for. the community to be-
come involved in the juvenile justice process.
¢ It has been demonstrated repeatedly that
volunteers can significantly enhance, expand,
and upgrade services, With appropriate

récruitment, screening, training, and super-

vision, volunteers can perform almost any task
effectively and responsibly.
* The agency feels it necessary to involve the

community in the problems we are tryng to

alleviate or solve. Efforts to involve the com-
munity in agency affairs will help to educate
the public about these problems and will create
a more enlightened,and active citizenry.

To insure effective implementation of citizen
involvement efforts within the agency, the followin’g
principles shall be followed:

e Volunteers shall be involved 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 Community 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, screemng, orlenta-
tion, and training.

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

encouraged to utilize this valuable resource in
planning program activities.
e Professional staff and volunteers shall be in-

volved collectively in the planning and imp_le— ,

mentation of the volunteer program.

® The agency shall take steps to insure that all
professional staff are prepared and actively
participate in implementing the volunteer pro-
gram. Consequently, general orientation ses-
sions .for new empioyees shall include infor-
mation about the agency’s citizen mvolvement
efforts, and all staff shall be trained in work-
ing with and supervising volunteers. Such
training shall be incorporated into the ongoing.
agency staff development program.

e All aspects of the volunteer program and its -

implementation shall be monitored and
- evaluated on an ongoing basis. The need to
. develop services that are effective, efficiently

. delivered and cost-effective makes this a neces-
“sity, All staff and volunteers will be expected
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agency’s direct services and by better informing the

to participate in this effort.
Volunteers within the agency are not intended toy

replace existing professional staff. However, when it ¥

can be achieved responsibly, staff are encouraged
~and expected to use volunteers as an alternative to
adding paid professional staff positions.

E. Development of Agency Volunteer Programg
Goals and Objectnves

Goals and objectives must be developéd for the; |

voluntger 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 ,Jisi

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 preater the chance for program success. Fuzzy:

expectations generally lead to unfocused efforts. = "8
Continuing attention should be given to further __ . |HS

L

clarifying and refining these expectations.

With respect to purpose, it should be clearly es- -
tablished that all volunteer activities will be directed -
toward achieving basic and priority agency goals.,

This is the beginning step toward giving the volunteerS «_

program meaning. This decision is. based upon

several important assumptions and has numerous’ j

s:gnxﬁcant 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 initiative, take much re-
sponsibility and be highly accountable.

Giving volunteers a substannal role. in the agency -
also assumes. that agency personnel have the knowl-

edge, skill and personal security to handle challengesi

to habitual or established ways of viewing problems

and provxdmg solutions, Experience demonstrates 5
 that staff has or can achieve these qualities. g

With respect to volunteer program scope, ad- "
ministrators who appreciate what volunteer man-
power can contribute to an agency program, who are

committed to meeting service needs, and who wish t()d

have an impact on the community will define
volunteer program scope to include alk services at all -

levels provided by the agency. Defining volunteerﬂa

program scope in this manner at the beginning leads -
to wiser program development. It enhances serviceo
delivery by increasing the number and scope of the

‘{ 1
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community of juvenile justice problems and volun-
teer programs. This, in turn, can lead to improve-
ments in agency programs and an increase in com-
munity resources outside the agency.

If, in the beginning, an agency is not ready to
undertake a 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,

g., 10 foster homes, case aides to help three pro-
batxon officers, or someone to help write the agency’s
annual report.

These are all legitimate volunteer activities and
important in their own right. However, starting this
way is not recommended except in extenuating cir-
cumstancés 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 implement that
concept.

Since the long-range goal of volunteer involvement
is to make the broadest contribution, substantial
initial effort should be expended to define the nature
of this contribution and to develop the program
necessary to achieve it.

F. Timetables, Monitoring and Accountability

Volunteer program goals and objectives mean little

0

unless the administrator takes action to insure that

‘they are implemented. The Volunteer Program Plan-

ning Guide, outlined earlier, highlights some

important steps to be taken in the planning process.
In addition, the administrator inust insure that

planning includes identification of the major

activities required to implement the program. This.

means reducing generalized objectives to behavioral
objectives, i.e., actual measurable activites that will
be carried out. This procedure is necessary (i) to
establish realistic time periods for needed activities;
(2) to make individual staff and volunteer assign-
ments; (3) to medsure achievement of activities; and
(4) to evaluate whether a particular activity is es-

" sential to the program.

Further volunteer program planmng should
address itself to:
¢ Staffing the volunteer program.
"« Specifying volunteer program operating poli-
cies and procedures.
® Specifying staff-volunteer relationships, in-
cluding work roles for each, supervision, etc,
¢ Specialized training of volunteers and staff,

NOTES

v Dcpﬁrlment of Health and Rehabilitative Services, Offive of Volunteer Services,
Standards and Guides for the Use of Volunteers in Social Services (State of Florida:
1978), p, 2. - =

* Following are references for three evaluations which highlight common deficiencies:
Robert A, Presson and Timothy F. Fautsko, A Needs Assessiment of the Youth Service
Delivery System of the State of Rhode Island ¥olunteers Program (Boulder, Colorzdo:
National [nformation Center on Voluniserism, 1974); Robert J, Berger, er o/, Experi-
ment in a Juvenile Courr {Ann Arbor, Michigan: The University of Michigan, 1975);
Ivan Scheicr, er al, Needs Assessment of Florida Division of Youth Services Volunteer
Programs. (Boulder, Colorado: The National Information Center on Volunteerism,
1974).

t The intent-of this provision is 1o establish administrative responsibility for the
volunteer program at a level in the organization equal o professional service respon-
sibility, It should be called **office,™ **division,” or whatever designation is used for the
professional service organization unit,

ol
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'CHAPTERV.

INTE(:RATING THE VOLUNTEER

PROGRAM IN THE "ENCYSTRUCTURE

A. Orgamzatronal and Ser\nce Models for Vol

unteer Programs

The decrsxon to have a volunteer program auto-
_ Tnatically  raises the questlon,
~volunteer program be operated in relatjon to the rest
of the agency?’’ This is the most important decision

that will be made concerning the volunteer program.

The nature of this decision will determine how
volunteers. work within the agency (their tasks, with
whom, etc,) and how the program is administered. It
signifies the extent of the volunteer- program’s po-
tential contribution to the total agency effort. -

“How will the -

The notron of models isa helpful way to examine
valunteer program operation within an agency and is~
presented here for that purpose—along with a geri-
eral assessment of the advantages and disadvantages

of both types.

1. Organizational ‘mode!s, "Volunteer services can
be 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,

o Model] The VolunteerProgram asa
' )" Separate {nir,

Under this model the volunteer program is ad-

‘The basic decision can be divided into several levels

. of consideration, which in turn can be translated into

different types of models. The models deal with var-

ious aspects of the basic question, ‘“‘How will the

~ volunteer program operate?” One type of model is

e the organizational model which specifies how the
T program will be administered. Another is the service
: model which reflects the types of activities in which

volunteers will engage and clarifies volunteer—staff

ministered as an almost independent operation,
connectmg only peripherally with other agency serv-

ices. The volunteer program administrator is as- v
signed overall management responsrbllrty for the pro- :
gram and its operations including recruitment,
screening, trammg, and assignment, and possibly,
the supervision and evaluation of volunteers. These -
functrons are generally carrred out independently of
other staff members.  «

e

R Lrelanonshxps. The orgamzanonal model is shown | in Chart 1.
Agency Director
. e “oo o - Assistant Director - IR B R {- -~ Assistant Director
e . dfor 1 VRSN L S - for , S
S Institutional Sewlces . : , Field Services R
Supervisor. Supervisor
: : Supervisor .Supervisor Voluriteer
i . : Program
o of . R . . : BRI : ) Admiinistrator
RS staft | | stat . ‘ ’ o ‘ L dmmls ”o_
’g : N N : o~ _—
B! . o Staff t . Staff * Volunteers i

Chart l.—-ORGANlZATlONAL MODEL
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This model does provide for some measure of
volunteer program development. However, it has too
many limitations and liabilities to commendit:

* Beingattached to only a segment of the agency
program, it restricts the use of volunteers
rather than taking advantage of their contrr-
butions throughout the agency.

* Being removed from the top administrative
level (placed down at the supervisor rather
than the assistant director level), the volunteer
program administrator is isolated from top
level policy formulation and program develop-
ment. This restricts both input to the volunteer:
program as well as output from it to ad-
mmrstratxon ’ ,

The positioning at the lower level also clearly tells
agency staff and community that the volunteer pro-
gram is ‘‘separate and unequal.” ,

® Being one unit in a direct service division of -
the agency (field services), the scope of
volunteer activities would tend to be confined
either to direct service or direct service supple- -
mentation. This limits the use of volunteers for
achieving overall agency goals, such)as general
resource development, program /planmng,
monitoring and evaluation and system change

~ in the community,

* Being assigned both admrmstranve and super-
visory responsibility for the program, the vol-
unteer program administrator has an unreal-
istic workload, both in terms of the number of
‘people he will 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 supervisor will conflict
with the blocks of uninterrupted time he
should have for policy and program develop-
‘ment and community interpretation. Ex-
perience clearly indicates that it is impbssible

Chart 2. SEPAR

aware of its severe limitations. :

-personnel. Responsibility includes identification
_needs, volunteer program planning in relation

to assume responsibility for the management
"of a volunteer program of any size and scopel
and also provide direct supervisign %
volunteers, To attempt this will ine /itably
_result in lrmmng the number: of volumeers, :
poor supervision, or both. 3
¢ Placement as a separate unit at the lower level v

of the organizational chart demonstrates that 2. .-
the program is cut off from ‘line operations;
separated administratively in terms of authop
ity and ‘normal agéncy communications flow
and results in parallel rather than mtegrate
operation,
Because of these obvious disadvantages, Model l
the Volunteer Program as a Separate Unit, is not pr‘i
ferred. If it is chosen, the administrator should be,

J.
-l

Model 2—T he Volunteer Program asan In tegralﬁ
: * Part of Agency Program.,

Under ‘thrs model, basic responsibility for the
volunteer program is placed in the regular agency ling
of operations and is carried out by professxonw

other agency programs, development of voluntéeq
program _policy and procedures; participation in th
recruitment, selection training, placement, andg
supervision of volunteers; and evaluation of th‘%
volunteer program. :

Responsibility for specialized support services for *
the volunteer program may be centralized and place
in a separate unit for a number of reasons, including’®
efficiency, visibility, and the accessibility of specxal-
ized help to all levels and units within the agency. Tg,
accomplish this, *‘staff’’ services such as recrur‘td
ment, selection, training, and program evaluation ‘
may be placed either as a separate unit at the highest g
level of agency operations {Chart 2), or as a special u'a
nit attached to the agency drrector s office (Chart 3)

ATE UNIT

‘ k Agency Dlreetqr

- [\b

Assistant Director
institutional
Services

Assistant Director.
Field Services

_Assistant Director
Volunteer Services

10~

.y
e
¥

IO

~ Under Model 2, the: volunteer program assistant
director or special assistant is directly involved in the
development of both overall agency policy and ways
for volunteers to help professional staff at all ievels.
Primary responsibility for the volunteer program re-
mains in the regular operational line of the agency.

‘New programs are integrated into existing units or

‘ established as addmonal units within the general
: structure of the agency..

Charl 3. SPEC!AL UNIT

' Special Assistant for -
_ Volunteer Services

Agency Director

i
H
i
I
I3
;

be attached admxmstrauvely to the agency executive’s
office. : i
In both examples the volunteer program director
(or special assistant) provides'specialized and supple-
mentary assistance to the volunteer program effort,
* but the primary responsrbllxty for the program re-
mains with “regular” agency staff, regardless of the
volunteer program’s level in the organization.
‘Model: 2; The Volunteer Program as an Integral
Part of Agency Program, has mcmy advantages over
Model 1 because it is admrmflranvely integrated. Es-
sentially, it reinforces the concept that volunteer
activities can play a significant role in all aspects of
‘the agency’s responsibilities. This applies to its direct
service possible whenever it places staff responsibility

Assistant kAssista nt
Director Director
Institutional Field -
Services Services

Either of these :arrangements provides special
-emphasis for the volunteer program and centralized .

support service while placing basic responsrbllrty for
the program within regular units of the agency.

The following examples 1llustrate how this model
would actually be used:

a. Example .one. The agency decides that field
_services might be improved by having a staff member
and volunteer working Jorntly from the time of case
reception instead of calling in a volunteer only after

" the field staff member has identified a need.

A small,
volunteer teams is established with a unit supervisor.
“The unit will be responsible for a certain group of
youth served by theagencyy

“The unit will be set up within fre[a' services and the

unit supervisor will be responsible to the Assrstant

‘Director for Field Services.
b. Example two. T he agency decides its service de-

- mands.so far outstrip staff resources that it must in-

© ¢rease its budget srgmfxcantly to do a decent jOb in,

addition to expanding volunteer services.

; The agency staff decide that special effort is"
- needed beyond that which they have the time, skill or

¢ommunity contagts to provide. The agency creates a
.'special “*‘task force” composed -of ‘volunteers and

= agency staff to more accurately identify and better
- document needs, to prepare a realistic program plan

~ and sell it to the commumty Thrs task foree should

special - unit of ' five ‘staff member-

for volunteer activities within the regular ad-
" ministrative structure. This makes possible (but of it-

self does not insure) a partnershrp between staff and

volunteers that is not likely to occur in Modet 1.

2. Service models. Organizational Model 2, The
Volunteer Program -as an Integral Part of the
Agency, allows for more options in servrce delivery
methods than Model 1. Where volunteer efforts are
integrated with ‘regular staff activities Lhroughou[ all
levels in the organization, the volunteen\program can
be more versatile and service delivery arrangements
more ‘varied. For example, t the following models of
drrect service delivery are then possible:

a. Direct service staff' and volunteers work on dif-
ferent types of cases under supvervrsor s direction;

Supervisor

N . : L
;

Volunteers

" Direct Service Staff

Case Type AT U Case Type "B"
b ‘Direct service staff and volunteers work collab-

- oratrvely on same cases, performing different func-
. nons under supervrsor s direction;

i

Superviéior i g -

" Direct Service Staff -

-Case Typa “'A,"” ¥B," etc.

-11-

e B S AR AT Y




¢. Direct service staff and volunteers work -in-
dependently on same type of cases, under super-
visor’s drrectron

" Supervisor

Direct Service Staff

Volunteers

Case Type “A,"” “B," ete. Case Type “A," ‘fB,l' etc.

4

d Drrect service staff supervrses volunteers who
work on cases;

Supervisor

e

-

Direct Service Staff

Volunteer

J

Case Type “A,” “‘B," etc.

v

Agencies adopting Orl_vanizational Model 2 are free

to use as many of these service delivery models as

their program needs mdrcate and staffing abilities

., permit. This variety of servrce delivery models per-
“mits - a  differential - use of staff, with important .

implications for staff upgradlng and hiring..

The expanded use of volunteers undeér these drrect
service models (on similar lypes of cases, different
types of cases or by functxons) can lead to better staff
and volunteer deployment. Giving volunteer super-

vision assignments to agency professional direct serv-

ice workers could hasten thelr career-advancement
and increase worker satrsfal‘tlon Alsoc; concepts -
concerning volunteer utllrzatron can be tested (e.g.,
Do volunteers better penorm an enrichment of

- advisory boards, task forces, program momtormg

“at all levels must be trained adequately to work with
volunteers. This includes accepting the value of

B. Staﬂing‘ Volunteer P,rograms

- also reflect the nature of the agency, its needs, a

ist) should be located at the hrg

: supplementary service role or a prrmary direct servrce )

role?). . oo
Muitiple staff-volunteer work relationship optro
are also. desirable for activities other than direct serv-
ice e.g. resource development, program evaluatio

child advocacy, etc. :
" Certain potential problems are assocrated with us
of these multiple options, For example, agency stafl§

volunteer efforts as well as the ability to provide coitt '
sultation and supervrsron to volunteers It al
requires that the agency. be open to questioning of its

methods and experimentation. When these con:S
" ditions are met there are limitless opportunities fOT/jR
- volunteer actrvmes—all with ‘a high payoff for_

“volunteers, staff, agency clients and the community. 3

4

Staffmg for a volunteer program should be ¢col

“mensurate wrth the scope, - complexity, and»

importance of the program to the agency. It shoulé

how the volunteer program is integrated into the ge

“eral organization of the agency. Many agencymss

personnel will spend part of their time as volunte
program sta't:

on,r at least one ful ¥
as volt.nteer program a&

ry secretarral suppor
arge agency, more tha.

one posmon is probabl §
development, staff and vol
specialized support servi
etc.).

The volunteer program admil

the agency executlve $ offxce or grve
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level status as suggested in the Organizational Model

2 chart’ .presented earlier. In either ‘event, the ap- 4

pointee sl\ould be included in all *‘cabinet” meetings
‘and be m ‘the regular line of communications
_throughout ‘the agency structure. Without “cabmet
level”” representatron much. opportunity will be lost,
for mutual mterchange and influence between the

“agency and volunteer program. The volunteer pro-

gram is, in effect, “disenfranchised; both the program
‘and the agency are losers

1. Alternatives to" ‘a full-trme volunteer program
administrator. As indic ated earlier, any agency can

easily justify a full- trme, pard volunteer program ad-

ministrator on the basis of increased and more ' effec-

tive services provxded Hov\\'ever, if this is not.possi-
ble, there are alternative ways to staff the volunteer

program on a beginning or mterrm basis:
~ e Pay- tlme, pard volunteer program administra-
" tor\ g
e Usm\g an exrstmg staff member part-time.
. Creatmg anew, part-time paid position.
* A volunteer (non-paid) voluntcer program ad-
" _ministrator.
A drawback to the part- tlme volunteer program
~administrator approach is that the staff member’s

" time devoted to this important function, will conflict

with other job demands or outside interests. Also,
desrgnatmg this posrtron “part-time,”’ whether paid -

* or unpaid, imparts a sense of lesser importance:about

the volunteer program to. other staff memberu. In
most instances where part- tlme administrators have
" been used, volunteers were involved pnmarrly in pro-
‘gram enrichment or supplementary activities with
“scant participation in planning, policy-making, and"

‘\ system modification. Under this arrangement, com-
mumty education is a chance by-product of drrect—»
erVrceactlvrty and not a conscious, planned effort,
\)The volunteer (non-paid) program admlmstrator a
“method has been"used\with varying degrees of suc-

cess. Its effectiveness depends upon. recruiting a

'_volunteer with the skills necessary to develop and ad:
ministrate a quality volunteer program. This person

must also have enough time to devote to these tasks

“ and be able to make a‘commitment of suffrcxent !
length to insure familiarity with agency program

methods and staff, and to allow development of an
effective volunteer plan. This approach is most suc-

. cessful when the person selected has exterisive ex-
' perience in community, civic and volunteer activities,

* One good potential source for a quallfled volun-

‘ * teer (non- pald) program’ administrator is private in-
“dustry. Many. corporations have loaned executives to
worthwhile community-oriented = agencies with -a

demonstrated record of accomph shment and high de-

gree of commitment. Also, civiciand public service

" organizations such as the League of Women Voters,
the National Council of Jewish Women, the Junior
League, RSVP, Rotary, Kiwanis, Lions and Cham-
ber of Commerce are fertile recruitment sources for
locating a volunteer (non-paid) program administra-
tor. Organizitions should be canvassed that have
shown an interest in the service area represented by

‘the agency looklng for a volunteer administrator. For
“example; if thé juvenile court is looking for a velun-

teer\progra_m administrator (non-paid), an organiza-

tion\rthat is or has been studying juvenile delinquency
' L} N B

problems and programs would be & good source,

However, a note of caution: A non-paid staffer in
an organization of paid positions, in our society, gen-

“erally accrues low status unless facto-s dictate other-

wise. Countervailing influence, such as the person’s
prestige in the community or techniques applied by
the agency (proper job title, placement upwards in
the organization chart, clear directives from the chief
executive) can amehorate this problem. Also, the
agency seeking a non- &ald volunteer program ad-
ministrator should recognize that it is placing heavy
demands on a person without the usual remunera-
tion, Other rewards or reinforcements are nécessary

'to provide continuing motivation;,

“ These alternative methods of staffing the volunteer
program administrator’s position should be used
only when a full-time, paid position is impossible.
Even then, this interim arrangement should not be
seen as the ultimate solution. However, the interim
staffing arrangement; might be incorporated (on a

\'Y paid or non-paid basis) into the long range plan by

makmg that person a permanent part of the volun-
teer program staff, ; |

C. t\kllls Required of a Volunteer Program Ad-
mmistrator

\ N

. . ; S
Tradi‘tionally, staff members responsible for the

'management of volunteer programs have been re-
\ ferred to as volunteer coordinators,’’ Histerically,
~and in most instances today, duties performed by

most volunteer coordinators are: essemrally within the
realm of program enrichment. As such, volunteer co-
ordinator positions are usually found several layers

“below the top plannmg and administrative levels in

agencies and are not’ considered an integral part of
the delivery system.\,
An agency wishing to establish an effective volun-

I
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teer prograini must be prepared to make the same
level of commitment to the volunteer program as it
makes to the general professional ser¥ices provided
by the organization. This means that( the volunteer
program must be administered by a volunteer pro-
gram administrator who should be con51dered part of
the agency management team.

As outlined in the Model 2 Organization Chart, the
position should be located at the top policy and plan-
ning level within the organization and should be
filled by an individual skilled in the area of manage-
ment and administration. The volunteer ‘program
director must be involved in top level staff planning
meetings and participate 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.

_ Specifically, 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 wrxte
effectively, make decisions.

* Knowledge of problems, practices, and “‘cul-.
ture’’ of the system within which the program

~ operates, i.e., juvenile justice.

® The ability to work with different people
effectively in a variety of settings.

¢ Knowledge of community resources and a
commitment to the use of volunteers in provid-
ing services for the agency’s clientele.

¢ Commitment to the concept of community
change for both prevention and treatment of
social problems.

® The ability to think creatively and the psycho-
logical security and maturing to take reason-
ablerisks. o

* Knowledge-of technical aspects in administer-

-ing a volunteer program (e.g., recruitment,
selection, training, etc.).

* Appreciation of and commitment to program

monitoring, evaluation, and changes based on

data, '
The volunteexf program director selected on the
basis of these criteria should be able to provide
adequate leadership in the development and opera-

- tion of a successful volunteer program-~assuming,

of course, reasonable cooperation from the agency.
Much of this cooperation will depend upon his skill.
Where volunteer programs already exist, the direc-
tors of these programs should be tramed in the areas
outhned above.

‘sistance before it begins.

_source. It may be attributed to a lack of staff skxllsg
‘capabilities of volunteers or the respective roles' and ,

~insecurity about their own jobs. In all these cases the .

. ular ongoing inservice training. Wherever possible

‘make the training more interesting and attractive: To

“tion of all new agency staff. The National Advisory "

- ing which aspects of the volunteer program to pre

D. Staff Orientation to Volunteers

"An orientation of regular staff to the value of k
volunteers and to the variety and differential uses of
volunteers is an essential part of preparing an agency =
for a new volunteer program. This should take the‘fi g
form of a required in-service training session prior to*
implementation of the new program. Many volunteer
programs have failed to meet their full potential par
tially due to staff resistance. This problem is most :
early overcome by tfain_ing staff in the use of volun- -
teers before they come, thereby heading off staff re-j .

‘However, if staff resistance does persist, the ad-"
ministrator’s first task is to identify its nature and g

for supervising volunteers; an uncertainty about the
responsibilities of volunteers and staff or staffy

resistance is best met by facing it openly with ongoing- _
inservice and orientation training specifically geared§ ‘
to the source of the resistance. & 3
The content of this training will vary, but wherever K
possible it should be integrated into the agency’s reg

techniques of group discussions, role playing, sem-"%
inars, audio/visual aids, etc., should be utilized to,

enhance creditability, experienced staff and volun
teers may.conduct these programs.

_In addition, training in the uses and supervision o;
volunteers should be incorporated into the orient

Commission on. Criminal Justice Standards and
Goals recommended that all corrections agencies?
take immediate steps to plan and implement orienta-*
tion programs for staff.? This recommendation has
been strongly supported by the findings and recom-i
mendations of various Presidential Commissions and
national standard setting organizations in the juve
nile justice field. All new employees (professional
secretarial, food service, maintenance, medic
educational, business management, etc.) should b
required to attend the orientation sessions. An im
portant part of the crientation program should b
directed toward acquainting new staff members with
the volunteer program. ‘

It is important that sound planmng go into decxd

sented in orientation. A well-planned and executed s
ortentatzon program can have a significant impact on |8

the development of constructwe employee atntudes
Introducmg the volunteer program during orienta-

tion will help insure that all new agency staff have the

same basic information and understanding about the

‘program, its purposes and implementation. It will

convey to new staff members management’s commit-

_ment to the volunteer program. Also, it will assist in
enlisting the support of new employees for the pro-

gram.
Regardless of the agency’s size or complexity, the

- orientation of new employees to the volunteer pro-

gram should mclude, but not be limited to, the fol-
lowing:

. ® The agency’s philosophy pertaxmng to the use
~ " of volunteers.

