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Professors O~~J~~t~l~imi~al Justice. 
Professors o~'soc~Ology,-Ps~~~~§o/, etc. 

teaching juvenile and criminal justiice courses. 
'Professors, Trainers and others condclcting training 

for juvenile and criminal justice volunteer programs. 

FROM: The Curriculum Development Committee: Dr. Vernon Fox, 
Professor G. LaMa~r Howard, Dr. Gordon Misner, Mrs. 
Marcia Penn, Dr. Ernest L.V. Shelley, Judge Keith J. 
Leenhouts, Project Coordinator and Ms. Vera I. Snyder, 
Associate Project Coordinator 

Dur.ing the past decade there has' been a proliferation of information 
about volunteering~ For those professionals interested, we are pleased 
to provide you with curriculum matet'ialsto assist you in teaching and 
developing classes or courses in juvenile and criminal justice voluu-> 
teerism and juvenil'e and criminal justice general curriculum. 

We have given much time and thought to this project since ,=..re are con
vinced'volunteerism is one of the best, if not the best, development 
in juv~nile and criminal justice programs during the last two decades. 
Volunteers, working under careful and intellig-ent supervision, reduce 
recidivism by greatly increasing effective rehabilitative services. 

These materials have been prepared, compiled, printed and distributed 
with funds from a grant from the Law Enforcement Assistance Administra
tion Office of Criminal Justice Education and Training; The Public 
Welfare Foundation, the Ford' Motor Company Fund and the W. K. Kellogg 
Foundation. Special gratitude is extended to Dr. J. Price Foster, 
Davis Haines, Leo J. Br.ennan, Jr., Dr. Pet~r R. Ellis and Professor 
Thomas. O. Johnson of Asbury College. 

We do suggest broad flexibility in the use of these teaching module 
booklets. The Teachers Outline, suggested Questions and Answers, 
Learning Exercises, Bibliographies and Content Pages are to be used 
by you in any and every way 'they will be most helpful. Please feel 
free to be creative, imaginative and utilize 'the materials in a 

. manner which wUl best suit you •. The same is true of the resource 
packets, modules numbered eleven and twelve. 

We feel volunteerismhas a very legitimate and important place in 
juvenile and criminal: ju.sti~.e curriculum. We hope you agree and 
fine these resources helpful. 

Please let us know if we can be of any further assistance. We wish 
you the best in your cl~sses and courses on this most vital, crucial 
and cr~tical subject. 
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CORRECTIONS VOLUNTEER;'INFORMA'TION PORTFOLIO 

One of twelve teaching module booklets 
to ass~st Professors to teach classes 
and/or courses on juvenile and criminal 
justice volunteerism. 

Written and Compiled by: 

Dr. Vernon Fox, FloridaS'tate ,University--Founder of ,Soutl1ern Corr,~ctions 
Conference s. . 

Professor G. LaMarr Howard, Georgia State Unive1:'sity .... Former Director of 
Volunteers ,Ful ton C'ounty(Juvenile Court (Georgia)" ,t ,_ 

Dr. Go~don Misner, > 'University of Illinois at Chicago Circle- ... FormerPresident 
of Academy of Criminal .Justice SCiences 

Mrs. Marcia Penn, PM Consultant--FormerDirector of the Governor's Office on 
Volunteerism (Virginia) 

Dr. Ernest L.V. Shelley, Olivet;:college,Michigan--Former Director of Treat-
ment,Michigan Department of Correct.ions . 