* Explaining the goals and objectives of the
volunteer program,

* Highlighting “the relationship between the
volunteer program and the goals, objectives
and services of the agency. ‘

‘e Highlighting the technical aspects of the
-volunteer program and the responsibilities of
staff, This should .include explanations of

-volunteer recruiting, screening, orientation,
job assignment, training, supervision, and
program evaluation. o ‘

¢ Identifying some of *‘. .. the common mis-
conceptions or ‘myths’ about volunteers;’’? as
follows:

1. Volunteers are not dependable. A plethora of
existing volunteer programs demonstrate the reliabil-
ity and dependabnhty of properly trained and super-
vised volunteers. The volunteer programs of the Flor-
ida Division of Youth Services, the Hennepin County
Department of - Court Services -(Minneapolis, Min-
nesota), the Marcopa County Juvenile Court

formany task in an efficient and effective manner.
While it is true that volunteers are not paid and

that they may werk on a more limited time basis than

professional staff, experience has shown that

~ agencies can expect the same kind of performance of

volunteers as they do of paid staff. For example, the
Hennepin County - Department of Cdurt Services
implemented a special project designed to:
e ‘¢ ., recruit, select, and train 30 volunteers to
conduct predisposition. reports and present
them to the juvenile court.”

to make ‘‘. .. a three-year commitment. . ..”’ of
time to the agency, were expected to participate in an

*intensive five-month training program and ‘‘. . . to

~ (Phoenix, Arizona), and many other demonstrate
that volunteers can be recruited and trained to per-. ¢

®. ‘. .récruit, select,-and train volunteers toas-. -

sist in-the improvement and dehvery of _]U-
_venile intake services.

Volunteers recruited for the project were requlred

conduct one pre-deposition hearing (report) at a
time.* Only four volunteers dropped out during the
first 17 months of the project; the turnover rate was
less than that of paid staff. ¢ Also, the volunteers
produced predisposition reports that met all require-
ments of the Juvenile Court and the Department of
Court Services.

In essence:

“. .. volunteers (can be) held accountable in
essentially the same way as professional staff,
through ongoing critique and supervision. Like
professional 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 assigned, it is usually because
they have not had the proper supervision, train-
ing or both, or a meaningful task commensurate
with their ability.””’

2. Volunteers are not needed. The criminal and ju-
venile justice systems will never have enough profes-
sional staff, facilities and economic support to meet
the demands placed on them. Volunteers are needed
on that basis alone. In addition, as volunteers be-
come involved; they become knowledgeable about
the problems of the juvenile justice system and the

~needs of its clients. Their experiences can often be

translated into effective citizen action designed to im-
prove inequities in the system and to upgrade serv-

ices.

3. Volunteers will eliminate professional po-
sitions. According to recognized experts in the field,
there is no indication that volunteers have eliminated
existing professional positions. It is quite possible,
from time to time, that volunteers may well eliminate
the necessity to hire additional full-time paid staff.
Administrators should take advantage of these
opportunities 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 initial efforts of implementation
may be costly for the agency and may-require a sub-
stantial investment of résources.

‘4. Volunteers cannot be. trusted to handle cons
Jfidential information. There is no evidence to suggest
that volunteers are any less reliable than staff in
handling confidential information. In the Hennepin
County ~Department. of Court Services Project,
volunteers were trained to prepare juvenile court so-
cial studies and to conduct intake interviews. Sim-
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s dl & K supervision, activities should rest with line profe ssional
. s onsible for what?’’ emerges; : : ,
trained to prepare court social studies. These, and questloni ¥h01 ‘Sn [r:::’s are to engage in activities at W8 . ® Decision making wrth respect £0 any aspect of . staff),
other responsrble volunteer programs elsewhere frequently. : Vo l:h B ey uestion be. it : volunteer program planning and implementa- Two examples are shown in Table 3 In each in-
clearly document the fact that volunteers treat con-  various levels within lex ai d fryl,\,strating 0 all con-. aaie tion activities should be located at the Jowest stance the underlining denotes the staff person pri-
% fidential information responsibly. comes even more comp it aaestion and dej possible organizational level within the agency =~ marily responsible for the activity
- Wherever p0551ble, orientation materials for new cerned. One way to examine this g b
b staff miembers concerning the volunteer program  termine responsibility in some logical fashlor; is ;{C} Table 3. —STAFFRESPONSIBILITY FOR VOLUNTEER PROGRAM ACTIVITIES
& ' NI R ot sta PR e
egrated into the gen- lot areas of volunteer activity and areas J
“ should be reduced to writing, llmegr t 1l new gem— ?esponsibility in a grid similar to that pictured mﬂ - Example 1: The agency has decrded to use a'group of comrnunity volunteers as counselors for youth on probation, (Dirzct service)
: eral agency operating manual given to a - Example2: The agency wants the community to establish two group homes for delanuent youth. (Resource developmr-nt)
ployees at the orientation sessions. These orientation  Table2. ) L . ’ ; 7 ‘ !
sessions should be conducted by the volunteer pro- ¢ Make certain that the objective to be achieved _ oy  Volunteer Activity | ,
gram director and his staif. However, it is equally 'is clearly understood by all parties and is re-z i Example I - Exariple 2
important that the administrator or director of the duced to wnlt:ng ; h which ‘ 7 5 Direct Services Resource Development
s - v dministrative » Determine the section o t e agency in - . | ’
agency, along wi th Othe.r top. level B i wi h ty will occur and which staff member Jis il Volunteer Assistant Director, Field Services, : - Assistant Director, Institutional Services, :
staff, participate in the orientation sessions. This will the activity wi 'i , Program s : F
» P paic, : aratl . y il h he final decxsxonmakmg responsrbll L Planai . Director of Volunteer Program, Director of Volunteer Programs, Agency ;
_comimunicate to new employees the importance of will have t e fina & . ‘anmng Supervisor-Field, Line Worker-Field Executive, Voiunteers, Supervisor-Institu- )
the volunteer program. ity for it. . . . _and Volunteer, tion, and Line Worker-institution, '
' . * All Staff who will be affected by the program Sacdisel. Recruitand : S ‘ - ’ ‘
~ i s T T . should have a vorce in its planmng and imple 3 a ruitan Yolunteer Program Director, Assistant Volupteer Program Director, Assistant
0 E. Designating Responsibilities . shouid na 5 Select Director-Field, Supervisor-Field, Director-Institution, Agency Executive, v
‘ , : mentation. _ 0 ,_Volunteers Line Worker-Field, and Volunteers. Supervisor-institution, and Line Volunteer. .
If volunteers are to engage ina variety of activities‘ . The staff. who will be working drrectly w1th e S Assign ‘ ’ ’ , i
' a § Volunteers Supervisor-Field, with help from Assistant Director-Institution, with help
Table2. —-AREAS OF STAFF RESPONSIBILITY AND VOLUNTEER ACTIVITY. ! : E s o Volunteer Program Director and Line from the Volunteer Program Director.
VolunteerAcnwty ’ ’6 ProbauonSxaff o
] . . i 2 Y « . . R K i
Direct Program Program - Resource Community q = _?\"\fm and Director of Volunteer Program, Agency Executive, Director of Volunteer ‘
Services Evaluation Planning Development Interpretation o = v:}'n, . Training Director, Assistant Direc- Program, Assistant Director-institution,
- ; , §. .. Volunteers tor-Field Services, Supervisor-Field, Supervisor-Institution, and Line Worker-
Volunteer - - g . and Line Worker-Field. ' Institution. '
" Program R ; n\: 2 N !
_Planning . X g . S Consuliation ‘to fine P e Ferireyi {
' S : - 5 Volun(eers Line Workc:rf, ?upervxsor Fneld Supervzsor jnsmunons and others.. ;
" Recruit and Select l = S s LT
S A A it upervision . LT e . T
: o ’Volunteers ; ] _ . ofl:l olunteers - *Ys., Line Workers, -Supervrsor‘-Fieldiu\;; i $r4geryls’or"lnsnlunons. ‘
. g 0 ; X Pe N " R
E Assign » * Evaluation L (i st : s . . Cl
B 3 B P : v of Volunteer Research Director, Assistant Diréc- | ~Research Direcior, Assistant Director, R
¥ E Volunteers “ § § Brogram tor-Field Service and all other agéncy staff. " Instituiion Director and 2!l other agency staff. S
: E Orient and Train } - : X " ) ’
i & Volunteers A ¢ L PR Vi
i S - . . . F. Volunteer Supervus,l,on of a study of the Hennep..- County Departmen' of- .
‘3 . - 5 ~ : Court Services (Minne apolis, Minnesota)’ 1llustrate : \\\&\
5 S Consultationto, \ I = ~As noted in Table 3, responsibility for supervrsmg ~this problem and what can be done to correct it.- T
# % Volunteers g i S volunteers is delegated and assigned to staff members ““The Hennepm‘County Study, after compllmg T S|wl
¥ R : ' o s who will be working directly with them. Supervision 7 information from volunteers and-probation of- :
ko Supervision : " , oM _of volunteérs should nof be the function of the volun- ficers (on a number of questions concerning the
. of Volunteers Q E teer program director. (See Paragraph A, “Organ- adequacy .of supervxsron) drew the following
' T ization and Service Models for Volunteer Pro-. conclusions. \ ,/’,f : :
; ‘ Evaluation R ) \grams”) _ ““Conclusion 1. ——4 relamely Iarge percentage of
of Volunteér ; g “Qne of the most significant problems in volunteer N the probation staff involved in the study feel )
- Program _ , programs is that staff lack skills in supervision, This they are inadequately prepared to supervise
R RO issue has received considerable attention in recent volunteers. (1). 80%. felt that they did not com-
it oot it or v et or mplemented, thisgridcanbe s o identfy those iaf who should b fnvelved i the various vouriser plannii ¥ f 2 'years,and has been.a concern of ‘many - national 7 pletely understand their role expectations as
E used to determine which individuals in lheagency;hould be involved and who should be activities. e o N orgamzatlons deahng wnh\yolunteerlsm. The I'ESUltS supervxsors. (2) 70% fEIt that they needed ad-
. given primary requnslblllty for specific staff funcnor,s The following gurdehnu‘can be i i I .

ilérly, in Worcester, Massachusetts, volunteers were

A

within an organization of any size or complexity, the’

volunteers should be responsxble for their

(i.e. supervision of volunteers in direct service
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ditional training to adequdtely supervise volun-
© teers. (3) 68% felt they didn’t totally under-
stand how to fill out volunteer request forms,
and (4) 73% felt they could use some training in
giving volunteers information on com'munity re-
sources.
“Conclusion II.—A relatively large percentage
of the probation staff involved in the study are
not adequately carrying out their role working
. with volunteers. The following questionnaire
findings support this conclusion; (1) 75% had
no direct contact with volunteers 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-
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 . . . (5) 48% felt that

problems concerning client or supervisor were"

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

received 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

“serious volunteer program should have a staff train-

ing commitment equal to its volunteer training
commitment.

‘“The problems of staff re51stance, hlgh volun-

teer drop-out rates, and volunteer discourage-

ment are directly related to the type and quality

of supervision the volunteer receives. Many pro-

. fessionals working in a direct service capacity do

not understand: or have skills’in the .area of

supervision. Particularly, professionals are de-

ficient 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-

“candidly to evaluate the volunteers’ per-
formarice.? ' : :

Before volunteers are introduced into an agency,
steps should be taken to insure that staff are
equipped with the skills to work with and/or super-

_vise them (depending on what the staff-volunteer =
Lbe), § Staff should be trained to pro-

relatlon:u:;:&
vide volum‘.ers ‘with- fzu. ance direction, training and
“evaluation. It“cannot be assumed as the Hennepin
.,qumy study on\‘supervision shows, “that  profes-
\nax staff will automa tically be able to work with
nd- super '.se volunteers.» .Good. direct - service

~_supervisory positions without having the requirg

. formance evaluated and to be assisted in areas where '

fication and obJecuve-semng and in being able

‘ volunteer 'S are encouraged to-share these contif
‘butions and if ‘the worker or supervisor is capable o

workers d¢ not necessarily make good supervisors.”_‘
This should not be surprising given the numerg
examples of good direct’’ service workers (probatic ™
officers, -child care workers, "intake staff, parole !
agents, group counselors, etc.) who have assumg

skills. This situation resulted in poor performance i
their new positions. Where volunteer programs afg
already in existence but no supervision training H‘
been provided to staff, such instruction should be
priority.

It is important to note that volunteers need a,
want guidance in doing their work. They want
grow and improve their skills and performance. J ust.
as paid staff, volunteers need reassurance apn
positive reinforcement. They want to have their pe

improvement may be necessary.
To provide these services to volunteers it is reco
mended that, at a minimum, supervision training f ar ™
staff should include the following:
* Job clarification - and ' objective-setting. . I
struction in these procedures will help insus®s
- that both the supervising staff member and
volunteer clearly understand the job to be pefili
formed and how to do it. Thio process Wi
minimize potential problem areas by clanfy ;
ing:
¢ The volunteers SDElelC duues responsibilitié
“and authority in performing their tasks. i
® The responsibility of volunteers to attend in-
service training sessions staff meetings, spec1
training sessions, etc,
¢ How -often the volunteer and his supemsor
should meet and what is to be discussed. i
‘© The responsibiilty of volunteers to compleff
necessary report forms and data gathermg
instruments.
* How to evaluate performance. 4

* How to serve as'a consultant and teacher and -
assist in upgrading the skills of voluntsers. |
‘One significant aspect of volunteer-worker- supe

visor relanonshxps often overlooked is the volu
teer s conmbunon to the job being done by the pald
worker or supervxsor The receptive worker or supg}
visor can learn much from volunteers. Often voluy
teers discover information or have insights and SklllS
that can be useful to workers and supervisors—i

Krt e
.

handling them. Volunteers may-—on the basis of difz...
ferent perspectives, past_ expenences, or differeniy
exposure to the agency program-—see quite differer

ways that workers or supervisors might do their own
jobs. To make this possible, the agency climate
should be such that volunteer suggestions are not
threatening to staff. ’

NOTES

* Direct service staff refers to the agency worker who has direct contact with the client,

i.e;, depending upon the agency or unil within an agency, it would be the probation of.

ficer, child care worker, parole officer, etc.
* National Advisory Commission on Criminal Justice Standards and Goals, Cor-

rections (Washington, D.C.: Government Printing Office, 1973), p. 494,

¥ Heaith and Rehabilitative Services, Stendards and Guides, p, }3.

+ Department of Hennepin County Court Service, A Team Approach {Minneapolis,
Mianesota: Hennepin County, 1972), p. 3.

* Ibid., p. 35.

* Ibid., p. 35.

* 1bid,, p. 31,

* fra M, Schwartz, Depariment of Court Services; Volunteer Program Survey {un-
published survey, Hennepin County, Minnesota, 1972) cited by lvan H. Scheier and
Judith Lake Berry,’Guidelines and Standards for the Use of Volunteers in Correctional
Programs (Washington, D.C.: Government Printing Office, 1972), pp, 56-57.

* Ibid., p. 57.
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C. “HOW-TO-DO-IT” INFORMATION
‘These information summaries are intended to provide only a few first prin- i
ciples for a given subject area, plus references for the reader who wishes. to 2"
pursue the subject further. L o ‘ o j
Information summarieélé#pécially‘déSigned for criminal justice usage are i
designated by an asterisk in the subject index below. The other information ;3 @
summaries are nevertheless readily adaptable for criminal justice volunteer s
program planning and operation. ‘ R :
Subject'Index to Information Summaries }é
Volunteer_Proéram’Systeﬁsx o
1. " Plamning a Volunteer Program ;; Y
2. Boards of Directors . e
3. Fundraising “
4. Public Relations
5.. Record-Keeping and Evaluation ' o
6. Insurance and Liability for Volunteers 2l
‘7. Workshop and Conference Planning, i
- Volunteer Prdéram FunctionS' ?
‘ 8. Recruiting Volunteers
9. Screening, Interviewing, and-Placing Volunteers i
10. Orientation and Training of Volunteers P
11. Motivation, Incentive, and Support for Velunteers &
12, Volunteer-Staff Relations ‘ ‘ e
* 13. Volunteer Turnover Rate '
Spe¢ialkIanrmatioq/Issues Y § 
14. Fact Sheet on Volunteerism :
15. Status, Issues, and Trends in Volunteering t
* 16. State of the Art in Criminal Justice Volunteering :
* 17.f*Miuorityllnvolvemen; Lt f
18. Religioniand Volunteering , 1
* 19, ,Volunteeﬁs,with Victims of Crime :
kSpecia}‘Resourcesﬂ S R :
 *;20;‘ Mini-Library of Corrections Vblunteering QeSQurcesf ;
-21. -Volunteer Readership Catalog L ' i
0 : P
. o : 202
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Each information summary contains general principles in the subject area,
plus a selected list of references for further study. Since each information
summary is meant to stand on its own, some of the references will appear in
more than one subject area. Many of the books and manuals are noted as available
through the Volunteer Readership Catalog, enclosed as Part 21. This nonprofit
publication distribution service is, to our knowledge, the only single source
for all types of books dealing with the subject of volunteering, and hence our
inclusion of the catalog in this portfolio. e

You have full permission to duplicate any or all of these information
summaries. If your copy machine has difficulty copying from colored paper,
white copies of information summaries are anilable upon request from:

NationalyInformation Center on Volunteerism ENICOV)
P.0. Box 4179 ; '
Boulder, CO 80306

Steve Hansen, Library Coordinator

- Volunteer Program Systems
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1. Planning a Volunteer Program

‘AYour plan should answer flve questlons much llke the ones you would deal w1th
~kr1n p1ann1ng any tr1p

'Where are we now? This is the basellne assessment. It should 1nclude the
number and nature of volunteers: ‘you may have now," recept1v1ty of agency and
‘staff to- volunteers, current cllent needs unfllled etc. ;

kWhere do we want to goV This is the destlnatlon questlon. The answer should

specify goals and, where numerical targets can be added, *objectlves. These
should be based on justified real needs currently unfilled (need assessments),

..and ‘a further Justlflcatlon that volunteers can f111 these needs effectlvely

: HOW~dO we get there7 Here you need to con51der add1t10na1 resources avallables

and needed, 1nc1ud1ng additional staff and volunteers for program development.
Then you need to develop clear budget information, a plan for procuring additional
needed’ resources, and at least a pre11m1nary layout of proposed strategies for
addre551ng major volunteer program functions such as. orlentlng staff to volunteers;
record keeplng, and evaluatlon.‘ (See other 1nformat10n summarles in this sectlon )

HOW long will it take? = Set for yourself t1me targets for ach1ev1ng program

- goals and objectives via the proposed methods and strategles. These can be

modified on the basis of experlence as you go along, but they are valuable ‘as

' mllestones in gauglng progress._' v o

How will we know when we. - arr1ve9 Thls ds evaluatlon A de51gn for evaluatlon,,

f' plan (see Sectlon 5).

“Don't plan for other people, plan w1th them. Your plannlng commlttee should
include a good sample of people who w111 part1c1pate 1n the program and/or
'_be 1mpacted by it. ' , _ ‘ .

_ A thorough VOIUnteer program,plannlfg proc ss can ea511y take three to six
~months. Don't rush it, On the othlr ‘hand, if you re -still plannlng two years
_ later, something is probably WTOIg - with the agency s motlvatlon for volunteers -
~or in the decision- maklng process._ S IREEEACE :

and the record keeplng Whl»h supports :t should be built 1nto your orlglnal
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REFERENCES FOR PLANNING«A VOLUNTEER:PROGRAM‘
The following books include sections relevant to planning volunteer programs.

Volunteers in Juvenile Justice: PrescriptiveiPackage, Ira M. Schwartz. Single
copies available free of charge from: National Criminal Justlce Reference Ser-
vice, P.0. Box 6000, Rockville, MD 20850, 1977

Marlene Wilson. Volunteer Reader-

1976 $5. 75

Effective Management of Voluriteer Programs,
ship, P. O Box 1807 Boulder co 80306'

National Center for
Volunteer Readership, P.O. Boxk1807 Boulder, CO 80306,

| A | '

How to Manage a Nonprofit Organlzatlon, John Fisher. Volunteer Readershlp, s
P.0. Box 1807, Boulder, CO 80306. This text is a resource for those starting
or already involved in a nonprefit organization. It treats planning and evalu-
ation, resource development, management and administration, volunteers, per-
sonnel, communication, and governmental relatlons. 1978 $16.50.

How To Do It "Klt"——AldS for Volunteer Admlnlstrators
o Voluntary Action.
o 1976, $12 50

Volunteer Administration:
John C. Anderson.
$6.25. ‘

Readings for the Practitioner, ed. by Larry F. Moore and
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. 1977,

MBO for Nonproflt Organizations, Dale McConkey Volunteer Readershlp, P.0. Box
1807, Boulder, CO 80306, The author shows how the MBO (Manage%ent by ObJectlves)
o system can be applied to mnonprofit organizations and managers. - Actual case studies
' - involving representative organizations in the nonprofit sector are included to
‘help demonstrate how MBO can and does 1mprove organlzatlonal and managerial
effectlveness. 1975 $13 50

Bootstrap Fundraising for Human Service Programs: An Adult Educationhcourse and

Basic Primer, edited by Bobette W, Re1ge1 Volunteer Readershlp, P. O Box 1807
Boulder, CO 80306 1977, $5 00. , ,

S

2. Boards of Directors
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Working with a board is easy, if all you want is tokenism. If you want the
full benefit of policy board volunteer contributions, you have a difficult
demanding, sensitive task before you. Our "first few pr1n01p1es” will be
“only -a beginning. Study of 'some excellent available references is highly
recommended.. You should also consider engaglng a volunteer or paid consul-
tant on boards. = :
“Think about the five C's: Clarity, Constituency, Capability, Clout, and
Consistency of support ' Rt ‘
1. CLARITY” What is the mission and purpose of the host agency or
organization? If you can't be clear about that, how can you expect
to be clear about the Tole of the board w1th1n the organization?

~What is the mission and purpose of the Board within the organization?
‘What part of the overall mission is it the Board's task to fulfill?

Is it adv1sory or policy; fondralslng in emphasis, or otherwise;
tf"? ; _ ,

With the answers to these questlons you can come up with a '"job
descrlptlon" of sorts for your Board. Then be sure the Board members
. know their responsibilities, before they are recrulted if at all
: p0531b1e : N

Next, select or re~se1ect your board volunteers with: these three C's of selec-
tlon 1n mlnd (1tems 2-4 follow1n°) : :

1
- (/ 2. CONSTITUENCY Represent on your board groups who have-a stake in what

you are doing, and uniquely valuable 1ife experience to contribute.
The’/ constituency selection might be oriented geographlcally, by age,

D Se sﬂ§, ethnic group, etc., or by some combination of thege. You should

NNy
\\

-=also try.to represent the clients you serve on your board

>3 CAPABILITY The consideration here is the skllls you will need,
based on your board '"job description"; for . example,~fundra151ng,
_public relatlons, legal skills, special areas. of expertlse, etc.

4. CLQUT  Go for at least a few "door—openers M the people who can get
through to the other people 1t is 1mportant for you to reach.

One. person usually can represent more than one of the. above ‘three C'

of board
selection. The f1na1 characterlstlc to ‘bear in mind 1s g :

4

S;FBCONSISTENCY QF SUPPORT Alnest always board members are vorunteers

and. require all the Tender-sovrng~Care service volunteers do, and may-b;

be even more.
lar Staff support will bg exceedingly 1mportant
of -all is the message only staff can give them: 'Your work and recom-
‘mendations are be1ng taken serlously, and followed througn on.”c>

Recognltlon, training, enabling funds, (perhaps) regu-
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REFERENCES FOR BOARDS OF DIRECTORS -+

£

How to Manage a Nonprofit Organization, John Fisher. Volunteer Readership,

P.0. Box 1807, Boulder, CO 80306. This text explains how to improve the day-to-
day effectiveness of nonprofit community organizations. It includes a valuable
section on establishing and maintaining an effective board of directors. It is a
good resource for those new to organizational management, and it offers some °
axcellent tools and new ideas for the experienced administrator or board member.
1978, $16.50. : o i

The Effective Voluntary Board of Directors, William Conrad and William Glenn.
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. The authors not only
succeed in clarifying what constitutes board membership and responsibility, but
they also put the inter-relationship of board and staff necessary for achieving
organizational goals into clear, functional perspective. The authors assist the
reader by creating a hypothetical organization as a base for examples, and simply
translate board functions into comprehensible activity. The text assigns four
fundamental roles to board members: policy determination, resource development,
sanction, and maintaining the staff chief executive. The authors discuss ways in
which these roles are demonstrated, how boards organize themselves to fulfill
these roles, and where staff members ought to become involved. 1976, $7.25.

The Board Member: Decision Maker for the Non-Profit Cofporation, Pauline Hanson
and Carolyn Marmaduke. Volunteer Readership, P.0, Box 1807, Boulder, CO 80306.
Utilizing a freestyle checklist approach, the authors explore four major areas

necessary for topnotch board participation. <Sections examining the local community,

along with policy making, and an overall background on the many functions boards
perform are completely prese@ipd. Sensitive leadership for the goal-centered
board is the final area covered in this current training guide written especially
for the individual board member. Board members may individualize their copies

by using the checklists and making personal notations. 1972, $3.75. -

Taking Your Meetings Out of the Doldrums, Eva Schindler-Rainman and Ronald Lippitt.
University Associates, Inc., 7596 Eads Avenue, La:Jélla, CA 92037. The emphasis
is away from rigid control by authority figures, formal rules, regulationms, '
procedures, and standardized rituals. Instead, the process leans heavily on

human interaction more congruent with democratic ideals. This model holds respect
for personality, group participation in decision making, freedom of expression, and
mutuality of responsibility, as high ideals. Included in this improvement strategy
is a discussion of resources for program planning, traps in planning and conducting
meetings, a checklist for planning meetings, and a %ool kit to help with meetings.

¥
¢

2

Making Meetings Work: ° A Guide for Leaders and Group Members, Leland Bradford.
Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. Written for people who
lead groups, conduct meetings, and plan and lead conferences, this guidebook ;
illustrates a completely different approach to leadership that takes into account
the needs and actions of individuals, the complexities of group behavior, and the

problems inherent in reaching solutions and decisions. The text shows that knowledge
of the complexities of group interaction and appreciation of the dynamics of =~
‘leadership behavior can do much to:improve productivity in group meetings, to ease
“the strain on leaders, and to lead to
1976, $7.50.

greater personal satisfaction and growth.
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- with suggested policy changes; and Part III is d

Members. The manual provide

A Handbook for Citizen Boards and Councils--

i;;tltute for GoVernmen?al Services, University of Massachusetts, Middlesex House

o erst, MA 01003: Th}s handbook provide;kcomprehensive information valuable ’
any person w?rklng ylth boards or councils. The book is divided into three

p;rts: Part I identifies thgse areas best suited to citizen involvement and

what is negded to make that involvement effective; Part II suggests approaches

to the various tasks faced by boards, such as how to deal with the budget or

evoted to procedures which

simplify the administrator's 1ife and those whi i i
‘ .d _ R ich will meet the 1 )
of the new open government laws. 1977, $2.40. sautrenents

For Administrators, Margot C. Lindsay.

3

Basig Feedback System: A Self-Assessment Proce
(revised), Bobette W. Reigel.
CO 80306. This prac

ss_for Volunteer Programs

sieeeel Yolunteei Readershgp, P.0. Box 1807, Boulder,

» practi nual presents a step-by-step syste

program assessment. A particularly valuable asgeci of Ehiz sygtgﬁrizoiggtng;

ve%opmen? of national comparative norms; new updated norms are included in

thls rev;sed Yersion. The following ready-to-use self-assessment forms

no longer available separately, appear in this manual: Volunteer Coordinator

Scorecgrd, Volunteer Feedback, One-to-One Client, Voluntary Action Center

Checklist, Staff Reactions, Top Management Checklist, and Checklist for Board
S instructions on how to use the Basic Feedback

; scoring instructions; national norms; and profile

System on an on-going basis
designs. 1977, $4.50.

-26-




et ,‘If“":‘i"‘:i‘v“‘?‘if,"?'-u";'{!'ﬂé%{?.i"ﬁ

%

€ LT

grievous problem fOr"ﬁany;beus--tﬁ%ﬁsglgtion?begins
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yourself is there

First, knowvexactly how much you need, and: why'. - Thén.ask
any ‘way of subSi@guting(equivalent contributions for some or all-of the

‘money? This could“be volunteer assistance, skilled or unskilled, donations

of materials, equipmen

o

ty facilities, etc.” The more of this you can get, the..

less money you-have to ask.for. An additional benefit is the st

of your support‘request‘by §h6wing"yoﬂ've,succeeded
. in-kind contributions on the merits of the program,
value of volunteer time is ircreasingly accepted as
application (see The Value of Volunteer Services ‘in

rengthening

in raising significant .
Note that the dollar

in-kind match for funding

"References for Fundraising),

,Fundiaising and program-planning are interdependent.

the U.S., Wolozin, in

| A good -plan will describe

Tesources needed to implement the program, including money, and if that money
is not available, give some thought to how it may be obtained.

will also include“rationalé~aqd
,crucial.part'of.any'fundraising effort.

A good plan

justification for a program, and this is a

- Three major~fypes Ofnynding sources, or any combination‘oﬁ»these, are possi

and should be considered. e
J(I) Community EundraisiﬁéQ SUch;aétivifiesmas\

S garage‘sales;ﬂand other special events can,
money for the organization,

awards dinners, car washes,
in addition to raising
give it valuable Public awareness benefits.

(2) Grants Applications. The range of funding sources is so vast--including
., all.levels of government, foundations, corporations, and trade ; v
~.associations--that the lion's share of the work here is in iaentifyihg

the funding sources most applicable to' the project being considered. ’
- Many of the references cited later in this section deal with the

subject‘of’ggantsman%hip~fundraising.»

: 0
0

‘.>(3)’Self-sufficiency§:°lffthéicliehtelé.or,ofhér interested community

groups or individuals;can afford it, you might consider feés for
= . i services, or membership duesfwﬁichxwouldgentitfé subscribers to .

newsletter or voting rights:in”égenCy;decisionemaking. ' The "if"
- should be.congideredxgarefully‘so‘as not to.rule out constituents
«» Who need your Servigeéyor'representationﬁbut ca

- you financially. . 8

not afford to support -

A comnon mistake in setting funding targsts for volunteer programs is to

,providé»onlyffor»the‘VolUnteer_cgordinaﬁbrgs salary.-
Atems which may not be available in-

This omits other crucial .

kind. Among these other items aré pro-

fessional development for the Volunteer Codrdinator’(wo;kshoP_aﬁtendaﬁce,  ‘

- professional .fees, etc.); purchase bf volunteer recruiting, recognition, and. ‘
R R T ™l 3 g B WD . ; . . Tl o R oo

‘training matérials; work-related reimbursement or "enabiing" funds, “for volunteers

4
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who need. thls, purcnase of adequate insurance coverage fbr volunteers; printing,

’{mmalllng, and equipment costs. Sometimes when a government agency budget does
giot cover these "frills," program leadership has found it p0551b1e also to

establish a- parallel nonsprofit corporation for ralslng and receiving supple-
mental tunds T

Another problem area is Justlrlcatlon of fundrng or re-funding through promised
achievement of unrealistic growth targets in the number of volunteers. One

section of thé Bootstrap Fundraising reference deals with this problem. Failure

to deal with it threatens program quallty and undue dlsapp01ntment for fundlng
sponsors. o S o

The references describe a formidable array of tested technlques for fundrélslng
But sophisticated technique is of little use unless your own deep belief in
your volunteer program shines through in oral and written presentation. This

belief must also be based on the solid ev1dence of good record- keeplng and
program evaluation (see Part 5). ; ~

Ca

Yo “a

S b

* REFERENCES FOR FUNDRAISING

&

Bootstrap Fundraising for Human Service Programs: An Adult Education Course
and Basic Primer, edited by Bobette W. Reigel, Volunteer Readership, P.0. Box
1807, Boulder, CO 80306. ThlS non-technical guide can be used as a discussion -

tool.for a course for volunteer coordinator s, Or -as, a basic idea starter for

local volunteer program fundralsrng It is designed prlmarlly for smaller
programs which do not’ have the funds to employ a grantsperson. 1977 $5. 00.

Checklist for Proposal ReV1ew Llnda Hartman ‘and Jerry Mundel TANDEM Training
Assoc1ate5, Inc., 8915 Sawyer Street, Los Angeles, CA 90035. A valuable check-
list designed to assist those writing or reviewing proposals. Discusse§ 17
points to be addressed in most. proposals, and stresses the concerns o#\fundlng
sources. - §1. SO

Foundatlon Dlrectory, Columbla Unlver31ty Press, 136 SOuth Broadway, Irv1ngton~ :
~ on-Hudson, NY 10533.. Edition #5 (1975) contains information on 2200 foundationms,
with items such as assets, names of trustees, addresses, grants activities of

the foundatlon, ‘etc. The current edition is limited to foundations with assets
of $1,000,000 or more, or who have given at least $SOO 000 in grants. $70v00

‘»(Also available in many loca 11brar1es )

1 .
3,

The Grants Planner A Systems Approach ‘to Grantsmanshrp,,&anlel Lynn Conra\‘ '
and the Research "and Development Staff of the Institute for “Fund Raising.. T
Volunteer Readership, P:0. Box 1807, Boulder, CO 80306. A unique combination

of background information, ""how-to" instruction, and workable tools for people

‘or agencies who are’ seeking grant support. ‘It contains,a series of forms,

worksheets and checklists, and vital grants data. It puts the actual written
submission of a fundable project into a total funding context. 1977, $39.95.

The Grass Roots FundraiSing Book: How to Raise Money in Your Community, Joan

Flanagan. Volunteer Readership, P.O, Box 1807, Boulder, CO 80306. This book

shows how concerned citizens$ can use their talents and knowledge to put’ together
successful and easy-to~-plan fundralslng act1v1t1es It is a "how-to-do-it" guide

with current, tested advice on: 'how to choose’ ‘the rlght fundraising method- for

your group, how to make the most money in the least amount of time, how to f»'
organize fundraising events, how to use fundraising to strengthen your organlza-
tion and recrult and train volunteers 1977 $5. 25, '

Getting Involved “Your Guide to General’Revenue Sharlng, Superlntendent of
Documents, U.S. Government Printing Office, Washington, D. C 20402 (prlce

4 1nformat10n avallable from Government Prlntlng Office).

’How To Do 1t "Klt"--AldS for Volunteer Admlnlstrators National Center for

Voluntary Action, Volunteer Readership, P.0O. Box 1807, Boulder, CO 80306. This
collection of 14 useful publications is designed especially for leaders. and
directors of community-based volunteer programs. It contains booklets, articles,
brochures, and reference listings that address fundamental concerns of volunteer

administration and programming, Among these are booklets on Local Fund Development "

and Ideas for Local Publicity. 1976, $12 50

3
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The Grantsmanship Center News, The Grantsmanship Center, 1301 South Grand,

Los Angeles, CA 90015. Published 10 times a year, the News offers articles

on all aspects of grantsmanship, including proposal writing and planning
guides, bibliographies, and formats. The News provides reviews of publications
and research services, information omn federal grant-making, revenue-sharing,

etc. $15.00/year, $27.00/2 years. S

Stalking the Large Green Grant: A Fund Raising Manual for Youth Serving Agencies,
Ingrid Utech. National Youth Alternatives Project, 1346 Comnecticut Avenue, N.W.,
Washington, D.C. 20036. This manual recognizes the "...sad lack of adequately
financed comprehensive youth development services and lets youth workers know
both where funds exist and how to raise them. It also tells agencies how to
organize to raise funds cooperatively where programs are not now being funded

at sufficiently high levels." The manual tells where to obtain funds and how

to obtain funds to operate these programs as well as many other program types.
1976, (price information available from above address). P ”

How to Manage a Nomprofit Organizatiom, John Fisher, Volunteer ‘Readership, P.0.
Box 1807, Boulder, CO 80306. This text explains how to improve the day-to-day
effectiveness of nonprofit community organizations. It contains a very complete
section on diverse fundraising tactics with practical, how-to~go-about~it"
information in each area. 1978, $16.50. R ‘ ~

4
o

Budgeting Fundamentals for Nonfinancial Executives, Allan Sweeny and John Wisner, Jr.
AMACOM, 135 West 50th Street, New York, NY 10020. This book is for people in
‘business or industry who are responsible for the planning and the operation of

a specific part of their organization, where this responsibility is outlined

and confirmed by the existence of a budget. It is designed to explain what ,
budgets are, how they work, and how to go about preparing, presenting, and de-
fending them.. 1975, $12.95. R I

The Value of Volunteer Services in the United States, Harold Wolozin, ACTION,
806 Connecticut Ave., N.W., Washington, D.C. 20025. This study presents estimates
of the annual value of volunteer services in the United States for the period
from 1965 to 1974, based upon the results of a national survey of volunteer
_services sponsored by ACTION and conducted during the week of April 7-13 as
part of the Current Population.Survey of the Census Bureau in 1974. The prin-
cipal findings of the ACTION survey and their analyses are presented in the
ACTION publication, "Americans Volunteer 1974." A limited number of copies
‘of the Wolozin study are available on a loan basis from NICOV, P.0. Box 4179,
Boulder, CO 80306. o ‘ S : : o
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4. Public Relations

‘Mike Casella, author of Public Relations Pubiicity:7 4 Handbook for Vbiunteer

Progects, def%nes.public relations as ''the process by which the goals and activities
of your organization are interpreted to your community." S T

The major elements of any ongoing public relations program are: 1) Publicity;
2) Personal Contact; and 3) Advertisement. Since volunteer programs usually have

limited.rgsources for advertising campaigns, focus and attention should be directed
to publicity and personal contact.: ' ‘

Two fundamental keys to a successful public relations effort are imagination and

: Dare to be different by making your public relations efforts fun, con-
versational. and ‘catchy. Planning cannot be stressed enough. Without sufficient
forethought and careful planning a public relaticns campaign may prove ineffective
and could even be counterproductive. ‘ E : \ | ’

In preparing the story you have to tell, remember that volunteerism and volunteers
are a reaffirmation of the basic values in a free society. While "good news"
doesn't always make ''good copy,' remember that volunteer roles form a fundamental
part of community life. Your challenge is to tell that story--effectively, clearly,

and concisely. We recommend a five-point criteria checklist in preparing your. -
story: ‘ o : : ‘ o : : .

1. IMPACT ON THE COMMUNITY: What is the spécial significance of the voluntéers

or the program for the local community? What difference does it make in
people's lives? , S ‘ ; ' TR -

2. TIMELINESS: Is your story newsworthy? Is it "today'" material--personal
~dramatic, different? R o - _ . ’

3 PU?LIC ;NTEREST: ‘IS'there'broad'community appeé1, or is it the kind of thing
- which will appeal only to a few specialized interests? o

4. zURgO§E CLEARLY STATED:* Do you articulate well what your program is‘trying
“to do? R o

5.  DESIRED RESPONSE: Will your story préduce the reaction you are seeking?
‘Do you even know what reaction you are hoping for? S

Pu@lic rglatiens.cag be exciting and creative. However, beware of over-enthusiasm
which paints a fictional picture of what is actually happening. - '

i
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REFERENCES FOR PUBLIC RELATIONS

Handbook of Special Events for NonProfit Organizations: Tested Ideas for
Fundraising and Public Relations, Edwin R. Leibert and Bernice E. Sheldon.
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. This practical

guidebook will help volunteers learn .the necessary steps and strategies to

“organize a successful event; aid staff members in using volunteer work to

its fullest potential; and enhance the public relations, communication, and
advertising expert's ability to stage a special event: _As a practical working
guide, this volume includes stimulating ideas,‘checklgsts,,Case‘studies, and
sample materials for the succ ssful organization of staff and volunteers.
1972, $13.00. : : '

Public Relatiohs-Publicity: A Handbook for Volunteer Projects, Mike Casella,
ACTION. The Handbook is a complilation of techniques, facts, and ideas that

~have been helpful to many in the field of public affairs and communications.

It is a compilation in that the materials have been gathered from many sources,
including personal experience. Not meant to be an exhaustive treatise on the

. Subject, it is a reference manual meant to be used as a guide in the everyday

public Telations/publicity activities of a volunteer project manager or staff
person.  1976. A limited number of copies are available for loan at NICOv,
P.0. Box 4179, Boulder, CO 80306. : -

ABC's of Publicity, ACTION, 806 Comnecticut Avenue, NW, Washington DC 20525.

This handbook is intended as a guide to project directors of ACTION programs.
It was written primarily for guidance of persons unfamiliar with the media
or those who have had limited public relations/communications experience or
access to communications personnel. 1976. (The book is distributed free
of charge.) ,

Communication by Objective: How Non-Profit Organizations Can Build Better.
Internal and Public Relations, L. Robert Oaks. Volunteer Readership, P.0. Box
1807, Boulder, €O 80306. This book relates proper cdmmunicaticns process to
the goals and objectives. of the nonprofit,organization“through Management by
Objectives (MBO). The result is a reduction of the vagueness often associated

-with much of /public relations, making it a more effective su ort for manage-
/P g ectiy Ppox g

ment. 1977, $10.95. .
A Primer: A Layman's Guide to Public Relations and,Phblﬂcity Téchniques,
David Ramacitti. DNR Publications, Box 1231, Rock Island, IL 61201. A guide

to publicity strategies, the mass media, press releases, brochures, open houses,

tours and other public relations techniques for civic org pizations, clubs,
and agencies., .1972. (Price information available from a3¥ress listed.)
. . '

How to Manage a Nonprbfit Organization, John Fisher. VoiuJEeer Readership,
P.0. Box 1807, Boulder, CO 80308, This text explains how {o improve the day-

to-day effectiveness of nonprofit community organizations. It contains a large
section on external and internal communications, general public relations, use

of media to promote organizational goals and methods of keep%pg staff and volun=
~ teers informed of the activitieS’of the organization as a wholle. 1978, $16.50.

/

Note: For interpersonal communication, /see:

Alive and Aware: Improving Communication in Relationships, Sherod Miller,

Elam W. Nunnally, and Daniel B. Wackman. Interpersonal Communication Pro-

grams, Inc., 300 Clifton Avenue at the Carriage House,_M@nnegpol?s, MN 55403i
This bock presents a new and practical approach to facilitating interpersona :
communication. Sections emphasize self-awareness, awareness.of chers, develop-
mental issues experienced in relationships, styles of communicating, patterns
of relating, and building esteem for oneself and others. The.agthors use
Gestalt approaches as well as systems theory and suggest sp§c1f1c approac@es
to tackle everyday situations. A blend of theory and practice, the @oqk.ls

a good resource for trainers and group facilitators who teach communication
theory and skills. 1975, $8.95.
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B. Reeord-KeepiIig‘ ;uand;fEValﬁation

A good text on volunteer leadershlp w111 have a sectlon on record keeplng,

usually including sample forms. Remember that any evaluation will depend on -
records established at the very beginning of the volunteer program linked to
the program's objectives. If the records do not exist, important information
is lost and is usually very dlfflcult to retrieve. g ‘ ‘

A 1975 AAVS survey by Sarah Jane Rehnborg 1nd1cated an 1ncrea51ng 1nterest in
evaluation and/or need assessment among volunteer program,leadershlp., This is
as it should be. We need evaluation not only to justify our programs to
fundlng sponsors and administrators; we need it just as much for ourselves,

to improve our program, as a tool for realistic growth plannlng, and because
staff, volunteers, and cllents have a rlght to know what 1s really happening

with the program.

There are many myths about evaluation, among them that it is always negative

and solely statistical. In fact, evaluation should confirm the good parts of

a program; it may even uncover some surprlses-—productlve things you never
realized you were doing.. ‘Moreover, a good evaluation inc¢ludes what significantly

‘involved people say and feel about the. program, 1t is far more than a collectlon
‘ of numbers. A

Because of- these myths, the word "evaluatlon" has a sour connotation for some
people, Try using other words, such as "operations analysis," ''feedback,! or

‘"need assessment." -But no matter what descriptive term you use, remember that
in order to understand where your program is, and where you plan to go.with
it, you must have good records on what has taken place in the past. All programs

should consider having a thorough evaluation conducted within their first year

- in order to understand the program as.a whole and. ‘plan for future groath

To prov1de some- 1dea of what a'volunteer program assessment CheCkllSt mlght
look like, a volunteer program SCORECARD is attached. This and;c;mllar check-
llStS are descrlbed further in the Basic Feedback System reference wh1ch follows.

o . R FRTIN | . : o

h
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NATIONAL INFORMATION CENTER ON VOLUNTEERISM P.0.Box 4179 Boulder CO 80306 303/447-0492 8

VOLUNTEER PROGRAM ASSIGNMENT, WORK ROLES

17.  we huave at leasc two. main alternative work roles for volunteers . . . . . . S
18, We deliberately scek maximum compatlblllty of voluntecr and client by :
asking and assessing both voluntcer and client. . . . .o
19, In addition to intuition, we employ specific compat1b111ty crlterla sugh

as home location, 1ntcre>ts, sex, age, etc. . . . .. & o e .
20. Volunteers sign or e\p11c1t1y assent to a work contxaut of spec1f1c tlme
~commitment over a maximum period of at least eight months . . . . .
21, At least 90% of our voluriteers are assigned and on the job no more than
T four weeks after the end of pre-service training. . . ; . . .

SCORECARD

Want to see how you're doing? Below are some representative questions to help you
take the temperature of your program. Of course, not all questions are equally rele-
vant to all: agenc;es, and you mlght even want to Wake up some of your own scorecard
questlons ' :

Place two checks on each 11ne if you re sure it's true for you . ,

Place one check on each line if you're uncertain or if it's only partly

o true ... e s e S R T N EE S SRR S IR TP

Leave the 11ne blank if 1t s not true for YOUT PTORTAM . .« .« « & ' w s v o
Please be sure to look at all questlons.f : ‘

THE VOLUNTEER COORDINATOR

22 ‘We have a regular position of Volunte oord1nator or Dlrcctor Ce e e
23. lic ov she feels he has enotigh time to Jg the job adequately ‘e

24, Volunteér Coordinator is suitably paLd ‘ i

25. Qur: Volnnteer Coordinator has attended at lcast three days of tralnlng

PLANNING | R

1vst1tuth conferences, also has read at lea:t 150 pages in thls specific
: ‘ : area, in the past year. . . , . . . . . ~ .
* 1. Spent at least three months planning our program, before it started, care- 26. Our Volunteer Coordinator ha€ an oftlce near other staff and is regularly 4
g fully consulting all relevant people . . . . . . eee e invited to attend staff meetlngs at the supelv1qory level . §
2. During this tlme,we looked into at least three nat:ondl publlcatuons on the 27.  Not wmorc than 40 volunteers for cach dircct supcrv1sor of voluntcers §

Ve
‘SUbJeCt ..:t..r....ﬂ....,............_.‘j...... /ﬁ~

o]

MOTIVATION - INCENTIVE
RECRUITMENT AND SCREENING

¥
¥

Vi

. ‘ FRE ’ 28. [Each volunteer has an I. D\Acard or lapel pin or other suitable agency
We ‘have written VOluntcer job descrlptlons at least two paragraphs lorg .

3. 1dhﬂtlt1h1t10n Coe PR P P, e e e e :

T4 Dellberately go out after the kind of people who can fill our volunteer 29, CCTulflLdLQS and/or volunteer Tecoghition moetln at least once a year. .
jobs v L L. e v e T R ST TR T _ 30. Regular or supervisory staff are also rccognlzed for their 1eadersh1p
5. At least half of ‘our volunteers are personally and consistently 1nvolved ~ role in volunteer programs. . . . o e . .
working directly with clients. . . . . . . . . . e e R 31c Voluntcers have a desk or other deslgnatod placu to roost at agency . .

6. Definite plans or efforts to“involve new typcs of people as voluﬁteels '32. Provision for good expevienced voluntcers to move up in responsibility B
. . minority, younger, older, poor, etc, . . . T and statlis as volunteers, e.g. head voluntcer, volunteer adv1aorv board,
7. Before accepting volunteers we use and study a volunteer background regis- ELC. v d v h v e e e e h e e e e e e e v
; tration form . . . . . . .. . G WY e e Ty e O AR 33. At leastione of our ex-volunteers is now on regular paid staff i e

8. Each voiunteer is intervicwed at least once before acceptance Ve e e "34. Of volunteers who complete training, at least two-thirds are with us at

9. Each volunteer is interviewed at least twice by different people . . . . . .
, 10. At least half of the clients we think could benefit from volunteers have
them . « & ¢ v s s e e e e e e e e

“the end of a year (or their assigned hitch) . . .o o v v v v oo o v ot
35. At least a third of our new volunteers are brought in b) present volunteers

. a . . » . . . . . . . . . . . .

, | .. ‘ ‘ : RECORD-KEEPING, EVALUATION ' j
ORIENTATION AND TRAINING : B : i
‘ ; 36. Within five minutes, we can tell you (a) cxactly how many volunteers we ok
1 ; have, and also(b) for any 1nd1v1dual volunteer, current address, job and .

o assigned client, if any . . . . . T TS P BN .« .

11. Require at least five hours volunteer orientation before assignment

©12. Top management and/or regular staff are closely involved in voluntecr
: orientation, . .

. . . . . v

©'37. Volunteers are requlred to report at least onee .a month by phone or by

. L . . o« . . . . . ) L} % . [ . » » . .

13, We have in-service tralnlng meetings monthly or more often ‘s

.. e e roport form and we enforce this . . . . . . . . e v e e s TR
14, Films and/or tapes, a and/or slide shows, and/or role pla)s used for at least 38. At least twice a year we systematically ask iegular staff what they think 2
25% of the totaI fra1n1ng time v ¢ v v h v e e e e e e e . o e § ~ of voluntecr PTOgrams « . « « & « o o« « & B T T T T T R i
15. Each new volunteer recejves and keeps a writter orientation manual . e e 39. Ditto, both volunteers and clients, what. they think . . . « . . .+ . . . e %
16, Systematic cffort te orient staff to working with volunteers . . . . . . . . 40. Generally, volunteers are actively involved (e.g. advisory board) in dc- o b

‘ : . cisions regarding their own volunteer program . . .« « « o o+ « ¢ o+ o o s ;

< 41. < We have a rcgular statistical-evaluative component supervised by a pro- X

35 fessional in thEHUTEA + v v 4 4 v e v v & o 0 4 e se e e e e e e s




NICOV 3/77 BFS - 1
BUDGET, FINANCE
42. We prepare a regular, carefully considered budget for the volunteer program
43. We keep good account books and formal records on the program. .
44. At least one-half of our volunteer program fundlng is from local sources
(including below) . . . . . . <
45. At least one-half volunteer program fund1ng is 1ncorporated in regular ,
. state or local agency budget . 4 »
PUBLIC RELATIONS = | : i
" 46. We have a neweletter for our volunteers, monthly or bi- monthly T w‘égg
47. Main (or only) local newspaper has at least three fav01ab1e artlcles or = .
edltorlale on volunteer program, each year. : e e e e e e s
48. At least one of thosc is not deliberately rcqucstcd by us . . . S “fq-zr
49. Regular staff invited to ‘talk on our program in town at least 10 tlmes i o
. ayear. . . . S 3 )
50... Agencies or organlzatlons in 51m11ar service areas have expressed approval Tl
of our volunteer program. , ' qjﬁ_

NAME

Your comments are welcome.