~ " Judge Keith J. Leenhouts, Project Coordinator--Royal Oak Hunicipal Judge, 
1959-1969, Directoi of VIP Division* of,..the National Council on Crime 
and Delinquency" !' 0.' • c" ',' , 

Ms. Vera I. Snyder t Associate Proje~t Coordinator, Administrative Associate 
of VIP Ditision of the Nat~onal Coune'il' on Cr;me and Delinquency 

" 
, ,'Y 

("<;'\: Complete List of Te,achingModule Booklets Available: 

1) History of Volunteers in Juvenile and Criminal Justice ,', 

2) Value Base 'of Juvenile and Criminal Justice Volunteei."ism 

Volunteer Resource Development 3) 

4) 

5) 

6) 

Management and Administration of 
Juvenile'" and Criminal Justice 

Volunteer Pr~gr~s in 

Dynamics of Individual' and Gro'~cp Counselir!g by Volunteers 

Many Uses of Volunteers in 'Juvenile and Criminal Justice 

7) Vplurt1:eers in Juvenile Diversion, Probation, Detention, 
Ins 1;:i tu tions and Al terna 1:'i veg' 

8) Voluuteersand Adult Misdemeanant Court.s 

1 '~;~ ",: 9) Vol\lnt,eer::; with the Adult Felon ,if,' 

o , 

10) Issues, Trends and Direc tions for Juv'~n,:tie and Criminal 
Justice Volunteerism in the 1980 's "h' 

11) CORRECTIONS VOLUNTEER~ INFORMATION fpO~.TFOttO (Resourc'e Booklet) 

12) Nation/il Education-TrainingProgt'OO/(Resou;rce Booklet for 
Juvenile and Criminal JustiC'~i Volunte~tt§m) 

~ . // " (I 

Additional copies of st'adent"material (blue pages) 'may 
be photocopied or ordered from VIP-NCCD, 200 Washington 
SquarePla:z;a, Royal Qak, Michigan 48067. Copies ordered 

. from VIP"'NCCDwill be printed .and bound similar to this 
booklet (at cost) •. Additional copies of the complete 
teac:hing module booklets are available at cost. 

*yolunteers in frevention, cution, frobation, frison, farole 

I" J 

i. 
~ \ ' 



I' 
" 

.C 

- ---- '~~-. !-': ----- 3-----.-·----------. ....,.J:~:-' --::'----:-----~.-~-------,/'r-------.. -----------.... --.---------------- I' 

i! 

(\ II 
(/ 

D 

\ 
,\ 

'I 
II 

1\ 

II 

\} 

:> 

-;::-~t::.~~.~ 

" 

". 

o 

-

o· 

" 0 

o iJ 

,J;::.\ 

() 

I) 
I; 

, ;f/ 
"I 

o 

'; " -

,; 

CORRECTIONSVOLbNTEER INFORMATION 

I' ) 

J 
Ii 

1/ I. 

il 
:1 

/1 

o Ii. 
~ /, 
/' 

I ,/ 
II 
'/ 

" iii 

'I 
/f 

Ji 

if :1 

G 

.. :.(., 

PORTFOLIO 

The Corrections Volunteer Information Service 

.1\' A PrOject'Sponsored by 

" 'II The National Institute qfCorrections (NIC) 

Ii. 

Steye Hansen, Library Coordinator, NICOV 
IvanH. Scheier, PreSident, NICO" 

~.' 
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National I~ormation Center on Volunteerism cmCQV) 
P.O. :eox4179 

Boulder, Colorad6 80306 
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FEEDBACK FORM:' INFORMATION PORTFOLIO i~ 

. \oe you and jro~r cOlleagues have had significant e"Perience with this 
InfoPhatiol) Portfo1;io, we wou.ld ,.appreciate your t~king thetim~~ to complete 

,!.{ this form I and ,return ;it:: to,~:S,~ '. .:"" . 

" ,TYPE (orgt;it1eL~~~:;~~;IMINN~ JU,§TICEORGANIZATION: 

'-' 

_#d!/' , 
-".'I "$-{r ;i, 1\\. 