I '
SCORING YOURSELF:

JUST COUNT THE CHECKS. Total Volunteer Program Score =

DATE " ORGANIZATION

a

I

.
L7

~Charles McInnes..

"7;NQLQL;L;jQ;;Q@QfﬂQ;M;g;pnggggerJf;?mg“W_,W;;;;;JK;M;;W

REFERENCES FOR RECORD-KEEPING AND EVALUATION

Basic Feedback System: A Self Assessment Process for Volunteer Programs

‘(revised), Bobette W.

Reigel. Volunteer Readership, P.0. Box 1807, Boulder,

CO 80306. The manual provides instructions on how to use the 51mp1e check-
lists of the Basic Feedback System in an ongoing manner; scoring instructions;
national norms; and profile designs. Individuals responsible for volunteer
program management will find the easy-to-follow manual very useful. 1977, $4.50.

Community Program Evaluation, J. Barton Cunningham with the assistance of

Communications Division, Ministry of the Solicitor General
of: Canada, Ottawa, Ontario K1A 0P8, catalogue number JS 32-1/6. This monograph
of program evaluation is designed to give the administrator information about

~ his or her program's ability to respond to the needs of various groups in the

community. It illustrates a.particular form of program evaluation, function and

goal evaluation, specifically suited to aggregating objective oplnlons and
beliefs from key audlences 1978,

The Effectiveness of Volunteer Programs in Courts and Corrections: An

Evaluation of Policy-Related Research, Thomas J. Cook and Frank P. Scioli.

Available through University of IllanlS at Chicago Circle, Department of
Political Science, Box 4348, Chicago, IL 60680. The purpose of this project
was to evaluate research on the effectiveness of volunteer programs in the
area of courts and corrections. 1975. (Free of charge. Send a stamped,
self-addressed envelope to the above address. ) Pt

¥

Evaluative Research on Corrections: A Practical Guide, Stuart Adams, Ph.D.

Available through Superintendant of Documents, U.S. Government Printing Office,
Washington, D.C. 20402 (stock number 2700-0027). This publication covers both
traditional and contemporary approaches to evaluation--from surveys and con-
trolled experiments to operations research and simulation. Within this range
are techniques that any agency--regardless of size or. research sophlstlcatlon--o
should find useful.

The Process of Program Evaluation, John Van Maanen. The Grantsmanship Center,

1015 West Olympic Boulevard, Los Angeles, CA 90015. This is an in-depth discussion
of the évaluation process, showing that, when meticulously practiced, evaluation
may result in a significant contrlbutlon to improved decision making. This reprint
from the January/February, 1979 issue of The Grantsmanshlp Center News is $2.45.

. Vlrtually every good general text on leadershlp of volunteers hae a 51cn1f1cant

section on record- keeplng and evaluatlon.

-38-
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8. Insurance and Liability for Volunteere o

B . ,: : . . ¢

A

Thls is one of the "early, anxious™ questlons admlnlstrators and- staff ask
about volunteers before they re really accustomed to the 1dea

You can readlly reassure them on this p01nt' the issue can be dealt with,
As of today, there are several reputable insurance organlzatlons in the fleld
and they have establlshed a good track record

Adequate 1nsurance coverage for volunteers ordlnarlly costs no more than a
- few dollars per year .Jper volunteer if coverage is purchased on ‘a group basis.

RN

An issue here sometimes 1s - who should.pay for it? By far the most .reasonable
answer is the sponsorlng agency or organlzatlon, as part .of the investment in
‘a quallty volunteer program. . Asking volunteers to pay for it is generally
considered a desperation measure. It smacks of unfairness, and discriminates .
fagalnst good potentlal volunteers who can't really afford 1t v , e ‘ :

e

17

You should also consult w1th experts on. the possrblllty of a 1ow OT Zero-cost
model, elther because coverage is unnecessary or because volunteers might be

given the status of employees- w1thout pay, thus rece1v1ng the coverage
benefits of pa1d employees.

o{} R
. 1;.

Your flrst stop expert consultants are:

PO s e

i o -

1. A volunteer Board member or communlty person who is a professronal

insurance perSOn. Thls should be a consultation- w1thout fee of
course. ‘ o = v

A

2. ‘Your local or state volunteer bureau or resource center. They w111

~ know the situatior on employees without-pay, and have feedback on
other local volunteer ‘program experience with various insurance ‘ P

plans. Remember; too: regulations concerning insurance and liability e
can vary somewhdt between states, and certalnly do S0 between the o Yo

Unlted StateS”and Canada.f , , o . SRR

M i

The follow1ng groups spec1allze in prov1d1ng insurance coverage for volunteers:

Ly n

o

o Volunteer Workers Blanket Accldent Polrcy Coverage: 0Acc1denta1 death
- and dlsmemberment for volunteers on the job, only. No personal
liability protectlon.‘ Service: marketed through Denver Service
 Center, St. Paul Fire and Marine Insurance Company. Insurer: St.
Paul Fire and Marine Insurance Company, 2425 S. Colorado Boulevard
Denver, CO 80222, tel.. (303)758 1709.

’

2. VIS Insurance Plan. COVerage' Ac01dental death and dlsmemberment,
Lt personal liability in excess of any other valid and collectible
~insurance. SerVrge;,/central Agency, Volunteer Service Association,
-~ Division of.Co Tporate Insurance Management, 5513 Connectlcut Aveaue,
’““‘“;*“N“w., Washlngton, D.C. 20015 Membershrp requlred Phone (2023244 5678

W 0
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"No collect calls. ‘Adninistrator Zelda Lawrence' lneurer
Insurance Company of North Amerlca and Life Insurance Company of
North Amerlca . - :

Rates and offerings change'quite”regularly. Therefore, a telephone call is
in order, or athleast"a written request for the latest free brochure.

o
As notes, usually this is a matter which can be handled relatlvely routlnely
However, there are at least two exceptions to thlS

1. For certain relatively hazardous volunteer positions, insurance
may be more difficult to obtain, ‘or obtainable only via special
policies and higher rates. An example would be volunteer fire
department people. ‘ ' ‘ ‘

N

e A very few programs are beglnnlng to show some concern about mal-
practice coverage for volunteers with a significant professional-type
treatment role. While we know of no malpractice suits against

“volunteers, you might want to check this out. One organlzatlon which
may be w1111ng to share its exploratlons here is:

Soc1a1 Advocatesvfor Youth .
- Jack Harrington, Director.

975 North Point

San Francisco, CA 94109

(415)928-3222

g

ey

S

REFERENCES FOR INSURANCE AND LIABTLITY FOR VOLUNTEERS

Current brochures from the two insurance groups 1dent1f1ed previously are
your best written resource.

Insurance Coverage for Court Volunteers. More and more programs want to know

what's available for insuring volunteers. This overview gives a sampling of
plans and suggestions on adaptation to program needs as of 1973. Details have

~altered con51derably since then, but some basic principles remain relevant.

Single copies available from NICOV, P.0. Box 4179, Boulder, CO 80306, free
of charge for corrections volunteer leadership, under the Natlonal Instltute
of Corrections grant.

Liability in Correctlonal Volunteer Programs Planning for- Potential‘Problems,

Peter J. Gurfein and Trisha Streff. This work presents the basic information
which state agencies and volunteer organlzatlons need to understand the legal
implications of their participation in the correctional system. By using the
text as a basis, readers can turn to charts in the appendices to locate their :
Tespective state s laws and legal doctrines. 1975 (available from NICOV, o
P.0. Box 4179, Boulder, CO 80306; no charge--limited quantity available; or
from The Natlonal Volunteer Parole Aide Program, The American Bar Association,

Commission on Correctional Facilities and Services, NW, Washington, D.C. 20036).

Please -note: The above references are somewhat outdated and should not be
relied on for current information of pract1ca1 value. Their only value might
be for research on principles and issues in the 1nsurance/11ab111ty area.

Two current study pro;ects in the 1nsurancedl1ab111ty area, are:

1. ;Jerry Lynes (Callfornla Volunteer Network) . : , : -

. Executive Director , S : o
Volunteer Bureau-VAC Division of Unlted Way - R &
7510 Clairemont Mesa Blvd. o
San Diego, CA 92111

2. Harriet Naylor v
Director of Voluntary Servrces
Department of HEW ;

200 Independence Ave., SE
Washington, D.C. 20203

e
&
“i
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A recent AAVS NICOV plannlng study estlmated that every year in North Amerlca,

there are approximately 1,500 workshoos and conferences significantly or

totally devoted to volunteerlsm. These occur at local, state, regional, and
national levels. , : SRI e

Let us suppose the average ‘cost of produc1ng a volunteer 1eadersh1p conference or work-
shop. is about $500, with an addltlonal £00 hours of volunteer time invested. This

’~’wou1d ‘mean the volunteer sector invests between a half- million and a iillion dollars
-annually in volunteer related workshops and conferences, and the same amount of

volunteer time in plannlng and operating the workshops. ~Add to this the time and
money attendees invest in coming to the workshop, and these flgures become awesome--

A,llterally mllllons of dollars and mllllons of hours.

The volunteer 'sector does not have that klnd of money or tlme to. waste

Therefore, let's make the best possible use of thlS preclous time and money
When plannlng a workshop

Ao Consult your’ 1oca1 Volunteer Bureau, Voluntary Actlon Center, or State
‘_Offlce on Volunteerlsm. They. are experlenced in this area.

B. uLookvinto?these references~if you haven't done so already

~1. Workshop Planner, Gwen Wlnterberger Volunteer Readershlp, P.0. Box 1807,
Boulder, CO 80306. This Ato Z. manual is de51gned as a guide reference for the

" novice individual, program, or agency'lnvolved in the workshop. plannlng process:
Sample charts and forms included within the text may be adapted to a planner's
particular 51tuat10n. A practlcal, systematic evaluation process is visualized

- as a measurement tool to be used in future planning. Even the experlenced

: workshop planner w111 enJoy ‘this handy reference tool. 1976, $3.00.

(G

2. Conference Plannlng (second edltlon), edlted by W, Warner Burke and
Richard Beckhard. UnlverSLty Assoc1ates, 7596 Eads Avenue, La Jolla, CA 92037
This valuable book presents a thorough overview of the basic principles of
conference planning. Sixteen articles are categorized according to different
aspects of designing and conductlng a conference. The first section includes
“readings on conference plannlng for the seventies, bu11d1ng the conference
- community, program development, multiple roles of the meeting planner, and
-~ conference arrangements. Other sections focus on: conference technology,. spec1a1
- conferences, and the training of group drscu551on leaders.f 1976. (Price -
k-1nformatlon avallable from address listed: ) :

3. Plannlng, Conducting, and Evaluatlng Workshops, Larry N Davis and Earl

McCallon. Volunteer Readership, P.0: Box 1807, Boulder, CO 80306. The authors
“draw from learning theory and practice to.develop an orderly but flexible

system for designing adult learning activities and achieving predlctable ;

results. The book's theory, methods, and procedures provide a systematic

guide to successful small ox large group learnlng ac¢tivities, including work-
shops, conferences; staff development programs, in-service tralnlng sessions,
'~and high school and college classes. .1974, $10.50. ST

"_q; B “7 -42-
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4. Making Meetings Work: A Guide for Leaders and Group Members, Leland P.
Bradford. Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. Written for
people who lead groups, conduct meetings, and plan and lead conferences, this

guidebook illustrates a different approach to leadership that takes into aCCOUnt'L

the needs and actions of individuals, the complexities of group behavior, ‘and
- the problems inherent in reaching solutions and decisions. 1976, $7.50.

C. Get the best possible resource people you can.

1. NCvA and NICOV jointly offer a National Leadership Development Program
’ providing training and workshops for directors of volunteer programs
and others concerned with the citizen-participation}mOVement. NICOV/NCVA
National\Leadership Dévelopment Program, P.0. Box 4179, Boulder, CO 80306,

2. 'The following three Oféanizations,have br~are'developing‘skillsbapks
- based on their professional memberships: ‘ ' ;

a. The Association for Administration of Volunteer Services, P.0. Box.
4584, Boulder, CO 80306. -

b. The Association of Voluntary Action Scholars, Henderson Human
Development Bldg., S-211, Pennsylvania State University, University
Park, PA 16802. - T SO |

.¢. The Association of Volunteer‘Bureaus, P.0O. BOx‘1798,ABoulder, Co
80306. : : :

D. After all your effort planning a workshop or conference, it's tragic later
to discover a time conflict with another workshop. Do your best to determine
early if this is the case. (Sometimes this can be turned to advatage as
; a collaborative effort.) No national or State office really has the
L ‘ resources to do an adequate job on a workshop registry. - NICOV/NCVA tries,
oo . but all we can promise is our best attempt. Also, carefully check any
e listing in local, state, or national newsletters and journals., S
P E. Alvays get an attendee evaluation for your workshop or conference. Attenders
b deserve the opportunity to express their perceptions; you deserve the
S opportunity to use these comments. for improving your next workshop or
ﬁ'» ~ conference. & ! o . S

“43-

8. Recruiting Volunteers = : :

- The first step in‘fecruitmeﬁt is determining why you want to involve volunteers

and what you want them to do, Examine the needs of.your agency«andyc%ignts.
Consult with staff, volunteers and clients for possl?le‘yolunteer pos; 3O¥§ﬁin
Need Overlap Analysis in the_yelping Proces§‘(NOAH) is one good way :‘b e ;hicg
possible volunteer positions. This results in a specific ng descripti nfbl ch
should include a definition of duties, who the volunteer will be responsible ,
job qualifications and time commitments. o

The written job-description will define the kind.of person or group.yo?‘need 
and will direct your recruitment effort;v Selegtlve recruitment act}yedy
reaches out to seek volunteers to do specific jobs. A»more ggne?a%ézelf |
recruiting is used when your program needs a la?g? number‘of indivi za_zf‘r
for jobs that require either unspecialized qualltlgs or a Wlde varie ﬁia
skills. The appeal is usually to the gene?al publlc, through mass me

such as radio and television, or distribution of brochures or posters.

But rememGéf, when all the-sophisticated recruiting techniques @ave been‘tz;zdéﬁthe
best recruiting lure is a quality volunteer program; the Word w1}11ggt :ﬁz O ied
that. Also worth remembering is that your very best recruiters will be 8

volunteers you have with you now.

Recruiting volunteérs cannot be separated from.other program managemen:tf 7
functions. Thus, it does little good to recrult‘many flne.volunteegs iions
your support for them is poor and turnover or dropout is high gsge :;forts
11 and 13). This revolving door situation simply wastes recruiting

and is unfair to volunteers.

Remember the FISH principles: | |
: Know what kind of jobs you want done and therefore what kinds of

Focus :
- people you want.,

-Initiétive:'Find out where these kinds of people are likely to be and go out

after them. Don't wait passively for just anyone to walk in.:

e o g , ‘ ssible, rather than vice
D : Shape the job to the person whenever p0551ble, rather th '
Shape ~~ver§a.» Whén you do this, more of the people you iﬂiﬁiﬁlli aftract

will complete the process and become actual recruits.
: Have a good .volunteer program all the way through: training, recgg_
~ nition, good staff relations, etc. People will hear about it and
your recruiting job will be that much easier. : g

Have

Good FISHing!




* REFERENCES FOR RECRUITING

Effective Public Relations for Successful Recruitment of Prospective Volunteers
in Probation, paper compiled by Carolyn Evans, Coordinator of Volunteers,
Administrative Office of the Courts, 447 Bellevue Avenue, Trenton, NJ 08618.
The paper includes sources of volunteers, public relations, procedures, and ‘
suggested readings and contacts. (Price information available from the above
address.) - 0 ’ ' ‘ ' :

o

How To Do It "Kit''--Aids for Volunteer Administrators, National Center for
Voluntary Action, Volunteer Readership, P.O. Box 1807, Boulder, CC 80306.

This collection of 14 useful publications is designed especially for leaders
and directors of community-based volunteer programs. It contains booklets,
articles, brochures, and reference listings that address fundamental concerns
of volunteer administration and programming. =This set of basic tools includes
the booklet "Recruiting Volunteers" as well as many others. Also included is.
a summary of 'Respénsibilities and Rights in Volunteer Relationships,' a guide
for staff who work with volunteers, an article outlining a successful campaign
to recruit male volunteers, and the NCVA-6 Step Approach to Problem-Solving.

1976, §12.50.

People Approach: Nine New Strategies for Citizen Involvement, Ivan H. “Scheier,
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. This publication describes
models in helping and volunteering developed by NICOV.. Its position is that volun-
teer recruiting and retention will be invigorated by specific strategies for design-
ing volunteer work which more closely resembles people's natural styles in helping.
1977, $5.55. Co : ’ ' : :

Recruiting, Training, and Motivating Volunteer Workers, Arthur R, Pell. Volunteer
Readership, P.0. Box 1807, Boulder, CO 80306. The purpose of this short but compre-
hensive text is to guide professional staffs and volunteer leaders in the best
techniques for the. selection and utilization of this vast source of man/womanpower.
The book covers techniques of behavioral science suitable for adaptation to the
volunteer situation. 1972, $3.25. :

i

. : i < ; .

" 'Women,, Work, and Volunteering, Herta Loeser. Volunteer Readership, P.0. Box
1807, Boulder, CO: 80306. 1In recent years feminists have argued that volunteer
activities perpetuate the subservience of women. Herta Loeser challenges that
‘viewpoint and lists the unique rewards women receive as volunteers. that are
not possible as hpusewives or paid employees. In addition, she offers practical
guidelines for compiling a portfolio, drawing up a resume, and approaching
volunteer agencies for employment. Loeser sees volunteer positions as a
possible training ground for a career and a necessary method for concerned

citizens to effe%t social change that would otherwise not be feasible. 1974, $4.95.
j

Volunteers: How to Find Them... How to Keep Them, Mike Haines. Volu shi
P.O.‘Box 1807, Boulder, CO 80306. A ”hOw-tg” workbook that can bé’usgzeiz geadershlp,
wo?kshop.setting dealing with the creation of a volunteer program, interviewing
orientation, training, and ongoing support. This handbook is a springboard for’
exclting new ways to involve people in the volunteer world. It offers many ideas

_that will help link human“service with human servicers. 1977, $4.50.

Note: Vitural}y all general texts on leadership of volunteers include chapters
or sections on recruiting. ‘
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in this pProcess, an outline of a volunteer jeob descript

@ . o}

0. Screeh‘ing, Intei'vieWihg, and Placing Volunteers

a Volunteer job description or, better yet, a set of them, varying over a range
of qualifications needed. Because the volunteer job dﬁgcription is so important
2Qn is attached here.

The basic goal of volunteer screening is to determine what the person has in
relation to what he/she needs to do the job. Be very careful screening doesn't

. become a kind of ritual, in which you're more rigorous about it than you need to

‘be. You can '"go easy'" on screening insofar as the job itself is relatively .-
less demanding of unusual skills or qualifications already. (The establisheﬁ/ﬂen-
tist who volunteers his/her professional skills, doesn't have to be re-certified
.by us as a dentist!). L : ‘ R ‘ B

Nor do the candidate's qualifications always have to come all the way up to the
job Tequirements; only close enough so that training, experience on the job, and
supervision, can bring=him/her the rest of the way. : . .

'Finally; we should'always tryvto]capitaliZe on the unique advaﬁtages'of
screening fbr_yolunteer work, as distinct from paid work. If the person

w , At the very least, L
if we have to screen the person out of one job, we can screen him/hq;.ig "

Two watchwords then are: don't overscreen, and, whenever ﬁ5ssib1e, screen

. o L —

in rather than screen out. ~ :

As for interviewing, there is so much to learn here that the art cannot really )

be captured in a phrase or two. But if we had to say only a little about
interviewing volunteers, we would say something like:

Listen a lot.
Avoid being structured
registration form).

(you can get that from your written volunteer

Remefber, the volunteer should be interviewing you as much as vice versa.

iy
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- ELEMENTS

Job Title:

e

_Job Responsibilities: -

Objectiyesiof Program:fﬂi.

:  Minimum Qualificatidns:.
Time Required: - ‘
e Length of Commitment:
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s ; REFERENCES FOR SCREENING, INTERVIEWING, AND PLAEING VOLUNTEERS

Volunteers: How to Find Them. . .How to Keep Them!
P.0. Box 1807, Boulder, CO 80306. A "how to"
wo?kshoplsetting, dealing with the creation of
orlgnFatlon, training and ongoing support.
exciting new ways to involve people in the volunteer world.

i

Mike Haines, Volunteer Readership,
workbook that can be used in a

, a volunteer program, interviewing,
This handbook is a springboard for

It offers many ideas

that will help link human service with human servicers. 1977, $4.50.

Effective Management of Volunteer Programs, Marlene Wilson. Volunteer

Readership, P.0. Box 1807, Boulder, CO 80306.
held management theories--abo
. climate, planning and evaluati
tasks that most commonly confront the volunteer coordinator,

a most helpful understanding of how a good mana

C The author discusses commonly
ut leadership, motivation, organizational _
on, delegation, and then applies them ‘tosthe

The result is

ger would approach such things

as” job design, volunteer staff training, interofficefcommunication; etc. The

text is particularly helpful in the area of int

R T

- Note: Virtually ail gene
on screening, interviewing, and placing volunteers.

£

erviewing volunteers. 1976, $5.75.

ral textbooks on volunteering have chapters or sections

l_O; Orientation and Training of Volunteers -

o

Once a volunteer has been recruited, interviewed, andiscreened, he/she is

‘ready for initial contact with the job and its setting. Getting off on the

right foot, through well-planned orientation and training techniques, is crucial.
This is an all-important early impression and, increasingly todgy, good. train-
ing is a primary motivator Qf'volunteers;,no;ljust‘a way to share information.

The clear and concisefjobkdeScription,'deVéloped prior to récruitment-and adapted
with the volunteer in the interviewing process, is invaluable at this stage.

- Thus, the essentials of training are to: 1) let the volunteer know what the job
~ is--the details and procedures of what needs to be done; 2) acquaint the volunteer

with the system he/shé is to be operating in--how it works and his/her place
in it; 3) expose the volunteer to the kinds of clients to be served in order
to understand their needs and behavior; and 4) orient the volunteer to resources

~available to him/her in the work that is to be done.

A few keys to successful training are:

1. Make it realiStic, as cloSe.tdrthe%&eal work situation as possible; -
~don't flatter the job or undersell it, : . s

2. Make it informative, with the key.data needed, and a minimum of
- fluff, ’ o R ; :

3. Make it interesting, fast-paced, with lively training aids; avoid

- the academic and purely theoretical.

4,'"Make it participatory; eﬁcourégé the volunteeris‘qﬁéstions‘and input;
/ avoid long lectures and build in lots of exercises and situations.

- The -average pre-service volunte%r training today is estimated at approximately

six togtwelve_hours,‘ Don't be guided too much by this; within wide.limits'it
depends on your assessment of learning needs. P Gt :

Persons involved as trainers are volunteer directors, staff, veteran volunteers,

«and clients, plus specialty experts as needed from the local‘community or cqllege.

(Be' sure the latter understand what the program is all about,)
in‘t‘forget;that~insserviceitrainingvis~at‘1east as important as pre-service

the questions are,

\ <training. After all, you can't give people the;answers‘béfqre~they«knpw_what_'

[




~ Training Volunteer .Leaders: A Handbook'to‘Tfaih“Vbluﬁteers

Y\‘ ) - - y - ‘ ) '!.,‘
The Volunteer Community: Creative Use of Human Resources

Volunteer Training for Courts and Corréctions, James Jor

Volunteer Readership, P.0. Box 1807, Boulder, CO 80306.

This book provides a
pPractical "how to reference in preparing the volunteer for helpingvroles with
the offender, Jorgensen and Scheier‘have‘personally trained over ten thousand

volunteers and volunteer coordinators in cr;minal’justiCe,‘preVention, youth

service, welfare, mental health, and other fields. Though this book?is‘oriented‘
rocedures are readilyftrans-

specifically to criminal justice, the concepts and p
latable to virtuallyfevery other volunteer gervice program area. 'The book
covers training from top to bottom: Pre-service and in-service, formal and
informal, with Practical tips on role playing, lectures,‘observational learning
experiences, and evaluation of training. 1973, $8.00. - . ' e

Volunteer Training and Development, Anne Stenzel and_Helen Feeney. Volunteer
Readership, P.0O. Box 1807, Boulder, co 80306, Théﬁéﬁthors address the challenges
involved in the expansion of volunteer service in the.courts, correctional
institutions, mental health'agencies, drug'rehabilitatiOn Centers,,and health
care clinics, by recognizing the training needs of traditional volunteers as

well as the '"new" volunteers such as youth, the elderly, ethnic, and other
minorities, 1976, $12.95. S b e C ‘

!
it

How To Do It "Kit"--Aids for VolunteerfAdministrato
Voluntary Action,
1976, $12.50.

ré,~Nationa1”Center for
Volunteer Readership, P.0. ‘Box 1807, Boulder, co 80306,

Recruiting, Training and Motivating Volunteer Workers, Arthur P
Readership, P.0. Box 18073 Boulder, €0 80306, 1972, $3.25,

ell. Volunteer

and Other Leaders
Vqunteer”Readership, P,Q;‘Box 1807,

df\ProgramfGroups, National Council of YMCA's.
Boulﬁgr, CO 80306. 1974, $8.50.

(second edition), :
rship,. P.0. Box 1807, ¢

Eva Schindler-Rainman and Ronald Lippitt. Volunteer Reade
Boulder, €O 80306. 1975, $7.95, o ' :

Volunteers:

How to Find Them...How to Keep Them, Mike Haines. " Volunteer

‘Readership, P.0. Box 1807, Boulder, CO 80306, 1973, $5.55,

gensen and Ivan H, Scheier,

rrrrr

b

Al

- Volunteers Today:

Finding,‘Training, and Workin

Volunteer Readership,

Volunteers in Juvenile Justice:

~P.0. Box 1807, Boulder, CO 80306.

1973, $5.55.

Prescriptive Package, Ira M, Schwartz, Donald

R. Jensen, Michael J. Mahoney.

P.0. Box 6000
through NCJRS

» Rockville, MD 20

National Criminal Justice

850. 1977, single copies free of charge

-52<
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g with Them, Harriet Naylor,

Reference Service,
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‘11. Motivation, Incentive, and Support for Volunteers
. & : The\great'danger is that we wi11 consider motivating volunteers as a separate
~compartment, which can be dealt with in isolation from the rest of the
= volunteer program. - In fact, good volunteer motivation depends most of all
on everything-else»you’do in your program. Among these things are:
; ”f{'Devglopment‘Of”mqaningfuly?mOtivation jobs for volunteers.
g Screening,:intervieWing,Lénd matCHing whigh fit the right person to the
‘Tight job . (see Section 9). SR ;
i % -VOrientingkstaff tb'vplunféers,'and other strategies which‘ensure staff
‘ ; o -support of volunteers . (see Section 12). ’ ‘ o .
i - Evaluation which gives volunteers good feedback on what they're doing .
: LCSee>Section,S). g ’ : ’
= ' «Motivatihg volﬁgtéers'is*not the iéing’on theﬂtaké; it is;thé&whole cake. All
: ‘the recognition certificates in the world won't paper over the gaps in.a
= poorly plazned and operated volunteer program, though they certainly add to
! a fundamentally sound program. P : : ‘ '
Nor CQg‘avformal recognition program‘réaliy substitute“for thevinfbrmal things:
0 v the smile as you pass in the hall, remembering a name or a birthday, and all
. ‘the little daily things that show respect for your volunteers and give them a.
~sense of inclusion. ‘ R el
NeverthéleSS, there are a number of deliberate things you can do to increase
§ 'the 'motivational paycheck" of your volunteers. ' On the following pages are a
g ' few of themy reprinted with‘pexmission,from@the;Nationalycenter for Voluntary
> Action. o T T T
o . I i 3,'-‘: ¥
R Y S ; ’i)\\i
. }r‘;a ' : j} v
y \\ Qg
i , -53~ L N
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- agreement as to its importance but great diversity in its implementation.

w

J

§. Use in an emergency

1

101 WAYS TO GIVE
__ RECOGNITION
~ TO VOLUNTEERS

C.ontinuouSIy, but always inconclusively, the subject of recognition is dis-
cussed by directors and coordinators of volunteer programs. There is great

N
S5
=

Listed below are 101 possibilities gathered from hither and yon. The duplica-
tion at 1 and 101 is for emphasis. The blank at 102 is for the beginning of your
own list, g

I think is it important to remember that recognition is not so much something
you do as it is something you are. It is a sensitivity to others as persons, not a
strategy for discharging obligations. ; :

1. Smile.

2. Put up a volunteer
- suggestion box.

. Treat to a soda.

. Reimburse assignment-
related expenses.

P

5. Ask for a report.

6. Send a birthday card.

7. Arrange for discounts.

8. Give service stripes. - i

9. Maintain a coffee bar. 21, Send a Thanksgiving Day card

0. Plan annual ceremonial to the volunteer's family.
occasions. . 22. Provide a nursery.

1. Invite to staff meeting. 23. Say “Good Morning."

2. Recognize personal needs 24. Greet by name.

and problems.

3. Accommodate personal needs
and problems.

4. Be pleasant, a

25. Provide good pre-service |
training.

26. Help develop self-confidence.

27. Award plaqu'es to
sponsoring group. -

- situation. Take f ol
6. Provide a baby sitter. 28. fua:l(; fime to explain
7. Post Honor Roll in 29. Be verbal.

reception area.
8. Respect their wishes.
9. Give informal teas.

30. Motivate agency VIP'sto
converse with them.

31."Hold rap sessions.

- 54\“.

32.
33.

34.
35.
36.
ar.

38,
- tasting parties.

39.

40,
41.
42,
43,

TEo

49,

46,
47.

- 48.

49,
50.

51.

52.

53,

54,

~prospective employer.
- 55,

56.
-7

14

Give additional resp&nsibility.

Afford participation in
team planning.

Respect sensitivities.
Enable to grow on the job.
Enable to grow out of the job.

Send newsworthy information

to the media.
Have wine and cheese

Ask ciientwp;atien‘t to evaluate
their work-service. ‘

Say “Good Afternoon.”
Honor their preferences.
Create pleasant surrO'undings. s

Welcome to staff.
coffee breaks. -

. Enlist to train other
‘volunteers, -

Have a public reception.
Takéf,Iime to talk.

Defefnd against hostile or
negative staff. -

Make good plans
Commend to supervisory staff.
Send avalentine. =~ '~

Make thorough |
pre-arrangemernits.

Persuade “personnel” to
equate volunteer experience
with work experience. :

Admit to partnership
with paid staff, <
Recommend to

Provide schoiarships to
volunteer conferences or
workshops,

Offer advocacy roles.
Utilize as consultants.

-68.

62.

. Surprise with coffee and cake,
. Celebrate outstanding

‘Have a “‘Presidents Day” for

. Write them thank you notes. ,
59. Invite participation in m

policy formulation,

projects and achievements.

Nominate for :
volunteer awards. 82. Plan a “Recognition Edition”
of the agency newsietter.

.. new presidents of sponsoring 83. Color code name tags to

64.

65,
66.

67.
68.
69.

70.
71

75,
76.

80. Promote a “Volunteer-

81.

_Be a real person. » |
. Rent billboard space for ‘ ‘ o
-+ public laudation. :
72,
73. A
- conferences and evaluation.
74,

indicate particular
achievements (hours, years,
unit, etc.). ‘

84. Send commendatory letters to

groups.

— prominent public figures.
D ‘ i, : . "
85. Say “we missed you.
86. Praise the sponsoring
, , group or club. v
Carefully fﬁétch volunteer 87. Promote staff smiles.
with job. ‘ ~88. Facilitate personal
Praise them to their friends. maturation.
‘Provide substantive - 89. Distinguish between groups

and individuals in the group.
~ 90. Maintain safe workin

in-service training. o

Provide useful tools in good condit o

working condition. _ ¢°n tions. oo

Say "Good Night." 91. Adequately .orl,e.ntate.

Plan staff and volunteer 92. Award specual c:;qtlons for

social events. extraordinary achievements.

93. Fully indoctrinate regarding
the agency.

94. Send Christmas cards.

ACCEpt their mdwlduallty - 95, Be famlllar with the details -

~ of assignments.
96. Conduct community-wide,

cooperative, inter-agency
recognition events. -

Provide opportunities for

Identify age groups.
Maintain meaningful file. €

: S 97. Plan a theater party.
Send impromptu fun cards. party

98. Attend a sports event.
99. Have a picnic.
100. Say “Thank\ You."
101. Smile

77. Plan occasional
extravaganzas.

78. Instigate client
planned surprises.

- 79. Utilize purchased
newspaper space,

of-the-Month” program.

Send letter of appreciation :
.to employer, o 102.

(S,i.f} . S Gy W : L,

e et e g5
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REFERENCES FOR MOTIVATION,- INCENTIVE, lyg;suppoﬁT FOR VOLUNTEERS

B o
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Volunteers Today: Finding, Training and Working With Them, Harriet Naylor
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. 1973, $5.55.

Effective Management of Volunteer Programs, Marlene Wilson. ~Vblunteer El
Readership, P.0O. Box 1807, Boulder, CO 80306. 1976, $5.75. :

The Volunteer Communlty Creative Use of Human Resources$(5econd edition),
Eva Schindler-Raimfian and Ronald L1pp1t _Volunteer Readership, P.0. Box 1807,
Boulder, CO 80306. 1975, $7 95, '

People Approach: Nine New Strateg1es for Citizen Involvement, Ivan H Scheier.
Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. 1977 $5. 55

Women, Work, and Volunteering, Herta Loeser. Volunteer Readershlp, P.0. Box
1807, Boulder, CO 80306. In recent years feminists have argued that volunteer .
activities perpetuate the subservience of women. Herta Loeser ohallenges that
viewpoint and lists the unique rewards women receive as volunteers that ‘are not
possible as housewives or paid employees. In addition, she offers practlcal
guidelines for complllng a portfolio, draw1ng up a resume and approaching
volunteer agencies for employment. Loeser sees volunteer positions as a possible
training ground for a career and a necessary method for concerned citizens to
effect social changes that otherwise would not be feasible. 1974, $4.95.

Leadershlp for Volunteerlng, Harriet Naylor. Volunteer Readership, P.0. Box
1807, Boulder, CO 80306. 1977, $5.55. o

Volunteer Training,andeevelopment, Anne Stenzel and Helen Feeney.1;Volunteer
Readership,~P.O,'Box 1807, Boulder, CO 80306. 1976, $12.95. e
Recruiting, Tralnlng, and wbtlvatlng Volunteer Workers, Arthur R. Pell.
Volunteer Readershlp, P.0. Box 1807 Boulder, CO 80306. 1972, $3.25.

scope of book coverage.

o ‘ : 7
i )

~ Note: Malnly, these references refer to chaptersyor sections within a larger

gL

T g

" Orientation and tralnlng of staff to volunteers should precede volunteer tralnlng

12. Volunteer-Staff Relations

Staff nonsupport of agency volunteer programs has been listed as a number one

problem for many years, and it is still with us. Remember, staff resistance is

usually not expressed as active hostility; ordinarily we will find passive
resistance or apathy--not so much what staff does, but what it fails to do to

support volunteers. Consider these basic pr1nc1ples

Individual djagnosis of staff receptivity to Volunteers It is far better to

identify and work with a few receptive staff people at first. Their peers can~ .
get sold on it later by watching the successes.  When diagnosing, be careful to %S
distinguish those who ''say the right thing" (almost everyone can) from those

who have the potential to do the right things with volunteers.

I
i

Flexibilitx There is no such thing as a staff person who dislikes all
volunteers. They just dislike some kinds of volunteers, or rather some
stereotypes of volunteers. Try some creative volunteen ideas and jobs.

Participation. 'Staff needs to feel it's their volunteer program, not yours or

someone else's. Try for maximum staff participation in volunteer JOb design, and
continuing partlczoatlon in volunteer recrultlng, screenlng, and tra1n1ng to’ f111
staff needs. : :

i

Rewards. We ask staff to invest extra time, effort, and intelligence in -
Involving volunteers. Volunteers and staff should be a team; therefore, reward
each team member equally. The agency personnel system should also build in recogni-
tion and "promotlon points" for staff who work effectively with volunteers.

The latter may be wasted without the former. Inservice training for staff and
volunteers together is also a very helpful measure.

Always work at such things as building in recept1v1ty to volunteers as part of :
the staff selection and promotion.process; opening channels for successful . o
volunteers to apply for paid positions if they are interested; and recognition

of volunteers and staff for working together.

o
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Basic Feedback System: A Self-Assessment Process fo

REFERENCES FbR VOLUNTEER-STAFF RELATIONS

r Volunteer Programs (revised

13. Volunteer Turnover Rate

w7
5

edition), Bobette

This practical. manual Presents a
ment. A particularly valuable as
comparative norms; and of special

W. Reigel. Vblunteer‘Readership,fP.O. Box 1807,'Boulder, Co 80366.
for‘volunteer,program assess-

tem is the development of national
interest are the forms for diagnosing line staff

2

Step-by-step system
pect of this system

and management support of volunteers., 1977, $4.50.

Winning With Staff: A New Look at Staff Support (revised edition

Volunteer Readership, P.0O. Box 1807, Boulder, CO 80306.

tently shows that

a lack of staff support or actual resistance i

problem for volunteer programs today. This

and practical strategi

Note: Most general texts on volunteer

volunteer-staff relations. ;

Video cassette:
Available for rent

The Voluntary Difference
Or purchase from South Ca

es for turning staff res

publication provides
istance into accept

s

- staff resistance to

rolina Office o

1321 Lady Street, Room 312, Owen Blvd., Columbia, SC 29201

G

[P

‘Survey research consis-
5 the number one
background, insights, !
ance. 1978, $5.75.

program's health. It is ordinarily a useful indicator for this.. Nevertheless,

rate. We then must calculate it properly. Finally, We‘must;qualify it
appropriately so as not to be led either to discouragement or to a false sense
of security. e ,

), Ivén H. Scheier. A. CALCULATION OF TURNOVER RATE

1. List and count your current actiVe volunteers at the beginning of a
time period. ' ‘ :

3

period will depend on your expectations of how long volunteers should
serve in your program--six months, a year, etc.

: . ‘ » ' sl S __ 3. Count the number of volunteers from the list in step 1 who are still
program development will have a section on R ;

: S - actively involved in your program at the end of the time period chosen
. — : in step 2. , S RS R
o lﬂ;. i 4. Subtract the total from step 3 from the total of step 1. Thi§ is the
! '7&' 5 number of volunteers which have been lost to your program during the
; ‘ i G _ time period. T T o
f v°1un¥223n§::$§ées, ;‘“; i;@ ' .. 5. Divide the number obtained in step 4 by the number in step 1. This is

Vodm
o

your turnover rate; the percentage of volunteers lost to the program
over the time period. :

i S p If i ‘ i lunte : he Beginning,of the
: . Example: If you listed 50 active volunteers at t

’ ' time period, and 35 remained after one year, your turnover

rate would be 15/50 or 30% over the one-year period,

B. CAUTIONS INkINTERPRETATION OFxTURNOVER RATE
‘ 2

do not neCeSSarily"reflectnthe}well-being-of your program.

1. The length of time period chosen over which to measure the rate.

“ Obviously, if you choose ten years; tlie rate will.beLVery highé if you
choose one week, it'will”be‘very'low. Choose a tlmeﬁygylod whlihdls
Teasonable in terms of your expectations of voluntee@\z&&ure. n

: : s : 5 ; e g \ or
~° '“always, when you present your volunteer turnover ratei a ??POrt

. . P o

for planning discussions: -

o

a. Give the time period. For example: 'volunteer turnover rate is
45% over a 10~monthoperioq." ; - | | .

]

b. Justify why you chose that particular period.

There is considerable interest in the turnover rate as an index of a volunteer

there are some cautions. We must first of all be clearﬂyhat we mean by turnover

2. Choose an appropriate time period over which to measure-turnover. This

Tﬁe volunteer turnoVer rate is affected by at léhst two kinds of factors which




A

©

2. '"Legitimate Turnover." This refers to reasons volunteers leave your
program which are real and important, but do not reflect on the
adequacy of your program. Among these are: :

a. The volunteer or his/her family moves to another community. If
Y, - your program is located in a high-mobility community, your turnover
rate will be higher for this reason, and there is little or \
nothing you can do about it, - ‘ o

b.  Illness or other crisis for the volunteer or their family.

~¢. The volunteer needs to seek paid work.

d. The volunteer is a volunteer, with the unique prerogative of
choosing other volunteer work if he/she wishes.

After you calculate YOur tUrnover rate (Part A) you Shopld scan or aﬁa1y2e it
for special factors (Part B) before interpreting it in'fhe.light of your
volunteer program's effectiveness. : : . S :

C. WHAT IS AN ACCEPTABLE VOLUNTEER TURNOVER RATE? .

1. In 1971 an extensive national survey of criminal justice volunteer
brograms was conducted by NICOV for the Law Enforcement Assistance
Administration,(LEAA).-,Among the trends determined by this survey
was an approximately fifty percent average turnover rate for criminal

~-justice volunteer programs at that time, over a one year period. That

- 1s, at the end of a one-year period, the average volunteer program
retained only about half of the active individual volunteers with which
it began the year. v A

2. Ve recommend you set your own standards at a somewhat more challenging
- level than 50%, perhaps in the 20% to 35% range. The main reasons . for
- this are: o o IR TR B

a. 1971 was much nearer the beginning of the modern resurgence in

criminal justice volunteerism. We should expect more sophistication"

and expertise than that today.

b. In any case, we assume you want your program to bé more than "just
~ average." Exemplary volunteer programs were indeed achieving
‘ volunteer yearly turndver rates as low as 15% to 20% as early as
1971, always conditional on the choice of an appropriate time
period over which to measure the rate. " :

Once again;‘wefrecommend shooting for a rata;aSLIOW as 20% to 35% over
a six to twelve month period, somewhat lower if the time period is
~shorter, while accepting a somewhat higher rate if the time period
is longer than one year, T -
P INTERPRETATION OF A VOLUNTEER TURNOVER RATE WHICH IS T00 HIGH
If your volunteer turnover rate isftoo high, the prinéipal areas you should look

-60-

R

YR

at diagnostically are as follows: R I R : @
1. You have not designed sufficiently meaningful jobs for volunteers.
2. Volunteer supervision and support -is inadequate and(or you have a
staff resistance or non-support problem. (See Section 12.)
3. Your volunteer incentive and motivation efforts need to be beefed up.
(See Section 11.) 2 o
4. Your program is trying to grow too fast; you are attempting to achieve
' unrealistic goals for increase in the number of volunteers.
5. Your initial screening of volunteers is admitting inappropriate people

who for various reasons will not last in your program. (See Section 9.)

=BT
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REFERENCES FOR VOLUNTEER TURNOVER RATE. 14. F act Shee_t on VOlunteePlSm
1. See any géneral text or reference‘referred to in Section‘ZO,orVZI,k‘ ‘D llar Val ‘f Volunt Sepvi e
particularly those parts, which deal with volunteer job design,-motiva- 92’ar Value of Vo unteer ervices
tion and incentive, screening, and program planning (especially . GNVP (Gross National Volunteer Product): ,
listi wth t ts and ff resistance). : S . swaal . .
reatd ;c gro argets and staff resi ve) = 1974 - approximately 30 billion dollars in services.
2. People Approach: Nine New Strategies for Citizen Volunfeervlnvolvement, '1977 - approximately 40 billion dollars in Services.
* Ivan H. Scheier. Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. N S L o
(See especially Need Qverlap Analysis.) 1977, $5.55. , o ; | umber of Volunteers in the~Un1t§d States |
A SR L PSRN L i ~ ~ 1974 - 37 million people over the age of 13 volunteered at least once a. year,
3. - Winning With Staff: A New Look At Staff Support for Volunteers, Ivan (The average volunteer puts in 5 hours of work per week.) , 5
- H. Scheier. Volunteer Readership, P.0. Box 1807, Boulder, CO 80306. , 5 .. _ el o . »
1978, $5.75. ; : 0 IR , 24 percent of the population in the U.S. does some form of volunteer service. ‘1
; , 53 percent of the volunteers are female. E R "
' 47 percent of the volunteers are male.
j 1977 - A Gallup Poll generally confirms the above figures. :
~ General Areas of Volunteer Work and Percentage of Volunteers by Organization
Types (April 7-13, 1974) ’ B
45 - : ‘
B 40 —§
0 o -
2 30 w
g I
3 25
2,
ey 20 . .?:
H ‘ =
, L L i
10 - .
i £
: | 0- | .
‘ S . =T : ’ ‘ oy .w
T n R '~ I3 o o Ny LY Z ,
: : ” g , ¢ § T gL s
: [ A N S AP A gt
e , ; ) o : S : i 5 o .
o e : e R g &5 -
’ ﬁ7 R ‘ » o : B ‘ R S ;
L : ; o E v L A : e - "S')\ K .
‘ ¢ e . - DT ' i L ’ 8 .$. . o . :
! -62- v i i QS B3 - =
N
S ¢



Volunteer Leadership

Estimated total number of volunteer dlrectors ‘60,000

in 1975,

Average salary range (as of 1975) $9,000- $12,000Mper year.

Structure (See;also‘Section D, ReéourceVOrganizations)

Number of Statewide Offices on Volunteerlsm 30
Number of Voluntary Action Center/Volunteer Bureaus:
Number of National Volunteer Resource organlzatlons

350-400

aboufflS—ZO

e

" Some Common Initials’

AAVS - Association for Admlnlstratlon of Volunteerfservices, P.O.}Box 4584,

Boulder, CO. 80306

ARV - Alliance for Volunteerlsm, 1214 - 16th Street, NW, 4th floor, Washing-

ton, D C. 20036

ASDVS - Amerlcan Society for Directors of Volunteer Serv1ces of the Amerlcan
Hospital Association, 840 North Lake Shore Drlve, Chlcago, IL 60611

AVAS - Association of Voluntary Actlon Scholars, Pennsylvanla State
sity, College of Human Development, University Park PA 16802

AVB - Assoc1at10n of Volunteer Bureaus,. P.O, Box 1798, Boulder, Co 80306

DOVIA - Directors of Volunteer SerV1ces in Agenches (local assoc1at10ns)

GOVS - Governors Offices on Volunteerlsm v(33 states have them)

"HEW ~ U.S. Dept. of Health, Educatlon, G Welfare, Washlngton, D. C

LEAA -~ Law Enforcement A351stance Admlnlstratlon

NAVCJ "= National ASSOC1atlon of Volunteers 1n‘CriminallJu$tice, Inc.,

1

Bayaud, Denver, CO 20036

NCVA - National Center for Voluntary Actlon, 1214'16th Street,,Nw,_WaShington,’l

--D.C. 20036

- NICOV - Nat10nal Informatlon Center on Volunteerlsm P O Box 4179 Boulder

co 80306

'(‘“

~NSVP - Natlonal School Volunteer Program, Inc N 300 N

VA~ 22314

NSVP - Nat10na1 Student Volunteer Program, ACTION, 806 Connectftut‘Ave;,'Nw ‘

Washlngton, D.C.. 20525

64~
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Special Inforination/I’ssues °
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N
i
;\ NIC - Nat;onal Instatute of Correctlons, 320 Flrst Street NW, Washlngton,
! : D C. 20534 .
% \ ‘
(i P
: = o, 5
|

20575
RFP

OVCP - Office of Volunteer Cltlzen Part1c1pat10n, 806 Connectlcut Ave., NW,
‘ : Room #907 Washlngton, D.C.
] Request for proposal

R RSVP -

oo}
o : oy
Retlred Senlor Volunteer Program ’ | ‘ S
VA - Veterans Admlnlstratlon, Washlngton, D.C. 20420 )
\ VAC - Voluntary Actlon Center ‘ :

h . B - Volunteer Bureau , , :

2 | ' o0 - ’ : ?

2 \\> “VISTA - Volunteers An Service to Amerlca, ACTION, 806 Tonnecticut Ave., NW, ' |

L ¢ - " Washlngtong D.C. 20525- : ; : ;

H VIP - Volunteers in Probatlon ‘National Center on Crlme and Dellnquency, 200 L
; i N 4 Washlngton Square Plaza, Royal Oak MI 48067 - i ; o
\\ ’ : ’ : . ‘ . : X - . . ’ ;1“.

4 \( We are deeply 1ndebted to ACTION for much of the 1nformat10n contalned f

7 in this section--from Amerlcans Volunteer--1974 }
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very knowledgeable, partlcularly concernlng leglslatlon related. issues.

ueat’lershi ﬁﬁd/or diy semlnated ‘tnl‘ﬁ”” ey

3

- We know” of no: 51ng1e reference comprehen51ve1v covering this entire area.
This is hardly surprising. Status and issuesare implicit in any discussion
- of any aspect of volunteering.

Even an apparently routine treatment of
'lrecrultlng technlques can raise issues.: For.example, do the recommended
technlques tend to exclude certain kinds

of people as volunteers ~and, if
so, onvwhat ba51s’ e

Moreover, any 51ng1e dlscu551on of 1ssues is llke

of the author, and we need to con51der dlfferent

ly to reflect the perspectlve
1ssue._ s |

perspectlves on ‘a given-

Flnally, status and 1ssues steadlly change.

Five years or even less can -
render a publlcatlon obsolete on some. 1ssues " ' '
P

as poss1b1ef* check’ w1th your
on, Voluntj? 1sm£ attend sig-

discuss the 1ssues w1th your peers, and
espec1ally Journals

Your resources should therefore be as current
local Voluntary Action Center or State Office
nificant workshops and conferences,
study newsletters and

The pr1nc1pal Journals whlch mlght contaln artlcles o)
1ssuesuare' : :
kq: *:d‘) G

n‘generalhstatus and

S

Voluntary Actlon Lea&ershlp'\tvallable from VAL P.0. Box 417 Boulder;'
co 80306 v , 7 T

S

.

’~Volunteer Admlnlstratlon—-P 0 Box 1798 Boulder, CO 80306

Thersynerglst--NSVP ACTION 806 Connectlcut Ave., N.W., Washlngton,,D C
20525,

S

: Intetactlona—ACTION 806 Connectlcut Ave., N. W., Washlngton D C. 20525

B
Tv"The'Journal of Voluntary Actlon Research-—Assoc1atlon of Voluntary Actlon

V«Scholars, Henderson Human Development Bldg,, S 211 Pennsylvan1a State
NUnlver51ty, Unlver51ty Park PA 16802

,‘,

L b R - . s,:, o
. . . .

s

a

The natlonal affalrs d1v1310n of the Natlonal Center for Voluntary Action is

Much
of their 1nformatlon is summarized in current editions of Yoluntary Actlon

=

ugh locai Voluntary ‘Action Centers.
As for trends in volunteerlng, the general consensus is that’ the percentage of
Amerlcans identifying themselves as volunteers is on- the increase.