NUMBER' OF YEARS YOU HAVE WORKED WITH CORRECTIONALVQLUNTEER PROGRAMS: .. - v' 

____ ~ ___ \\ (years) 
~, 

DATE: 

L For my colleagues and myself, the portfolio was: {circle one) 

too long too short abopt right 

2. The leVel of material was: (circle one) 

too basic too advanced about right 

3.· Main subject areas which were und~r-emphasized or omitted were: 

~~ ,.""".~.--------...,....,--------,~} ~----------~-i~-----:--

4. Su~ject areas which were'most useful to me were: 

\., 
~ . 

s.I~',', .. h, .a, ve the f .. o,l1owing, suggesti0t;s ,~pr impr~.v~n.g s,tYle ando'~ganizationof 
th \ portfol10: (use :t:everse s1de'~for. add1tl.onal commentsr\\ 

. \ Q ~ 

6. 

0' 

I would suggest the following tit1e(?) 0'1; topic area(s} 
information portfolios which may be~rodticed: 

y) ;;. 
,.r.:s:a<. P' 

1( 

i: 
,'"0 ',I 

1\ 
forllany additional 

I }, 
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--------------~-.,~,~~--~----------------~--------~~----------~ 

1\ ~ () 

, II 

: 1 

" -. 



,~ ____________________________________________________ . ____________ -.--~--------------~~~~NR ______________ ~~----YB--~--
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7. I 

8. I) 

s 

;1 

,--;', , 

rate the overall usefulness °o'~,,\this portfolio as follows: (circle 
er) 

2 3' 4 5 6 7 8 
••• " • It • ............. fair ........... . '.~ . . good ............. excell ent 

ther comments you would care to add would be appreciated (use reverse 
for additional comments) 

SIGNATURE (optional) " 

NOTE: IIFor your convenience :we have ltlade this fdlr.m self-mailing. Simply fold 
the fo:t,7n so that our address shows, affix a stamp, staple the top, and throw it 
in a m~iilbox. THANK YOU FOR YOUR IIHELP 

,Ii il 

it if 

~---------------~-----------------------------------------1-----------------------------------

Steve Hansen 
National Infomation Center on'Volunteerism 
P.O. Box 4179 
Boulder, CO 80306 
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INTRODUCTION PURPOSE.AND 

INTENDED USAGE 
,~g~' 

II , II 0 

"In M~r, 1978, the National Information Center on Volunteerism (NICOV) 
begarl a project under a grant from the National Institute of Corrections, 
to e:'5tab1i!ish ahd operate an information clearinghouse for')volunteer programs 
in 9;orrec~ions. Ou~ intention under this grant ,is to answer, without charge, 
anY,requeslts for information from individuals or agencies involved in jails, 
pro,?ation \\and parole programs, correctional institutions, and communi tY-hased 
cQ,3.-ections faciH,ties which are using or plan to use volunteers. An addi
ti~!nal ta~k of the Corrections Volunteer Information Service is to develop 
i~formation portfolios which include library material and bibliographic data 
f9r vq,l,unteer programs in jail~,~ probation and parole, institutions, and 
,pmmunity-based facilities. These packages are compilations of the best 
,taterial available in planning, training, managing, and evaluating volunteer 

jPrograms. Books and othe~ costly published materials will be referenced in 
/these packages, but will have to be purchased separately by requesting agencies. 

I 
./ This is the first i,nformation portfolio 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 useful 
to tho~erirst familiarizing themselves with correctional volunteer programs, 
we believe it will a1 so, be us eful to those more convers ant with this area. 
For this reason, we have'included a broad range of information and resources, 
and additional 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 c portfolio pos~;ible. Also much appreciated are the 
extensive volunteer contributions ,of many organizations and individuals, wi th
out which this portfolio would have been empty, indeed. We are particularly 
indebted to the distinguished volunteers who served on our adv,isory 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 
Ma~garet Appe, Director of Correctional Volunteer Services, State 

of New York 
-{-::::: Keith Leenhouts, Pirector, Vo,lunteers in Probation, Division of 

c National Council On Crime and Delinquency, Royal Oak, Michigan 
Julia 0' Rourk~, Information Specialist, National Inst;i tute of 

Corrections Jail Project, Boulder, Colorado 

PrinCipal preparers of this portfolio 'w~~~;"NSteve Hansen, Li;brary Coo:f'i:Iinator; 
Ivan Scheier, Senior Information qonsultarttj and Nita Kincaid, Administrative 

\' 
Assistant. \\ 
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Quali ty information can only be provided with your support and partici- '" 
pation. May we therefore urge you to take a little time to fill out and 
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 of Corrections 
Volunteer Information Service issuances. 
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o 

BASIC CORRECTIONS VOLUNTEER ~ 
'PROG~ PRINCIPLES 

.. 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 Associati6n, Chicago, Illinois, by 
the National Institute of Law Enforcement apd Crimi~\~l Justice, Law Enforcement 
Assistance Administration, U.S. Department of Justice. Points of view or 
opinions stated in the book, or in this excerpt of i t j\ are those. of the authors 
and do not necessarily represent the official posi tiori\ or policies of the u. S. 
Department of Justice.' . . 

\) 
Information on procuring the full Volunteers in Juvenile Justice 

publication is presented in Part 20 of Section C,. of this" portfolio. 
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CHAP,Te,"R IV.. DEVEl,.OPINqi A VOLUNTEER PROGRAM 
, I, . 

A . .The Role ,of the Administrator 
" f· 

Many factors contribute to a successful volunteer t 
program. but none is more important thanad-il 
ministrative leadership and skilL The administrato~1 
sets the tone. establishes the priority of thevoluntee~: 
program within the agency. determines the pro]; 
gram's goals,and puts the whole thing into motioni/ 
Without active support from the agency ad~ 
ministrator. the volunteer program will float aim-
lessly ina sea of confusion and ambivalence. ' II 

Nationally. the "death rate" 'for criminal. justil;e 
volunteer,programs is approximately'250J0.1 Studi.es 
have . consistentlyhighlighf~d common" deficiencies. 
which seemingly contributf'to these failures and un
fulfilled citizen efforts. The' deficiencies recurring 
most frequently were:' G 

• Staff resistance to the use of volunteers. 
(I • Lack of staff training()in how to work with 
:, volunteers. 
• Inadequate program planning, 
., Inadequate volunteer Jraining and super-

•• 1 VlslQn. 
Thes~problems are often indicative of funda., 

mental management problems. such as: .. 
'. Lack <of understanding by administrators of 

the potential for citizen involvement and of the 
, 'principles necessary. for its development.. 
, • Inadequate 'assessment, of agency needs and 

insufficient staff involvement in planning and 
,Slecisionmakin$., ' , , ' 
• r~ackofover~rplanning and goal setting. 
,. Little or no accountability, monitoring, fol-

"''''--.. lowup, or program evaluation. ' , 
'o:~Sound Administrative leader-s)lip and .skili' 'can solve'~' .• 

these.problems:, ' 
, ,&'')Wl1ere effective' and Well-administered citizen 

, involveme.nteffortsexjst, usually thefollowingele
m,ents are present: 
, • A high ,degree of commitment on the part of 

. professionalstaffat all levels toward achieving 
agency objectives and improving services. " 

.:An open exchange of ideas; supporting e"peri .. 
~entationandenc6Ura:gihg·stafr to suggest If 

. # 

neW ideas and ,-.ethods. Differences of 
opinion are also encouraged. 

,." Decisions .pased on mutual understanding and 
agreement conc;erning goals. . ,_ 

'. Goals <.'and progress of the organization 
measured in terms of what "ought to be" 
rather than "how far we have come. " 

• CleaFly definedQBjectives (Le., specific, 
measurable and tim~:-bollnd). 

'. Periodic me~tings atldsessions to discuss prog
-cress toward>" obje:ctives~' Checkpoints are 
!established to:assist!in measuring progress. 