§i

This in- -
- crease ‘is partlcularly notlceable for youth senlor c1tlzens c11ents, and
perhaps men, S L T T N T D 5%9

[
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types of volunteer 1nvolvement is also on tge
n
increase. This is expressed in the variety of voluntegr serv1c:ngo;:§12;s;0?es
t monitoring, advocacy,
1so in the progressive recognition tha o
Zre also largels volunteer. Another recent recognition 1sbthe large numbers ﬂ
volunteers who come from a prlmarlly peligiously or1ented ase. :

At the same time, the diversity in REFERENCES‘FOR STATUSslISSUES;kAND‘TRENDS IN‘VOLUNTEERING . vf

By the People, Susan J. Ellis and Katherine H. Noyes. Volunteer Readership, P.0O.
Box 1807, Boulder, CO 80306. This lively and authoritative work is a milestone
for the field of volunteerism. It is the first comprehensive documentation of
the achievements of countless citizens who, as volunteers, had significant 1mpact
on American history from the colonial days to the present. The book presents a
thought-provoking perspective on such critical issues as the definition of
~""volunteer,' the feminist argument against unpaid labor, the increasing 'profes-
~sionalism" . of the field, and the- changlng make up of today's volunteer resources.
1978, cloth-§8. 95/paper-$5 75. b : :

5 Amerlcans Volunteer--1974 ACTION 806 Connectlcut Ave s NW, WashlngtOn, D C.
20036. Results of a statistical study of volunteering in the United States
* conducted durlng one week in April, 1974. Findings indicated that one of every
. four persons in the United States volunteers at least.once a year, with time

* equivalence of three and one- -half million people worklng full time ‘for one year.
'Avallable free of charge., ' : , :

:Leadershlp for Volunteerlng, Harrlet Naylor. Volunteer Readershlp, P.0O. Box 1807
Boulder, CO 80306. The author presents a series of keynote speeches and seminar
presentations. which span such diverse topics as the Volunteer as Advocate, °
‘Administration for Services to Older Volunteers, The Consultant in Voluntary
Action, and Myths: Barrier Beliefs About: Volunteering. The book is an appeal
for order, not a chaotic development of the volunteer potential. The call for
strong administrative support is evident, and methods for 1mp1ement1ng alternative

types of support are outllned 1977, §s. 55 A » y e h

Voluntarlsm at the Crossroads Gordon Manser and Rosemary Cass.r Family Service -
Association of America, 44 East 23rd Street, New York, NY 10010. The authors
present a thoughtful, detailed history of;the volunteer movement in the United

- States, including the political, philosophical, and. social forces which have
shaped. it into its current state of w1despread ‘but unfocused power. Dr. Cass,
an- attorney and national volunteer leader, is &n expert on federal 1eg151at10n
affectlng the private voluntary sector. Manser, -a highly respected and effective
profe551onal manager of national voluntary organizations, brings his comprehen51ve
experience to bear on the questions facing management of private voluntary organi-

. zationms, ‘The authors make specific recommendations, analyze and raise questions

" ‘about three major trends in. voluntarism, centered in the phenomenon of tremendous
expansion of volunteer services and exnectatlons resulting from the focus of the
1960's on humanltarlan causes.’ 1976, $13 95. i R §

- People Power: An Alternative to 1984, Morgan”J Dougﬁtbn. Media America, Inc.,

12 East Market St,, Bethlehem, PA 18018 Morgan Doughton, recently Associate
Director for Evaluation, Office of Economic Opportunlty, has criss-crossed the
nation in the past decade, creating and energizing communlty capac1t1es. ‘He. writes
of actual examples where people starting from small, modest beglnnlngs i an
alternatlve direction accompllshed solutions to thelr everyday community -problems.

- In these examples are implications and directions for other people addr9551ng
similar problems. 1976,v cloth $13 95/paper- $8 95.
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"Do We Really Néed/Volbntee;s%“»by'Margaretheag,‘én article appearing in
the September, 1975 issue of Redbook Magazine, Pages 60-63. .. :

16. " State of the ATtin Criminal Justice Volunteering i

R

A. HISTRY  ® .

50

Tﬁere'havevbeenfvoiunteers as long as there have been‘offendérs.,‘Documentable I 5
instances of criminal justice velunteering go back well over a millenium to fifth-

century England. ., | . ¢ ;

R 5
At

Moreover, volunteers founded the criminal justice system in the United States. |
Quaker volunteers were instrumental in founding the first penitentiaries in the
late 1700's. The first probation officer was ‘a volunteer, John Augustus, in 1841,
" The first juvenile court, in Chicago, was founded by a group of volunteers, in the
: 4 : = . : . c h

ve «Q

.c\’

]

iearly twentieth century. - s

'Li iS»genergllyfagféed that‘¢rimina1‘justiceIVOIuntéering wen?ﬁfhtc some L
“decline in the.period«lgzo-;QSO,gas~paid‘professioﬁalsftéok‘oVer.ﬂ.Nonetheless, |
articles exist on criminal justice volunteering during the 1930's/and 1940's. I

- Volunteerism was far from completely moribund during that period;’ "hibernating"
might be a better word, - o owls - e TR RS e :

|
g e e S e BT e T e g i oy

In the middIe&gg@ late fifties, things began to pick up again with the work of g _—

Jewell Goddard and Gerry Jacobson in Oregon, Ernie Shelley in Michigan, Gordon

Barker in Colorado, the Red Cross in New York City, and others. Beginning 5 A i

soon after that, the work of people like Judges Keith Leenhouts and Horace E o

Holmes sparked.a major Tesurgence which”COntinueswtq§£9d3y. ' R S i

Raagl o

"Currently;‘JudéE“Keith Lennhouts of;Volunteers‘in;Probation,his embarking on the G
‘¢creation of a hall of fame or historical museum: for CIiTinalujusticeayolunteeringﬁ\; i

i
i

@,

B. NUMBER OF CRIMINAL JUSTICE VOLUNTEERS T T S

3
o

Much depends on how strictly you define a volunteer. On a"relatively strict
“definition, prescribing,regular individual involvement, NICOV has estimated

‘the current number independently from several different sources, the principal
~one being the 1974 Census Bureau/ACTION national sUrvey’of"VbiunEgers, BN

All these sources tend to converge on an‘averégé eStimate~of'300,000 criminai—._ ||

" justice volunteer in the United States today. R S N
LY L o 0 &

I

~'NICOV's'comparative‘estimates furthér éuggesf thag;this~numbe;;hasxnot substan-
~tially inqreaSedvsjnce‘1972. L N PR N ' ; oy ‘
-+ Judge Keith Lennhouts.ofﬁaolqnteeISfin~Probation/National.Gounci; on Crime and
Delinquency feels a higher estimate is appropriate, .at about 700,000-750,000 - '
“velunteers, -and is curréntly conducting a national survey. A survey card is - |

attached. 0

3
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C. CAREERISTS IN CRIMINAL JUSTICE VOLUNTEERING R -
NICOV has estimated from several different sources the number og\volunteer
coordinators working in criminal justice today. These,estimates;bonvergeion
a figure of approximately 2,500, There are, of course, many other leadership
people who function in roles other than volunteer coordinator. ‘
D. WHAT VOLUNTEERS ARE DOING - T T
1.. NICOV's late 1960's ané;ysis of criminal‘ju§tice volunteer‘job descrip-
tions{/?National Register of Volunteer Jobs in Court Settings,!" indicated
at ledst 19 distinct major categories of work; and a total of 188 distinct
job descriptions in the volunteer service area. - I
L2, We have no reason to believe the fiel&!israny less diversified'todgy,r
However, then and now, a heavy proportion of service volunteer.job descrip-
tions are in .the general area of one-to-one work with-offenders, either in
supervising, counseling, visitation, companionship, or teaching/tutoring.
. 3. The above refers to the area of service voluniteening, The middle and later
1970's have seen, in addition, a probably significant rise in the number

of criminal justice volunteers engaged in monitoring and advocacy activities.

~An excellent resource person in this area is Ira Schwartz, Washington State
Council on Crime and Delinquency, 1008 Lowman Bldg., 107 Cherry Street, ‘
Se§tt1e, WA 98104, SR B S S - e

4. Another trend is the probable rise in the number of volunteers involved
~in community crime prevention and in victim assistance activities. The
Natignal Center for Voluntary Action5“1214vl6;h‘8t}, NW, Washington, D.C.

20036, currently has a major technical assistance’ project in neighborhood

crime prevention and control. -

5. JVolunteers with viétims, another recent trend, is covered in Section 19
- - of this portfolio. ’ : o :

" VIP-NCCD' NATIONAL SURVEY OF VOLUNTEERS IN CRIMINAL JUSTICE i
As mentioned earlier, Judge Keith Leenhouts of Volunteers in Probation, Division
of "the National Council on Crime and Delinquency, is conducting a national survey
of the number of volunteers in'criminal‘jQ§tice.k.We have reproduced Judge Leen-
houts' survey form below. Please take a few minutes to fill out the self-mailing
form and return it to: S R : ’ :
VIR o PR
A Division of the National Council on Crime and Delinquency
200 Washington Square Plaza ‘ ‘ e
“ Royal Oak, MI 48067
L  Organizétion Name N
‘Aeréss | f, ; =
= City/State/Zip
| ‘.Name/DifeCtor;pf Volunteers
3 Approximate Number of Active‘Volunteers =
= Use bch01unteer§: » .
o One-To-One: Yes No ' Professional: Yes . No o
o o Administrative:  Yes~ No Supportive: Yes No i
' ' Other--Specify:

= : o 5 3
; . © m
L Yo
i U
&
. ‘L\;: o i .
§
b _ w -
4 o o = = .
o
o
e @
& ‘ , =
p
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The follow1ng is an excerpt from an unpublished paper entltled "The Volunteer
Worker Within a Juvenile Court,'" by John M. Baron, Uni verslty of Cincinnati, 1974.
; ; / o i :

N © < CHAPTER 1

| S , - History = - ‘ ' =

The use of people as volunteers within: the field of corrections can be traced to
about 550 A.D., when St. Leonard gave up a life of wealth to work as a volunteer
finding and helping dlscharged prisoners locate JObS.;

In 1841, John Augustus, a Boston shoemaker started theé probatlon system that 1is
still in existence today. ..He felt that people who were convicted of lesser crimes
should be offered an alternative to prison. Probation, he felt ~would give the-
offender an honest opportunity toward rehabllltatlon.,

u ,
Volunteerism, as a science and movement, dldn’t galn the strong support and mo- ’
mentum as it is appreciated today, until about 1960, but this is not to say that
there weren't volunteer movements before thlS date. The first Juvenile Courts

to appear in this country were established in Chlcago;and Denver around 1899, and,

(51

were composed almost entlrely of volunteer workers. -
The Chicago Juvenile Court was started after a MlSS Nellie Flood was)hlred by the
Cook County Woman's Club to be a ‘teacher for the hundreds of children that were
being held in jail. Miss Flood was appalled at the conditions to which these
youngsters were subjected. She recalled an instance in which she was trying to

- teach a class in a room next door to where a man was being prepared for execution.

From her reports, the ladies of the Woman s Club became concerned to the extent
that they insisted that something be done and after two years of, negotiations at
the state level, Chicago had a Juvenlle system of Justlce.swu

G

o

The fQIIQW1ng,chart shows a brlef look at the volunteer movement‘up to:the 1960's.

THE HISTORY OF THE VOLUNTEBR MOVEMENT PRIOR TO 1960 !

o
&

About 550 A.D. St. Leonard glves up a life of, luxury to work as a Volunteer
giving and gett1ng jobs for dlscharged prisoners.

- 1600's | ‘Margaret Fell Fox and the Quakers try to make life more com-
' * fortable for prlsoners, as volunteers. s
1700's Agaln, Quaker volunteers work forf prisch réform in"America.

James D. Jorgensen John Augustus Rev151ted The Volunteer Probatron Counselor
in a Mlsdemeanant Court, (Boulder, Colorado, 1968) p.l.

e

4“The Lost Years Found Agaln. 11-Towards the Truth About Our Past " Volunteer
Courts Newsletter, Vol. 6, #1 February 1973, p.2.

1bid.

0

) : | R . : , o
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About 1780

1841-1859

1899

1900

1936

1948

1956

‘About 1957

1958

1958

- over this perlodu -

" About 1925

: ;},Gordon Barker beglns using college student volunteer 1nterns
“in institutions and courts of Colorado. Continuous to today,

John Augustus, a Boston shoemaker, the first probation officer

~The Rotary'Club beglns prov1d1ng volunteers to the Juvenlle

‘volunteers accordlno to a survey by the Natlonal Probatlon

fails aftes a short tlme, probably because of profe551onal
~staff reslstance.~

- continuous ex1stence to today : RS

- Loren Randon Jewel Goddard ‘and Gerry Jacobson begin using -
,volunteers,ln the Lane County Juvenile Department Eugene

Ernie Shelley beglns u51ng lay group counseélor volunteers 1n
~the prlson system of Michigan. . E

ST

0

Japanese Volunteers begln worklng 1n prlsons,
in the U.S. and a- volunteer, works w1th 2,000 probatloners

The first juvenilew-courts in the U.Sfaare established in
Chicago and Denver using volunteers almost excluSively

court in Butler, Pennsylvania. This. volunteer program has
bzen in contlnuous ex1stence for over 50 years to the present

day. o : : ' L ORI ; SR

: S . \ . \ o ‘ e 7 Lo . ’Q
Volunteersﬁln Chlcago and Denver (1899) replaced by paid S S Lo
staff o R

About 60% ‘of jlarger probation departments in the U.S. use

Assoc1atlon S T ‘ i i - . . i

i

Attempt atFa court volunteer program in Altadena, Callfornla

. &
e N

: "Hogoshl" Volunteer Probatlon Officer program of Japan beglns,,‘

continuous t111 today, some 50 000 strong

Bureau of Rehabllltatlon of the Nat10na1 Capitol area beglns .
using velunteer sponsors in 1nst1tut10ns for dellnquents,

&

Amerlcan Red Cross volunteers begln work in chlldren s court

. 0f New York C1ty,’cont1nu1ng through today, with 2,400 volun-
~teer hours per year.

About 25% of currently ex1st1ng Juvenlle 1nst1tut10n program5; | ib;’ e
began in. 1956 or earlier (two of them in 1902). ; ' T e

Probate Court in Lawrence, Kansas begins using law student e SR
volunteers continuous through today : Co o

Gregon.

with about elght modes of 1nvolvement

=74= . ‘ M il
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1959 A mun1c1pal Judge in Royal Oak, Mlchlgan Keith Leenhouts,
6 . begins using Tesidents from his community to volunteer to
" work with juvenile offenders. This concept sparked a new
recognition of the volunteer as a fundamental part of the
court system Within a year, modifications of Judge Leen-
houts' idea had been proposed in several courts throughout
the country.® :

The -state of Colorado:was quick in following the concept that was reborn in Michi-
gan. Both Denver and Boulder now have programs which are. designed to- fully

utilize volunteers within their court structures. In 1962, Judge Horace B. Holmes
of the Boulder Juvenile Court began experimenting with the use of unpaid local
volunteers to work on a one-to-one basis with juvenile offenders within his court's
jurisdiction. As of two years ago, citizens of Boulder donated about twelve-hundred
hours a month to the Juvenlle court. : :

‘ B
A few years after Boulder started its program, Judge William Burnett, the pre51d1ng5

judge of the Denver County Court, wondered if the concept of court volunteers could
be applied on a more massive scale in a larger court. In the spring of 1966, Judge
Burnett sent a proposal to the Office of Law Enforcement Department of Justice,
which 1ncluded the combined use of professional staff and volunteers. The two main
concepts that he submitted were that a diagnostic clinic would be provided for rapid
dlagn051s/of defendants and for the authority to use volunteers to provide super-
visory probation services for specially selected persons on probatlon The Office
of Law Enforcement, Department of Justice, granted the Denver County Court a two
year demonstration grant to.test the utilization of the above ideas. When the grant
expired in 1968, the program was deemed successful 1n the appllcatlon of both ‘these
concepts. F ‘ S 4 ;

i

o

~Prior to 1956, there were only eleven juvenile courts reporting the use of volun-

“teers. By 1970, the.total number of juvenile courts in the United States that used
volunteer workers had increased to 187. At the present time, it is estimated that
there are between 600 and 700 juvenile courts using volunteers in some capac1ty.9 coow

6”Towards‘a Truer Picture of Our Past:l I," VolUnteer Courts Newsletter, Vol. 5,
#9, November 1972, p.S5. o ‘ T :

"The Nat10na1 Informatlon Center on Volunteers in Courts<” (Boulder, Colorado,
1970), p.1. :

7

*”B”John Augustus Revisited: “The Volunteer Probatlon Counselor in a Mlsdemeanant
Court,” (Denver, Colorado, 1968) p 2.

Morrlson p.8.
8

@

On Census

'REFERENCES FOR STATE OF THE ART IN ™
'CRIMINAL JUSTICE VOLUNTEERING

On Hlstory

By the Peqple A History of Americans as Volunteers, Susan J. Ellis and
Katherine H. Noyes..=Volunteer Readership, P.0. Box 1807, Boulder, CO 80306.
This is the first. tomprehensive documentation of the achievements of
countless citizens who, as volunteers, had significant impact on American
history from colonial days to the present. 1978, colth $8. 95/naper $5.75.

“Included in this sectign-is an excerpt from an unpublished paper entltled

U"The Volunteer Worker Within A Juvenlle Conrt," by John M. Baron, Unlver51ty
of Cincinnati, 1974

st

Americans Volunteer 1974: A Statistical Study of Volunteers in the United

States, ACTION, 806 Connecticut Avenue, NW, Washington, D.C. 20525.  This

is the report of a survey conducted by the ACTION Agency in April, 1974.
Included are sections on "Who Volunteers,' '"What Volunteers Do," "Frequency
and Length of Serv1ce,” "Reasons for Volunteerlng,” and "Past and Future ‘

~Volunteers.'" There is also historical comparison to a parallel 1965 survey.

Guidelines and Standards for the Use of Volunteers in Correctlonal Programs,
Ivan Scheier, Ph.D. and Judith Berry. The first Section of this publication
reports the results of a 1971 national survey of correctional volunteer pro-
grams and needs. A limited number of loan copies are available from NICOV
P.O. Box 4179, Boulder, CO 80306. 1972.
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| b 17. Minority Involvement
- o, : . : .
A ' ; : ! BN IR . CTERR, B 7 Mo S
S E o . s o j o | SITUATIONAL ANALYSIS o
— w,ﬁg ' Current flgures are 1nadequate. Nevertheless, the probablllty is that tradi- i!
L T i , P tional criminal justice programs do not succeed in involviag a ‘proportionate o o
L I T T LR N e T e ‘share of the skills, insights, and experiences of minorities. There are E
B T PO e e ey EREE ? shining exceptions we can. all learn from, but most of us feel we have to do , ‘
: SRS ' . ‘ o Ve T better on ‘this. = S il :
S C ‘ o I ‘i : o Sl Ry - vi ‘ A first step is to be careful we percelve the issue clearly, w1thout precon~e
| : ' L I - ’ T . centlon mlsconceptlon, and prejudlce aforethought. :
P | R PR T A O t ‘ U*“‘l.rjProbably a prlmary factor is not race or ethnlc origin per se, but .
, o S ; , ~ : : ML -~ “lower income and educational levels, from which some unadvataged !
° o » L , B O - : ' ‘mlnorlty groups suffer. For example what evidence we have suggests
' = S ~ S S e ~ ' that agency-program volunteerlng is at least as frequent among h
. SR : ‘ ' : b "+ middle-class minorities as'it is among whites. Moreover, a 1974 \ . o
' e T ' ACTION agency census sample of American volunteers showed that /
= P . e - ) N ; , ~ lower income and education were major factors deterring traditional , lﬂf
‘ RIEEE SRt R L e e o | S © volunteers. In this sense, we must recognize we are dealing with !
T R . S A : T : L S , ~ factors which affect low-income; less-educated whites as well as ?
= - B O S S g e e mlnorltles, and not largely w1th a prlmarlly ethnlc or. rac1al 1ssu¢
R AR - R ; ;;5m ,__? 2. We must’ further recognlze that low 1ncome people mlnorlty or not, ﬂ
et B P : I do volunteer, at least as frequently &} higher-income people do.
' - : - ~ Sl : It is just that they do it their style, and their way, which is less
R f P ° likely to be the tradltlonal structured volunteer program style. “
Why ‘ . ’ E
“, : LT Lx~¢- . - A 1977 Gallup Poll on volunteers is instructive in this respect, vf
B ~ : { .- because 1nsﬁead of asking people if they were volunteers in the
oy o SRR tradltlonalpsense, it asked this open-ended but meaningful question,
IO : Do you yourself happen to be involved in any charity or social-
e g ‘ service actlv1t1es, such as helplng the poor, the sick or the
L P elder1y7" .\ ' ‘
5 , : , R ‘s{“% e S " The number ot whltes answerlng yes was 26%; the number of nonwhites
Voo o : : 4 £ : . was 32°, 31gq1f1cant1y higher. ‘ S
: . < ol “ . S :a n-!#,' ‘ s S
g ,& e g B Ty e e R ManTltY people do volunteer. Our failure to recognlze this is our
A UE U AN R S : P = 7 " problem. We must t therefore try to turn our thinking around, speak
; “ R : S B N ‘ .. less about 1nvq1v1ng minorities with us, and more about how we can
‘/, o N K L ; ‘ 1nvolve ourselves w1th them, meetlng them at least halfWay
. . A o : X R . - ) : . 'l "
\ / . , ﬁ. Involve mlnorlty people 51gn1f1cantly if not pr1mar11y in the de51gn
® 7 . FHER of the volunteer work, its purpose, $tyle of accomplishment, etc. °
f ‘ PR ‘ 'gfﬁ ~ “'Note that the sfyle is more likely to include advocacy as well as service.
2 . G » ey by, - o “ ) e :
= Bopin :““-“3 ) ;‘ . e
B B . - . o T




- that crucial fact, and adapt you

Involve minority leadership proﬁinently in the program.

Insofar as miﬁority people may ;xso be low-income people, recognize
5\?rogram to it. Examples would be:

(a) ’Work-relaied reimbursement or enabling funds.

//

-~ (B) Build in features of volunte¢r work which permit.aﬁd‘encourage,

)

its use as an eventual transﬂtion to paid employment. ~

Please ﬁote;; to,the extent that program ot]agency,policy is unreceﬁtive to
implementing the above approaches, it is effectively unreceptive to minority

involvement. ; i {

4.

‘them. = These will probably tend

- offender, than because o?§§gmel
~recruiting incentive. "¥

|

-

Have your minority clients or thé%r,families“suggest'several people
whom they would like to have work/with them, and think would help

o be minority people. Among the
several suggested, you may thepﬂéhoose the one person you think most
appropriate. This personv(profably also a minority person) is more
likely to-volunteer becau$e of|the personal request of the client/
relatively abstract general program

Client or offender volunteering, or alternative service programs,

have grown considerably in t_% past few years. In ocur view, they are
generally promising, and sho-ﬁd‘be.consideréd‘a type of wolunteer ;
program. To the extent thaty unfortunately, a.substantial proportion
of ~offenders ‘are low-income Hr minority people,‘these programs are

ayiable way ofrinvolvingrm%nority‘voluhteers. f\\

N,
R

O : - ) / ; O ‘: . X
S I

72 : , a

REFERENCES FOR MINORITY INVOLVEMENT

Recruiting Minority Group and Low Income People as Court Volunteers: A

Selection of Topical Readings, NICOV, ‘1971, 11 pages. Available from NICOV,

P.0, Box 4179, Boulder, CO 80306. Single copies will be provided free of
charge to corrections volunteer programs and individuals under the National
Institute of Corrections grant; copying charges of $.10/page will be charged

to others. Though relatively old, we feel these are still relevant discussions

gf Fhe subject, and so have made them available again on a limited request
asis . B o Fon S ’ .