Unfortunately, even iiliisome agencies where sQund 
managemellt principles l! Jire applied to general pro
grams, the volunteer p(;~lgram is <)ften neglected. In 
theseinstances.manaflement of Ithe volunteer pro-

" JI 

gram is seen as somet)~lw "cliffe/rent" than that of 
other general agency 1P~lograms .. (Sometimes there is 
the notion that the voluj,i.teerprogram will."take care 
of itselP" or can be ~:,imaged withminilllal effort. 
Consequently, it is not \mcommon to find an agency 
director hiring a volunteer coordinator and saying es-" 
sentially "do your own thing" or "if you have any 
major problems. let me' know." 

c' "Such a view is destined to bring about an in
effective volunteer program and, possibly, doom it to 
failure Or oblivion. Volunteers as well as staff are 
quick to sense the priority given to the volunteer pro
gram by administrative and supervisory staff. If the 
priority appears low! either by virtue of minimal ad
ministtati¥eattention and conviction or the menial 
nature of volunteer program tasks, staff will' npt use 
it or support it. Volunteers wUlqUickly lose, interest. 

To {'insure the!! success and productivity of a 
volunteer" program, the agency administrator must 
,:accomplish the following: ' 
, j'. Successful integration of the volunteer pro-

" 
! gram, into the agency's 'on-goingdelivery sys-

::/' tern.· 
(I ~Est~blishmentof sound methods and pro

cedUres for volunteer recrUitment, screening, 
orientation, and training. ' 

• Setting-of innovative but realistic objectives 
and goals for the program. 

o 
-4-, 

o 



" 

" , . 
:~ 

,', 
.1~ 

:.:'" 

t • _.:. '"., ~r .... _ 

• 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 supervise and 
manage these volunteers.) Staff training 
should include: information on job clarifica
tion, objective setting, and volunteer per
formance evaluation; an understanding among 
volunteers and paid staff of their respective 
roles and responsibilities; establishment of 
methods and procedures to match volunteers 
to j~venil8 offenders in the most effective and 
efficient manner; development and imple
mentation of a sophisticated volunteer pro
gram assessment system. 

Of course, the majority of the responsibilities and 
tasks outlined above are shared by the agency ad
ministrator with the volunteer program ad
ministrator, volunteer supervisors, other paid staff 
me~bers 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 will. at Jibest, be of limited scope and 
utility. J 

B. Administrative Orientation to Volunteer Pro· 
gramming 

I) 

No administrator can expect to implement a 
successful program without basic familiarity with 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 f~uniliar with 
the principles of volunteer programming and general 
experience w,ith these programs elsewhere. Other~ 
wise, he will operate under needless handicaps. 

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

nile Court in Worcester, Massachusetts, attended a 
training program for juvenile court judges. During 
that training program he learned about the potential 
uses of volunteers and the kind of leadership needed. 
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 i,s available and includes both 
general/,principles and selected examples of proven , 
volunteer programs. Information on resources, avail- ~ 

able free or at little cost, is included in Appendix A, 
"Volunteer Program Resources;" 

C. How to Begin 

Sometimes the hardest part of starting is just tak
ing th~i first step. Yet, the first step may set the'pat
tern f4~ the future, or at least influence it to a great 
extent. Ther.efore, the administrator might well start 
by asking a few pertinent questions, such as: 

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

• What services do volunteers currently provide, 
in this agency? 

• How many volunteers are involved? 
'. What additional"l$~rvices could this agency 

. provide if it had mon!'volunteers and/or gave 
its volunteers different work assignments? 

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

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

Hopefully, the answers to these questions will lead 
the agency administrator' to give priority to the 
development and! or expansion of volunteer services 
in his agency. At the same time, it is recogl1ized that 
he must not neglect regular day-to-day tasks. How, 
then, to begin? 

Although the busy agency~xecutive must invest 
time and effort in the development and maintenance 
of a volunteer program, much of the wor.k can be 
delegated just 215 with other agency programs. The 
following guide can be used in starting a volunteer 
program or in modifyiQg an existing one: .. 

Volunteer Program Planning Guide 

Step J-. Decide that volunteers can make a new (or 
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increased) 'contribution' to your agency 
program and that ~YOU are going to be per
sonally involved in developing this program;' 

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

Step 3- Locate a community member interested in 
assisting in the dev~lopment of your 
ageni~y's volunteer program, preferably 
someone experienced in volunteering and 
community service. 