Note: Most good general texts on volunteer leadership (see Section 20) will

hﬁve chapters on recruiting and sections on minority recruiting within these
chapters. e ‘ . R
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volunteerlng

One. group currently at work in the area 15' L

<

‘ Areas under con51derat10n for the future 1nc1ude'v

2

DI

Recent times have seen an awakenlng interest in the interface between rellglon
and volunteers. The 1974 Census Bureau/ACTION survey indicated that as many
as hal{ of American volunteers have a 51gn111cant rellglous base for their

\

The church\and synagogue have always been volunteer communltltes.‘ Yet, somehow,
~sometime in the present century, a "secular' volunteerism emerged and d1verged

to the p01nt where, until very recently, there was virtually no communication
between the rellglously oriented and secular volunteer sectors. :

NICOV belleves thls brldge must be bullt agaln. Thls does not mean those in

the secular sector must begin working from a formal religious base, beyond
what their conscience maf already prompt. Nox does it mean religiously oriented
,vpeople need accept all of the technologlcal and methodologlcal developments

of secular VOlUHteGTlSI.‘r

It 51mply means:there ls'much.we‘can learn‘frOm one'another; therefore we must
talk together. 'The secular sector needs to be in deeper touch with basic values;

the religious sector may profit from increased awareness of concepts a?d
strategles articulated in the secular’ volunteer world

o

&

“The Religiously Oriented Volunteer Group,* worklng out of Boulder, Colorado. e

Contacts here are: :é- , s e

‘Nancy Root, ROV /G Marlene Wilson

c/o:NICOV . Volunteer Management. Assoc1at1on‘i
P.0. Box 4179 . sm=e - .279 S, Cedar Brook Road
Boulder, €O 80306 . . - Boulder, CO 80302

kPrincipaIVexploratOIy thrusts of this~group at present are:
1. Educatlon of clergy and 1ay rellglous leadershlp, to coucepts in.
modern volunteer leadershlp

2. Development of resources for rellglously orlented volunteer groups
b1b11ography, consultant networks, conferences, etc. :

TG
@

3. Adaptatlon of a hlgh school course on volunteerlsm, for use 1n rellglous

. educatlol’l. ‘ AR .> . Y

t'4."Preparat10n of a workshop package on reélgrously orlented volunteerlsm,

for use at ”secular” workshop

i ‘
] o
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N . I

Judge Keith Leenhouts of Volunteers in- Probatlon (D1v1510n of the Natlonal
Council on Crime and Delinquency, 200 Washington Square Plaza, Royal Oak,

MI 48067) also has contributed much ‘to the fleld of religion and volunteering
in criminal Just1ce : : &

VIP has recently completed a video tape/lomm film (avallable in elther form)

fentltled Chrlstlans and the Challenge of Crime.
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INVOLVING CHURCHE° IN COMMUNITY VOLUNTEFR PROGRAMS

e . . B -

by Nancy Root

n
i o i
¥ i

Many communlty agenc1es are asklng, "How can I 1nvolve churches 1n volunteerlngI
in our communlty programs?” T "j;_‘, c : - o y

One of" the most encouraglng new trends w1th1n churches is the’ 1ncrea51ng use ofJ

paid or,non- pa1d staff as volunteer coordinators who - know "the membership well and
can work with volunteer leadershlp 1n commu“ity agencies to match church member“
skllls ‘with agency needs e e e Lo : R "‘i

'Some of the necessary 1ngred1ents for a successful worklng relationship between
the volunteer coordinator of a. communlty agency and the volunteer coordinator of

a church are: o T y LT s y

o

..”

VMA.R Agency>Responsibilities

T T The agency should convey 1nformat10n”about 1ts programs and goals

J . to the-church. ‘coordinator, at least urtll he/she has a good under

B fcstandlng of the agency's servrces and climate.” . g
The agency should wrlte and flle with' the church coordlnator, pre
cise JOb descrlptlons of 1ts volunfeer needs S o

;
i . . : . ’ i 1
o P i

B ll

“4B. Church Coordlnator S Responsrbllltles

p
A
il

- 1} The church membershlp should be surveyed for skllls and 1nteresti
. Data’. should be complled 1n ea51ly retrlevable form . '1
2. Worklng from agency JOb descrlptlons or requests for volunteers,”

. appropriate church members are selected. ‘A-description of the
agency need is presented to the applicant. Attempts should..
~be made to recrult for the.specific jobs. - S A
LB Advertlse agency- needs’ regularly through church newsletters, Vbulﬁetin
o *::k)boards, etc. , , g . e o T

J

!
i

A systematlowand 1nformed aoproach to organlzlng church members to become voldnteers
both inside“d church and outside in the wider community should result in’ more\placee
Jments and a cont1nu1ng relatlonshlp between church and communlty agencles. ! '

A

‘j L
Agenc1es can encourage tra1n1ng for ergy and 1a1ty through local workshops rn how
to manage a volunteer program in a rellglous settlng, including the value of Lsing,
paid or non-paid staff to function primarily as ‘a-volunteer coordinator within the
..hurch The assistance of a local Voluntary Action Center or Volunteer-Bureau in-

tralnlng volunteer coordlnators for church settlngs mlght be helpful

o

[
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REFERENGES FOR RELIGION AND VOLUNTEERING

Religion and Volunteering: A First Portfolio, ed. by the National Information
Center on Volunteerism. Volunteer Readership, P.0. Box 1807, Boulder, CO 80306.
With the help of the Religiously Oriented Volunteer Group of Boulder- ~-Denver,
NICOV has selected readings that cover five major areas: setting and background;

religious 1eadnrsh1p uevelopment for volunteering; volunteerlng within the

church or synagogue; volunteering from the church or synagogue to the communlty,
and resource readings, people, and organizations. 1978, $11.95. The following

listing of individual artlcles in this portfolio 1nd1cates the range of topics
covered. o . .

[

1. GENERAL BACKGROUND ON RELIGION AND. VOLUNTEERING’

"Introduction: Building a Bridge" by Ivan Scheler Natlonal Informatlon c
Center on Volunteerlsm ‘ :

"One in Four Works as a Volunteer" by Gallup Poll August 1977

2. RELIGIOUS VOLUNTEER LEADERSHIP DEVELOPMENT,-’

"The Excitement of Léadership! by,Marlene Wilson

"The Servant as Leader" by Robert K. Greenleaf '

"The - Clergy As Enablers of Human, Resources A Report on the Illlff
School of Theology 1977 Sunmer Semlnar" by Nancy A, Root

3. VOLUNTEERING WITHIN THE CONGRBGATION

'"How Do You Develop Leaders?" by Lyle E Schaller ;
"The Selectlon Care, and Feedlng of Volunteers" by Lyle E. Schaller

"The Search for Volunteers Volunteer Recruitment To Meet Changlng
: Tlmes” by Lawrence I Kramer, Jr . A U

"Let's. Measure Up A Gu1de for Volunteer Involvement W1th1n Churches or
Fellowsh1ps" by Puget Sound lnitarian Council and the Unlted Way Vol unteer
‘ Bureau-Voluntary Actlon Center of Greater Seattle 3 :

S”Volunteers Thelr Care and Nurture" by Max1ne Marshall Chrlstlan Educator s

Fellowshlp, Unlted Methodlst Church

4. VOLUNTEERlNG‘FROM CHURCH OR SYNAGOGUE T0 THE COMMUNITY

"Volunteering by ReligiouS‘Groups: The Half-Awake Giants" by Alice Leppert

B'Nai B'rith Communlty Volunteer Services Handbook by B'Nai B'rith Commission .- .
on Community Volunteer Services

"More Church ‘Members Should Go to Prison” by Dr Ernie Shelley

"The Interface Between Campus Mlnlstry and Volunteer Service" by Theresa
' MacIntyre SsJ

‘"Involv1ng Churches in Communlty Volunteer Programs: A Few First Thoughts"
by Nancy Root, The Rellglously Orlented Volunteer Group

5. FURTHER RESOURCES AND DIRECTIONS

"Other Readings and Events: Now and Future" by Ivan Scheier, Natlonal
Informatlon Center on Volunteerlsm : :

OTHER,REFERENCES |

Christianlty and Real Life, William E. Diehl. Fortress Press, Phlladelphla,

PA. Explores the contrasts between the role of the Christian layperson, as
seen by the church, and what is actually done by the church to support that
role; the '"gap between Sunday faith and weekday world.' Most books on '"the
ministry of the laity" are written by clergy--but this book is written by a:

‘layperson of uncommon 1n51ght one who has' struggled to develop his own style

of the ministry. His book shows how a theory can be transformed into reality.
1976, $2. 80 \ .

Everyone a Mlnister, A Guide te Chrughmanship for Laity and Clergy, Oscar E.
Feucht. Concordia Publishing House, St. Louls, MO 63118. This book is the

result of Mr. Feucht's 25 years of service’in a mission church and as a

denominational secretery of adult education. It aims for practical application .
of the B1b11cal teaching of the priesthood of all Christians. Included are
chapters on "Enlisting God's Pastoral Stewardship of Manpower," and ”Multlplylng
the Workers We Are All In ‘This Together " . 1975, $1 25.

e s e A Al S U A e st e el o St e
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19. Volunteers with Victims of Crime g §

s . ,’« 3
“A. INTRODUCTION A R .
: g A
The Latin root is "victima' i

~ than offenders;

‘¢in'returnﬁffTHankfully,

- Mmization is somewhat'higher fbr“low-iic%ﬁé

meaning ”beast‘for:sacrlflce” and later a human
sacrifice. Today "victim" means‘principally-any person ‘(or group);whoisuffers
from a destructive or,injuﬁﬁou5~actioncorwagency beyond his/ or her control.

T

We are all victims at one/%ime Or ‘another, in some sense jor other, for a range

of possible causes: natu#al_diSasters;?ethnic;*racial;/érreligiQus discrimination;

unfair cpnsumergpractiCeS£'inadequate income or educatjon; physical handicap;

or ophetdconditionsvbéyoqdbcur control. i // : B o
B »‘,4"‘/‘ ST

L i
2,

This éﬁmmafy ¢aneﬁirat¢s‘on‘viCtimsvofJCrime: child abuse and neglect, including
sexual abuse; rape;_assgﬁlt;;Iarceny,~tHeft, burgy/ry, vandalism, and other

crimes against' propertyj; harassment and molestatifn;

and, for'the'surViving/family and friends, homicide.

person is considered ajvictim whether or not

be identified andksucqessfully prosecuted.
/ ‘

i
H

Millions of ‘Americans] are Victiméin_this;;ﬁnse every year,
n

~desertion;Lwillfu1‘negligence;
the injured
sye_perpgtrator of ‘the offense can

[\ . =

3N ey

especially when one
families, friends, ‘employers, etc.
or most offenses, the risk of victi-
people, minorities, the young, and
women. There is alsg a real sense in which many current offenders come from a
background in whiChf%hey'@gre'themse%yes,Victims.“; u .

considers’the;spreadﬁbfvadversé,effects o
AglftypeS'ofvpeopIe,gre affected, though

Until quite reCently victims of cr%ﬁédwere a woefully neglected part of the
criminal justice system. 'In addition to suffering the direct effects of the -

criminal act, they might[actually have foundfthemSelvesAwith‘fewer rights
less awareness 4Af resources

¢ and remedies; and virtually no
assistance in c0ping'with'bur§7'cratic_progedbres, . The system asked much of
them in the way of cooperatior’ and infdrmatiOnAgiving;

far more attentiOthd;this-area,;by both pgid'Staff‘and‘vdlﬁnteers:f*

_Inkdeveloﬁing a

”Vblmnt?‘éngithFVicfims”‘pfogram, a

‘ _ , numbér of guidelines |

should be considered,kincluding>thé‘following:' o

1ats S, ‘and resource organizations

~ In your apea of program interest. Section B of this summary provides
- some beginning points for this search., ' SRS

Be aware,o'ﬂﬁrétedent,-written'materials,

g Folloy proven guidelines for volunteer pngram'plahning,,Organization, ’
. and dperation. These are essentially similar for all kinds of " -

- vejunteer programs, and are covered by the information summaries
eigewhere in this portfolio. e Ty . '

thevprogréM,wiil work;
low-income or middle

3 'Carefully;considerfthewtypé{df>Victiﬁ“With whom
‘,for‘e&ample,‘women~or’men,‘childrenfor'sen;prs;

“class, etc, -

[ o
[y £

P

P




include information clearinghouse and directory, technical
assistance on victim service programs, and legal research on
litigation concerning victims. NOVA places strong but not ex-
clusive emphasis on citizen part1c1pat10n and volunteerlng for
victim assistance. ~

b.  The ACTION Agency, 806 Connectlcut Avenue, N.W. Washington, D. C
20525. In the past, ACTION has involved VISTA volunteers in direct
services to victims and mobilization of community volunteer
services.

4. Where are the ''contact points'' for a position to identify these victims -
early on, and assist you in persuading them to accept your services?
Their cooperation is essential to your program's effectiveness. Good
‘contact points include police, prosectuting attorneys, judges,
hospitals, welfare agencies, school teachers, and neighborhood
leadership organizations. ‘ e

5. What are the pr1nc1pal needs of ‘the v1ct1ms you are concerned about

-~ 'These can include: ~

c. The National Criminal Justice Reference Service (NCJRS), P.0. Box
24036,(S.W. Post Office, Washington, D.C. 20024.

d.. The Corrections Volunteer Information Center, sponsored by the
National Institute of Corrections, at the National Information
Center on Volunteerism, P.0. Box 4179, Boulder, CC 80306,
telephone (303)447-0492. While NIC grant support continues,
information searches in the volunteers with victims area can be
conducted without charge.

a. Mater1a1 compensation, restltutlon

. '+ b. Other material and service a551stanfe durlng the crisis perlod

for example, food, clothing, transportatlon, ch11d care, ete.
-¢, ~ Identification and connection with agencies or organlzatlons
&" capable of or mandated to provide needed services and material
. support. This may include brokering and advocacy functlons on
\ ~the part of volunteers or staff

d. Counseling and emotional support. Some Audio-Visuals

e. Advocacy, for example, with a bank to extend credit payments, with
the insurance claims people, or with an employer on permission
_for ssome absence with pay. -In'some cases, volunteers also engage
“in systemchangeadvocacy, for example, for improved leglslatlon
~and procedure in support of v1ct1ms

Note:  Latest 1nformat10n on availability 1is uncertaln at the
present time. : :

a. Women of Valor, one-half hour in length, volunteers working with
battering parents. League of Knights Library, 3911 Normal Street,
San Diego, CA 92130. At last report, rental fee was $25.00.

b. Victims, produced by Chicago Educational TV Station WMAQ,
describing a Minnesota restitution program. For this and written
material, inquire of the Minnesota Restitutions Center, 30 South
Ninth Street, Minneapolis, MN 55402.

f. P0551b1y reconc111at10n counsellng w1th the offender.
g. Public education. = g

6. J¥hich of the needed services are best performed or‘supplementedhh
through the use of volunteers? f(Bﬂ‘er to 1 and 2 above. ) “L”h

T {ted? For example, good volunteer : Other Resources o
. recruits might sometimes be found : @ong people who have suffered the
~ crime, or whose friends have, or people who for any reason feel a
special affinity for the klnds of people who characteristically

suffer the effects of this crime.  An example would be women

‘volunteers’ foz a Rape Crlsls Center program

7. How are these volunteers best red
a. Probation Department of Fresno County, P.O. Box 2265, Room 700,

Courthouse, Fresno, CA 93720. ~ Victim Advocacy and Victim
Services Pro;ect ‘

b. The Volunteers of America, 1865 Larimer Street,~Denver, CO 80202,
Battered Women, The Columbine Center.

c. Aid to Victims of Crime, Inc., Arcade Bldg., Suite 1082, 812
Olive Street, St. Louis, MO 63101, Emergency. supportive services
to victims and their iamllles, provided malnly by volunteers in

 victim's neighborhood.

d. Child Abuse Listening and Mediation (CALM), P.O. Box 718,
" Santa Barbard, CA 93102. Hotline for potentially abusing parents.

8. How is the program to be sponsored and funded? B 1U3ﬁ%
; R ’ ¢

EIN S

~B.  SOME RESOURCES L S e e

1. Resource Organlzatlons ~ ; .
o % B,

a. The National Organlzatlon of V1ct1m A551stance ‘Inc, (NOVA),
John P. Dussich, Executive Director, is located at Southern
Station, Box 9227 Haktlesburg, MS 39401, telephone (601)226-4100.
The purposes of thls embershlp fee organization ‘include unifica-
tion of professionals who are committed to the humanization of
the c¢riminal justice sy\fem through victim advogacy. Services

(86"

e. A Community’ Response to Rape,” Polk County Rape/Sexual Assault Care
Center, Des Moines, IA. For written material, inquire of NCJRS,
P.0. Box 24036, S.W. Post Office, Washlngton, D. C 20024,

o ‘ -87-
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20. | Mini-Libr_ary of Qorreotiohs Volunteering Resources

e,

, The purpose of this section is to provide a listing of available and
‘current publications relevant to the criminal justice citizen participation
.- Field. - It should be noted that this is a preliminary list ard, while we have
sereviewed the publications and periodicals listed, there are other publications

we hagffnotrhad'an,oppbr%ﬁnity?tofinclude, o B N
A sensible follow-up for additional references would be to contact the
organizations listed in Section D of this portfolio. Many of these organiza-
. tions have high quality newsletters and/or some good in-house publications.

- We would also suggest looking into some of the material pertinent to the o i
‘general field of volunteerism. Our belief is that criminal justice volunteering
‘can benefit from the experience and knowledge of volunteerism in the non-criminal
~justice areas, just as other forms of volunteerism have learned from criminal -
justice. ThHerefore Section 21 describes volunteer leadership references in
- the human service field at large. B R
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Breaking into Prison:

Diversion from the Juvenile Justice System:

BOOKS AND PAMPHLETS

The American Bar Association Standards Relating to the Administration of Criminal

Justlce, ABA Section of Criminal Justice, American Bar Association, 1800 M Street,
N.W., 2nd Floor, Washington, D.C. - 20036. - In seventeen volumes a synthesis of the
“best avallable practices in every stage of a criminal proceeding. Volume eighteen
of the standards is a compilation of all the "black letter' standards including

a ‘comprehensive index to the individual standards but not including the commentary
and supporting data for each of the standards. While the Standards are for sale,
twenty-six companion publlcatlons on how to implement the Standards are free.
These include such titles as ""How to Measure the Quality of Criminal Justice,"

"How to Diagnose What's Wrong with the Criminal Justice System in Your State and

What to Do About TIt," and "How to Implement Criminal Justice Standards for Pre-
Trlal Release.” : :

A Guide to Volunteer Action, Marie Buckley. Available
through VOLUNTEER READERSHIP, P.0. Box 1807, Boulder, CO 80306. The purpose of
this book is to provide an overview of what the volunteer can expect to find
inside a prison, with practical advice of initiating direct action improvements in

prison life. Spec1f1c, appllcable instructions are given on how to start useful
volunteer programs in prlsons $8. 35.

Children in Trouble: A National Scandal, Howard James. Available through the
Christian Science Publishing Society, One Norway Street, Boston, MA 02115,

- This publicdtion grew out of James' desire to examine further the maltreatment
of juveniles he recorded during research for his investigations. Before the
last article of '"Children' appeared in the Christian Science Monitor, seven

states were already taklng actlon to correct situations uncovered by James $1.50.

Children Without Justice, National Council of Jewish Women, ;nc s 15 East 26th

Street, New York, NY 10010. A description of the results of a national survey
by the National Counc1l of Jewish Women of the juvenile justice system in local
communities. Write NCJW for 1nformat10n on how to obtain the book

Concerned Citizens and a Clty Criminal Court Keith J Leenhouts For information
on availability, contact Project Mlsdemeanant Foundation, Inc., 200 Washington
Square Plaza, Royal Oak, MI 48067.

ment’ of the Royal Oak Municipal Court volunteer probation program.

A Monograph, Donald R. Cressey and
Robert A. McDermott. Available through Superintendent of- ‘Document s »3U.S. Government
Printing Office, Washington, D.C. 20402. This moncgraph presents a profile of

- juvenile diversion processes in one (anonymous) state, derived from a preliminary
Background and the definition of juvenile

inquiry into how diversion seems to-work.

diversion are discussed, followed by a detailed account of different kinds of intake
procedures for children involved in the juvenile justice system. 1974.

[\

\‘\\) B

. 89-

~Report of Project Misdemeanant and the develop-

R

o

WX

L

-y

A
’Wo

~field are the focus of this publlcatlon

’Ivan H Scheier and Judmth L. Berry

copies are available on a loan basis from National Information Center on Volun—
- teerism, P. .0. Box 4179, Boulder; CO 80306,

understanding the legal 1mp11catlons of their participation in the correctional

~ program management, fundralslng, and the development of special projects.
1976, $50 00. ‘

S I I

The Effectlveness of Volunteer Programs in Courts .and Correctlons An
Evaluation of Policy-Related Research, Thomas J. Cook and Frank P. Scioli.
Available through University of 1111n01s at Chicago Circle, Department of
Political Science, Box 4348, Chicago, IL 60680. The purpose of this project
was to evaluate research on the effectiveness of volunteer programs in the
area of courts and corrections. 1975.: (The book is available free of charge.
Send a self—addressed,,stamped envelope'to the address listed above,) ..

o

A Guide for Staff,
‘Inquire as to availability through Mr. Kenneth F. Fare, Chief.

Everything YouFWantkto'Know About Volunteers in Probation:
Kenneth Farex

Probation Officer, San Diego County Probation Department; San Diego, CA. De-

signed as a guidebook for orienting staff to volunteers, the,pamphlet'provides-'
a concrete and comprehensive coverage of the basics of volunteer programming
and administration. The most appropriate use of volunteers in the probatlon

10 pages.

3 ‘A limited number of loan copies ate

available through the National Informatlon Center on Volunteerism, P.0. Box.
4179, Boulder, CO 80306. This book is based on a national survey of correc-
tlonal volunteer programs conducted in 1971. 1It° is a practical field guide

- for volunteer programs, from the plannlng stages through all phases of

implementation. 1972.

Liability in CorreCtional Volunteer Programs: Planning for Potential Problems, =
American Bar Association,. National Volunteer Aide Program A limited number of B

‘ . The purpose of this work is to pre-
sent basic information for use by state agencies and volunteer organizations in

system. ~1975.

Modernizing'Criminal Justice Through Citizen Power, ABA Section on Criminal T
Justice, American Bar Association, 1800 M Street, N.W., 2nd Floor, Washington,
D.C. 20036. Produced by the section in cooperatlon w1th the Chamber of
Commerce of the Unlted States, this is a brochure detailing specific strategies
citizens can take to monitor and work toward improvement of local criminal

justice systems. A video tape/fllm to accompany this brochure may be obtained , ‘?
for a loan fee of $5.00. e o | I

PARTNERS Administrative Manual. Available through National Association of
Volunteers in Criminal Justlce, ¢/o PARTNERS, 1260 W. Bayaud, Denver, CO 80223. L
This is a 500-page intensive ‘document explalnlng various program concepts and i
ratlonale, 1nclud1ng sections on recruiting, training, support of volunteers,

Skills for Impact: Voluntary Action in Crimlnaleustice; Benjamin Broox McIntyre.
Inquire as to avallablllty through Association of Junior League, 825 Third Avenue, e
New York, NY 10022, Written to incorporate the experlences of the four-year S ﬁ]

~national IMPACT pro;ect of AJL, funded by LEAA, this book is designed to enable

local Leagues and their community colleagues to reduce crime and dellnquency " ‘i
through promoting, facilitating, and participating in efforts to effect p051tlve ’ :
changes in.the criminal justice system 1977
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Symposium on Status Offenders: Manual “for Action, National Council of Jewish
WQm?n, Ipc., 15 East 26th Street, New York, NY 10010. A manual directed toward
aldlpg citizen groups to meet the long-term goal of provision of communitiébased
services to youth. 1976, $1.00. o : :

Volunteer Program Development Manual, Susén K. Bashant and Bob Moffitt. Avéilable

through Cabell Cropper, Criminal Justice Department, State of Colorado, 2 East 14th.

Avenue, Denver, CO 80203. This publication is a how-to manual for the volunteer
court program administrator or director. Models for adaptation and examples of
tried methods provide the volunteer program director in courts or corrections with
general guidelines, strategies, and suggestions in the development,‘administration,

and management of volunteerwprograms. 1973 (price information available from address

listed above). ¢

ji
/

Volunteer Training for Courts and Corrections, James D. Jorgensen and Ivan H. Scheier.

Available through Volunteer Readershiﬁﬁ P.0. Box 1807, Boulder, CO 80306. The
authors discuss training as it relate# 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.~-The5eﬁarea5'are>then expanded within the dimensions
of pre-service and in-service training. The advantages of various training methods
are reviewed, and descriptions of traihing models are presented. 1973, $8.00.

fi o )
Volunteers in Juvenile Justice, Ira M.| Schwartz, Donald R. Jensen, and Michael J.
Mahoney. This excellent, succinct manual, prepared under an LEAA grant, sets forth

principles and discusses concepts des{@ned to assist juvenile justice administrators

in developing and upgrading volunteer!prog;ams.-‘1977,fsingle copies available free

- Journal of Research in Crime and Delinquency, National Council on Crime and

SOME PERIODICALS IN CRIMINAL JUSTICE : LTl : !

Judicature, a monthly magazine on court-related subjects. American Judica%ure
Society, 200 W. Monroe Street, Suite 1606, Chicago, IL 60606. j‘

Joint Enterprise, a newsletter which reports important developments in judicial
reform and administTation. American Judicature Society, 200 W. Monroe Street,
Suite 1606, Chicago, IL 60606. ;

Criminal Justice Abstracts, National,Counc11~0n Crime and Delinquency, 411 ﬁ
Hackensack Avenue, Hackensack, NJ 07601.

Criminal Jﬁstice‘Newsletter,;Nétioual Council onVCrime and- Delinquency, 411
Hackensack Avenue, Hackensack, NJ 07601. ‘

Crime aﬁd Delinquency, National Council on Crimevand Delinquency, 411 Haékepsack
Avenue, Hackensack, NJ 07601. ‘ '

Delinquency, 411 Hackensack Avenue, Hackensack, NJ 07601.

VIP Examiner, quarterly newsletter, an excellent source of information‘exchange

on what volunteers across the country are doing in criminal justice. Volunteers

A
.

“in Probation, Division of National Council on Crimeé and Delinquency, 200

B

S S R

of charge from the National_Criminal Justice Refsrence Service, Box 6000, Rockville,

MD 20820 Washington Square Plaza, Royal Oak, MI 48067. A copy of this important mag%

- azine will be included in this portfolio, while supplies last.

» , N : :
Action Broadcaster, a quarterly newsletter featuring info;matlon'of }nFerest
to volunteer administrators in a wide variety of fields includ%ng criminal . : ]
justice. No charge. ActionBroadcaster, 326 Locust Street, Suite 213,
Akron, OH 44302. ' -

,,,,,,

Corrections,Mégazine, published qﬁarterly, deyoted'to in-depth coverage of '
correction operations in the U.S. and abroad. Corrections Magazine, 801 Se@ond
Avenue, New York, NY 10017. ‘ i

_Criminal Justicé, quarterly newsletter. American Bar Association, Section éf
Criminal Justice, 1800 M Street, N.W., 2nd Floor, Washington, D.C. 209}6.

‘ 4 ! . e

- Federal Probation, published quarterly, covers all phases of prevenféve~andﬁ Lt i

‘Correctional activities in delinquéncy and crime. Federal Probation, Probation

Division of the Administrative Office of the United States Courts, Supreme |
CGourt Building, Washington, D.C. 20544. .

4
i
R

National Criminal Justice Reference Service, distributes listings and descriptions
~of recent publications and research studies in criminal justice and proyides B
brochures of exemplary projects. NCJRS, Box 24036, South West POStkOffICE,
~ Washington, D.C. 20024, : : ' ;

T s e o S L L L T
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Washington Newsletter, published monthly, focuses on legislation affecting
criminal justice, juvenile justice and related issues. National Council of
Jewish Women,- 15 East 26th Street, New York, NY 10010. '

Youth‘Alternafives publlshed monthly, focusing in issues and activities

affecting youth and youth workers. National Youth Alternatives PrOJect
1346 Connecticut Avenue, N.W., Washlngton, D.C. 20036

Notes: 1) There may.be a subscrlptlon fee for many of the perlodlcals c1ted
above ,

2) Most of the resource organlzatlons descrlbed 1n,Section D also
have their own newsletters. S e :
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AUDIO-VISUALS’

@
i

A series of 34 hours of audio-visual colored TV cassettes has been prepared
by the VIP Division of the National Council on Crlme and Dellnquency The
subJects of the v1deo -tapes., 1nc1ude. : ‘

- The Dynamics of the One-to-One Volunteer
= The Many Uses of Volunteers
- Volunteers in Pre-sentence and Intake Investlgatlons
-~ Volunteers in Group Counseling
- Volunteer-Staff Relations
- Mechanics of Volunteer Programs in Criminal Justice
- Volunteers and Minorities ‘
- Management, Administration and Funding of Volunteer Programs in Cr1m1na1
‘ Justice
- Volunteers in Alcoholic and Drug Programs
- Retirees and Student Volunteers :
- Research and Evaluation of Volunteer Programs
. = Outstanding Films and Sllde Presentatlons Utlllzed W1th Structured -
Interviews
- Excellent resources for all phases of volunteerism in cr1m1na1 justice
including programs for the delinquent-prone, alternatives to Juvenlle
‘institutions, juvenile courts,: adult mlsdemeanants, felons, prisons and
parole.

]

Write VIP—NCCD for the 100 plus page manual describing each cassette, suggesting
training and educational curriculum, instructions on use, suggested text books
and training manuals, field trips, suggested discussion questions, additional
resources, assistance on how to begin and execute courses and programs, ctc.

VIP (Volunteers in Prevention, Prosecution, Probation, Prison, Parole)
- A Division of the National Council on Crime and Dellnquency
200 Washington Square Plaza . Sl - ol
Royal Oak, MI 48067 - x g ‘ ' - _ , ' Liv
(313)'398w8550 ‘ : Lo L : ki i
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21l _Voiﬁnteer Readership Catalog

L
o

This catalog describes the largest available collection of volunteer
leadershlp publications asgembled for distribution. Most of the publications
are not spec1f1ca11y‘cr1m1na1 justice oriented, though there are some excep-
tions to this (see, for example pages 18 to 19). Principles of volunteer
program planning and- deve]ooment are nevertheless generally transferable from
one area: -0f human serv1celt0 another. ~

!

: Copies of this catalpg'are eree on request. A new edition of the catalog
is expected to be issued in October- November, 1979. S ® ~

L0

The Volunteer Readerghlp CataTOg lists prlmarlly books, manuals, and

portfolios. Journals and‘mag9z1nes are listed in Sectlon 20 in this portfollo.
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- D. RESOURCE ORGANIZATIONS .

Projects =

. The purpese- of this section is to provide an initial idea of activities
and contact informdtion ‘on national organizations and.projects of current
significance in the field of criminal justice citizen participation and volun-
teuering,_, , S SR ' , SR :

Cda

. : o
el

We have divided this 1ist of national organizations and projects into two
groups. -The first contains tﬁosevorganizations which have specific emphasis
in the criminal justice volunteer field. The second list gives a few national
organizations in the generic volunteer sector. - ‘

~~We would caution the reader that: any listing of this type will neces-
sarily be incomplete, and our listing is not necessarily an endorsement
of those organizations which do appear. This is simply a listing of organi-
zations that are national in scope, significant in their impact, and worth
“the user's time in checking out further, if he/she 1s interested in the ‘area
covered by the organization or project. ‘

i

~ Some of these organizations may restrict principal services to memqkrs,
or otherwise request fees, but most will at 1eastkrespond‘tovinquirigs#con—
cerning the scope of their services. IR S .

B

+in which they are listed, is as follows.

Criminal Jus¥ice Organizations

" “American Correctional Association

_ CONtact, Inc.  .» =N ‘ :
‘ 'CorrectiOnals,Vblun$§2253nform§ti0n Service
The Fortune Society{ = . ” ;
Hennepin County Court:Services
~The John Howard Associlition ) o IR
Jf Volunteers in Criminal Justice

&

GRE

National Association
National Council on é%ime,and'DEIinquency

National Criminal Justice Reference Service

National Criminal Justice Volunteer Resource Service ‘ :
National Education-Training Program = A D
National Qrganization.of‘Vicfim‘Assistance‘ '
Offender Aid and Restoration, U.S.A,
PARTNERS, Inc. = R

Social Advocates for Youth, Inc.

U.S, Jaycees Criminal Justice Program o
Volunteers in Probation, Division of tha.National Council on Crime and

‘Delinquency - a
-QQ:. o

An index of‘the‘organizations in this section, and the (alphabetical) order
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Generic Volunteer Organizations

Criminal JuSticetOrganizations'and Projects f‘., : . V, : o N
\\ » ‘ .

American Correctlonal Assoc1at10n
4321 Hartwick Road, L-208 . «
College Park, MD 20740 - v : T g
(301) 864- 1070 o \ AR et ; ~ -

8

e . ACTION s ‘ : :
ASSOClatlon for Admlnlstratlon of Volunteer Servlces
Adsociation of Voluntary Action Scholars

“'National Center for Voluntary Action
‘National Information Center on Volunteerism

A membership organization of correctional personnel and interested -
- agencies and groups, the ACA prcmotes professional development and R i
action in the field of corrections. Write to this association
complete publications list and 1nformat101 on current programs in-
cludlng citizen part1c1patlon. :

. For some of the organizations descrlbed in thls section, brochures are included
o in Section E of this portfollo.‘ ‘ :

i

o

CONtact, Inc. e : ' ‘ e o g
P.0O, Box 81826 ' : ' -

Lincoln, NE 68501
(402) 464- 0602 .
Although CONtact is primarily concerned with .the employment and edu- !
cation of ex-offenders, its programs 1nclude work with ‘prison reform
legislation, establishment -of volunteer programs in criminal justice,
and consultation for other national ‘organizations working with pri-
soners and ex- -offenders. .. This office publishes a monthly newsletter, : e
CONtact, which contains information on programs and agencies concerned 7 2
with corrections. Publ1cat10ns lists may.also be obtained by wrltlng ‘ .
the organization. . :

Correctlons Volunteer Information Serv1ce o : L ' 8
NICOV . R L e T B
P.0. Box 4179 o e e SN : : i
Boulder, CO 80306 . ~ . o v LT ,

(303) 447-0492 : : : ~

Under a grant from the Natlonal Institute of Correctlons, the Nat10na1 : [ T
Information Center on Volunteerism is operating a free dnformation
clearinghouse for individuals or agencies involved in jails, proba-
tion and parole programs, correctional 1nst1tut10ns and community based
~ corrections facilities which are using or plan to use volunteers. ‘ b
(See Generic Volunteer Organlzatlons for descrlptlon of other NICOV .
"serv1ces ) : . E

-
N i
gl

The Fortune Society
229 Park Avenue South « S T P

New York, NY 10003 R ' o .
(212) 677-4600 | S e e
The paid and volunteer staffs of.the Fortune Society are primarily
ex-convicts engaged in a public information program to -help improve
resources for prisoners and ex-offenders. The Society provides a
number of services, including a Speaker's Bureau; tutoring; coun-
seling and employment assistance; and legislative research and testi-
mony. Fortune News, a monthly newspaper available for a nominal con-
tribution, contains not only information on current programs and

g E o e e
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activities, but also includes a publications list of books available ,
in the field of criminal justice. B : ‘

Volunteer Services ,
Hennepin County Court Services
A-506 Government Cernter
Minneapolis, MN 55487

This volunteer program is among the most innovative and sophisticated
court volunteer services programs in the nation, and serves as a model
for those wishing to establish similar structures. HCCS makes avail-
able a variety of written and audio-visual materials at cost. Complete
publications information and other data can be obtained by writing the
Volunteer Services office. ‘

John Howard Association
67 East Madison Street, Suite 1216.
Chicago, IL 60603 | |

A primary objective of the Association is to bring about changes in
policies and practices in 4he field of crime and delinquency through
planning, research, and action to meet needs and overcome systemic and
structural inequities. The Association has developed a manual for the

Law Enforcement Assistance Administration entitled Volunteers in Juvenile
Justice. Designed to assist administrators in developing effective
volunteer programs and recognizing opportunities for volunteerism, the
manual pushes for reform in the way volunteers are being utilized.

Topics covered include standards and goals in juvenile justice, develop-
ment and management of volunteer programs, and the need for more volunteerism
in the criminal justice field. Single copies of this mangzl may be ordered
free of charge from the National Criminal Justice Reference Service, P.O.
Box 23036, Washington, D.C. -20024. ) o ‘

National Association of Volunteers in Criminal Justice
c/o PARTNERS, Inc. ‘ ' '

1260 West Bayaud

Denver, CO 80223

(303) 777-7000

NAVCJ's purpose is to ‘promote and enhance volunteerism and administra-
‘tion of volunteer services in. the field of criminal justice at all
levels by: 1) advocacy; 2) promoting educational and training op-
portunities; 2} holding an annual forum; 4) a national publication
providing commynication between local criminal justice volunteer
efforts; 5) establishing an information referral service; and 6) pro-
viding identification and directory maintenance for local programs.
NAVCJ is a membership organization open to all concerned about volun-

teers in criminal justice.

~99. ; , .

®

AN

Natignal Counci}wpn Crime and Delinquency
Continental Plazz ‘

411 Hackensack Avenue

Hackensack, NJ 07601

The work of NCCD falls into four broad categories of activity:
1) Community Consultation and Training--providing technical assistance,
and on-site assessments; holding seminars, workshops, and training
programs on delinquency prevention, community development, and manage-
ment training., 2) Public and Professional Education--publishing a
number of journals and periodicals designed to assist all segments
of the criminal justice system. -3) Research and Development of
Standards--engaging in a,long-term study of parole experience and
developing a Diagnostic Parole Prediction Index. 4) Information
Clearinghouse--collecting and disseminating information on all aspects
of crime and delinquency, especially the development of new concepts
and the results of demonstration projects. NCCD's Selected Reading .
‘List describes the most important works available on all aspects of
© the criminal justice system and can be ordered free. Of particular
interest to volunteers is the booklet Citizen Action to Control Crime
and Delinquency: Fifty Projects, which can be ordered free, or at
normal charge. o ‘

National Criminal Justice Reference Service
Box 6000 T ‘

Rockville, MD 20850

(202) 862-2900

v
7

/2 This branch of the Department 'ofiJustice is responsible for collecting
y s : :

of'Criminal%justiceA-books, project reports, journal articles,‘etc: _
'NCJRS /will conduct individualized searches for information in specific
“gSEuijét\areas._7Write;NCJRSJto subscribe to the free bi-weekly Selec-
“tive Notification of Information (SNI) service, which describes current
‘publicdtions and projects in the criminal justice field.

& and dissefinating information on all publications in the broad field

National Criminal Justice Voluﬁteer,Resource Service.
P.0. Box 6365 o
University, AL 35486

W ¥ - L EE

This a program established under a W.K. Kellogg F?und%EEOQ;grant
by Volunteers in Probation (VIP-NCCD) in conjunction with the
University of Alabama. . It is expected that the resource service
will greatly increase the services that VIP-NCCD has o ed over
‘the years to courts, jails, prisons, juvenile instltutea 5 and
preventive volunteer programs. As one component of the<§rogram, a. .
six credit-hour course has been developed at the University of
Alabama;to train managers.of volunteer programs in crlmlna{njustlce.

p ) . . ) ] . 100 o o
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4 tims. NOVA places strong but not exclusive emp

National Education-Training Program for the : ;
Volunteer Court-Corrections Movement ‘
VIP-NCCD

200 Washingfon Square Plaza
Royal Oak, MI 48067
(313) 398-8550

- NETP is a program made possible b
to VIP-NCCD and University of Alabama.
of criminal justice and practitioners of
movement (judges, probation officers, parole officers
of volunteer programs in criminal ju
a series of 34 hours of high quality audi
on all phases of volunteerism in criminal justice. . Write NETP for
the 100-page manual describing each casset E:
educational curriculum, instructions on use, suggested text books and

training manuals, field trips, suggested discussion questions,
assistance on how to begin an

Cassettes are available at various re

s coordinators

at very low rental costs, and also available for sale at very low
cost.  (See the special issue of the.¥IP Examiner at the back of this
portfolio for further description of NETP. ' :

National Organization of Victim Assistance, Inc.
Southern Station ; T :

Box 9227 ‘ L | -
Hattiesburg, MS 39401 , e e =
(601) 266-4100 v o

- The purposes of this membership fee organization include unification
- of professionals who are committed to the humanization of ‘the crimi- -
nal justice system through victim advocacy, Services include infor-
- mation clearinghouse and directory, technical assistance on victim
service programs, and legal research on litigation concerning vic-
, hasis on citizen/par-
ticipation and volunteering in vietim assistance. ‘ ‘

0l1d Albemarle County Jail
409 East High Street '

Charlottesville, VA 22901
(804) 295-6196 2 '

Offender Aid and Restoration, U.S,A.

‘In addition to ongoing work with local OAR projects, OAR-USA is
operating a project under a grant from the National Institute of ;
Corrections to guide 30 communities across the U.S. in establishing
citizen involvement projects in their jails, * - e ‘

-101=

Yy a grant from the Kellogg Foundation
It is a resource for professors
the volunteer court-corrections

stice, etc.). ‘The program features
o-visual TV colored.cassettes

d execute such courses and programs, etc.
, gional and state resource centers

" PARTNERS, Inc.

1260 West Bayaud
Denver, CO 80223
(303) 777-7000

PARTNERS conducts administrative seminars for indivi@uals interested
in developing volunteer-supported programs. _The seminars encompiis
all aspects of programming including‘recruxtlng, VOIUHthX ;upg;uré
community support, govermmental alliance, fundlpgz etc. PA;%NERS
- on the seminars is available upon request.,‘Aédltlonglly, NERS
~will assist communities interested in»develoglng thglr own PAR ERS
program, Continuing adminiStratiVe;supportr1s prov1ded to operati §
programs, by contract arrangement w;th PARTNERS.

Social Advocates for Youth
National Qffice

975 North Point Street

San Francisco, CA 94109
(415) 328-6561

SAY is a system of 12 nonprofit centers,locatgd in four states with
a national administrative office in San Francisco. SAY centers pro&
vide individualized services to young people and tﬁelr faml%les, 2n
work toward positive change in institutions affgctlng the lives o
young people. The national office in San Francisco is now cgpceg-
trating on child advocacy. The SAY‘newslet?er~keeps readers 1p in-
formed on developments in the juvenile justice system. ‘

iU.S. Jaycees -Criminal Justice Program
P.O. BOX'7, - .
Tulsa, OK 74102

The Jaycess, in conjunction with the U.S. Departme?t of Labor, are
bringing,together public and private resources to-1ncrea§e~the
opportunities open to the ex-offender. .They havg established
relationships with state employment folces to aid ex-offenders
in getting jobs, led a public education program to develop and nd
promote community-based programs, established Jaycee chapters ylt,ln
prisons, and set up a nationwide volunteer network. A Co?rectlo?s
Program chairman in each state can be;used as a resource ;n deye 95-
ing contacts with- other projects to aid ex—offenqers. ‘The nationa
office in Tulsa can provide interested persons with the address of
of the program chairman in each region. ;5 free monthly ngwglgtter :
summarizes recent developments in corrections, Jaycee act1v1t1es,ran
program resources. . o
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(Volunteers in Prevention,»Prosecution, Probation, Prison, and Parole) . :

Division of the National Council on Crime and Delinquency ' G ic” S : B

200 Washington Square Dlage ‘ : eneric Volunteer Organlzatlons, f

Royal Oak, MI 48067 ACTION : S ‘

(313) 398-8550 h 806 Connecticut Avenue, N.W. ;

| A B . : : ; ‘ Washington, D.C. 20525

YIP-NCCD is dedicated to 1mproving every phase of the criminal - (800) 524-5580 '

~justice system through the use of volunteers. VIP-NCCD provides S .‘“'”‘ ; Co , S : : ‘ °

co?sultatlon to groups and 1nd1v1duals interested %n.starting ' ACTION is the federal agency charged with demonstrating the value |

volunteer programs in courts and correctional institutigns. Under of volunteeyrs in helping to solve community problems and with the "

a Ww.K Kellogg Foundation grant VIP-NCCD has established a National encouragemeﬁt and promotion,of volunteer efforts to that end. For :

Criminal Justice Volunteer Resource Service located at and in con- “information on ACTION programs, contact your State or Regional ; ;

Junglﬁn with the University of Alabama at University. VIP-NCCD . Director, Address Qnd,telephone number of the appropriate regional .

publis e; a quarterly new§letyer, vip Exawlne?,fon WhaF,Volunteers j office may be obtained by calling’the ACTION toll-free number listed E

;cigsiggse.country are do;ng in criminal justice. A‘cgpy'of the o o above. The Office of Volunteer Citizen Participation is a particularly i

Fa issue of.VIP Examlngr gppears,at the back of this portfollp, - important arm of ACTION's volunteer outreach to the non-federal sector. S

£ ' ~ V ; ; ~. OVCP's address is given later in this section, under "Resources i

Closer to Home.' ~ o ' %

Associdtion for Administration of Volunfeef'Sefvices“(AAVS) . , é

P.0. Box 4584 o L : : i

Boulder, CO 80306 ; , : ~ : » :

- - ’ | . (303) 443-2100 ; v S ﬁ i , ‘ i

’ Thi§”is'a'membership organization to promote.volunteer administration .

as_ a profession and to foster exchange of knowledge and experience
in the field. ‘Services include certification, regional meetings and
workshops, and a newsletter. 'There are three classes of membership:
Active Member--people actively involved in volunteer administration, .
people retired- from the field who maintain their certification, and |
- educators and researchers in the field; Associate Member--retired ,
© " volunteer administrators or others interested in.volunteer‘administation
- (people eligible for Active Membership are not eligible for Associate
Menmbership); and Student Member--people preparing for a .career in :
. volunteer administration or students active in administering aVvolunteer
. program. L SRR , Tl nlae T /

' . SR P ; N ' S
Association of Voluntary Action Scholars, (AVAS)
Cdllege of Human Dévelopment, S-211 . . -
Penn State University. = . ‘
University Park, PA 16802

N
(814) 865-1717 o o ~ | f
AnginterdisciplinafyUassodiationtoﬁﬁscholars and professionals in- S
terested in or engaged in research, scholarship, or programs related = . .. - -
to voluntary action in its many forms. The Association seeks not only = ° - ¢
to stimulate and aid the efforts.of those engaged in voluntary action |
research, scholarship, and professional activity, but also to make the - B ;
results of that‘research,,scﬁogérship, and professional‘activityKmore AR O -
readily available both to professionals and scholars, and to leaders

of and participants in voluntary associations and volintary action
agenciesi Write AVAS for information on publications and periodicals.. -

5
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National Center for Voluntary Action (NCVA) . e
1214 Sixteenth Street, NW - ' '
Washington DC . 20036

(202) 467-5560

NCVA was'created in 1970 to stimulate and strengthen voluntarisp..
the tradition of responsible citizenship by which the Américan people
c 1 : From its Washington DC office
NQVA'pIOVldes~a variety of tedhnical~assistance‘andptrainin& ser- ’
vices to~Voluntary*Actioh«Centers, education ahd‘trainiﬁg agtivities”
joint operation of a publications distributiOHJCénter:with‘the |
" National Infbrmation:Center‘on‘VoluntéériSm,'nationalélevél advocacy,

the,gnngal NatiOnal“leunteer‘Abtivist Awards, and a variety of
jects is an expiors L hbortors imS.  One of its current pro- -
5. ! extensive neighborhood crime Tevention proj in-
. Volving volunteers,: ' i ‘ : P ~1 g prOJect qln
National Information Center op Volunteerism (NICOV) -
P.0. Box 4179 : L - S
Boulder, Co 80306
(303) 447-0492

Al

volunteer prograp‘andvexpanded as‘reqﬁests for assistance in utilizing
~volunteers grew in number ang in scope. NICOV Provides training,
need assessment, evaluation, information, and consultation to the :

ipcrease the effectiveness Of'volunteer rogra ‘ :

as Lo examine the extent to which volunteerism ispa giagfé?;:a::lgf‘

meeting increasing human service needs, CSeé~also’theidescription .
of NICQV's Corrections Volunteer Information‘SerVice,‘in'the Preceding Crimi

nal Justice,OrganizatiOns and Projects section;) e b

PLEASE NOTE: ,
tlong.whi}e maintaining both Boulder and Washington DC offices’ The new
Organization plans to begin operations in Summer 1979, and is expected to

be able to provide & greater range and flexibility of services than was
heretofore possible, " : . o LT TR R

i 1

E 2

4

‘Vwill\SUggest a locator process which

‘least know about them.

o]

We are confident the ﬁatiénal*organizationsfiistéd in the preceding

section will do their very best to share relevaﬁt'information and resources

with you. But it will also be valuable for you to be in contact with more
accessible resource groups -in your geographical area, Especially if you

live'in a larger community or state, you might not be fully aware of these,

Rather than provide a massive list of possiblities across the hation, we
may be used in many communities.

In general, the National Association of Volunteers in Criminal Justice
(NAVCJ--see address in criminal justice national organizations listing)
may-be able to suggest criminal. justice-oriented volunteer organizations
or.people geographically nearby, as might NICOV's Correctional Volunteer
Information Service. Otherwise, our recommendation is to look first for
more Visible(general'yolunfeerism groups, who in turn may be able to lead

- You to. criminal justice volunteer experts.

¥ Locally

tions which go by such names as Volunteer Bureau, Voluntary Action Center,
Volunteer Service Bureau, and Volunteer Clearinghouse. These names, or
some variation of “them, should be in your local telephone book or city
directory. If not; you might also locate them ‘through United Way, or -
sometimes through city government. Col : ¢

As a back-up, you can write for the nearest location to:

The National Center for Voluntary Action
1214 Sixteenth Street, NW - ’ wn
Washington DC 20036

- (202) 467-5560

" or
The “Associatiin of Volunteer Bureaus
P.0. Box 1798 . ‘ R
Boulde¥, CO 80306 i B A

v

' There are also about 250 local or regional associations of volunteer
coordinators in the United States. Frequently, the local Volunteer Bureau
or ¥Yoluntary Action Center will be working with these associations or at

If not, check with people you know are volunteer
‘coordinators; or call the local hospital or Red Cross to locate these
organizations' volunteer directors ”who may know about such an association.
Often these associations are informal; they are nevertheless often valuable
as vehicles for exchange of information and ideas. R

G R

Y
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Statewide o ,

As this is written, about 30 states have statewide offices for facili- ,
tating volunteer involvement in all areas of human service and advocacy. &
Often they have valuable free information and pamphlets, and also provide
leadership training. : AR L ' S '

Your »local Volunteer Bureau, Voluntary Action Center, or Volunteer - -
director's association, if you have one, can connect you to the state office.

If not, the office of your Governor should be able to identify them for you,

if they exist in your state. They are usually located in your state capital,

and their titles.will often be a variation on "The Governor's Office of
Citizen Participation." - o ' ‘ R

&l
e
3
H
¥

Finally, if you still haVen't‘béen able to'iocatevyour state office
by these means, write: B : S o B

o

Louise Leonard, President R
The Assembly : 3 )
¢/c Governor's Office on Voluntary Action
80 Washington Street o
Hartford, CT 06106

or : : v ' )

Barbara Sugarman, Director ,
Program Operations Division SRR A | o
Office of Volunteer Citizen Participation . = L
ACTION R S ‘ L . R
+ 806 Connecticut Avenue, NW, Room 907.
Washington DC 20525 ; U :
(202) 254-7262 . e
(800) 424-8580, .extension 15~ = i

ROEE
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