Step 4- Meet with your agency staff member and the' 
community volunteer to affirm your 
commitment, explore potential volunteer 
~ctivities, and specify the planning proce:ss 
,which willcfoHow. 

, Step 5- Request that your staff member and the 
'community volunteer jointly draft a simple 

if statement on how they will proceed. ' 
Step 6-Expand the planning "team" to include rep

resentatives from other community groups 
and interestediildividuals, including youth. 

'Step 7- Request that the planning team Qevelop and' 
. submit to you a plan which includes thegen

. eral philosophy, policies, and procedures 
for the program (how it is to be 'imple
mented, specific tasks for volunteers and 
staff), action steps tafollow, an~ a sug
gested timetable for implementation, 

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

The benefits of a "team" approach are two-fold . 
First, it involves the agency administrator ,in all 
stages of planning and implementation but frees him 
from much of the direct work of administering the 
program.Secondl~",itincreases the likelihood that 
the program will have input from diverse. sources and 
not be dependent on the chance charismailc'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 art 
independent citizens' committee (the same citizens' 
committee that was instrumental in (!stablishing the 

<."'- ., 

"'Juvenile Court in Worcester, Massachust!tts), co-
operatedwith the 1uvenileCourt Judge and ih\C",hief 
Probation Officer in planning the volunteer pr~, 
gram. As a result,. volunteers \~~ere involved in all ~''''-z, 
aspects of the agency's servic~s (e.g., assisting in the 
preparation of juvenile court social studies as 
volunteer probation officers). Because all affected 

f • ...-: 

parties were invplved in planning and implementing 
the program, the traditional problems of staff 
resistance and limited use of volunteers were 
avoided: 

D. Agency Vc,lunteer Prog'ram 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 for~ 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, screening, 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 
priority and are designed 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. 

J~ Model Volunteer Program Policy Statement 

This. agency is com!J1itted to providing the best and 
most appropriate se'rvices 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 

. partnership which includes volunteers as an 
important and necessary ingredient in the develop
mentand delivery of services. 
"In 'addition to the above, the agency plans to 
acti'vely implement a responsibile program of citizen 
involvement because: 

• The agency will never have sufficient resources 
to meet all service 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 
recruitment, screening, training, and super
vision, volunteers call 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 following 
principles shall be followed: 

• 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. J This· Office shall be involved in all 
aspects of the agency's general management 
and administration, in addition to coordinat
ing volunteer recruitment, screening, orienta-
tion, and training. ' 

co 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. 

• Professional staff and volunteers shall be in
volved collectively in the planning and imple-
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 employees shall include infor
mation al:!out the agency's citizen involvement 
efforts, and aU§taff shall be trained in work
ing with and supervising volunteers. Such 
training shall be incorporated into the ongoing 
agency staff development program. 

• 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 staft' and volunteers will be expected 

-------~--~------------~--------~ 

to participate in this effort. 
Volunteers within the agency are not intended 
replace existing professional staff. However, when it 
can be achieved respon~ibly, staff are encouraged 
and expected to use volunteers as an alternative to 
adding paid professional staff positions. 

E. Development of Agency Volunteer Program' 
Goals and Objectives 

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

With respect to purpose, it should be clearly es
tablished that all volunteer activities will be directed 
toward achieving basic and priority agency goals. 
This is the beginning step toward giving the volunteer' 
program meaning. This decision is based upon 
several important assumptions and has numerous 
significant implications~ For example, it assumes that 
volunteers will act with the same degree of initiative' 
and responsibility as paid staff. Although the 
motivation and rewards for ~olunteers 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 substantial role, in the agency 
also assumes that agency personnel have the knowl
edge, skill and personal security to handle challenges 
to habitual or established ways of viewing problems 
and providing solutions. Experience demonstrates 
that staff has or can achieve these qualities. 

With respect to volunteer program scope, ad-" 
ministrators who appreciate what volunteer man
power can contribute to an agency program, who are 
committed to meeting service needs, and who wish to 
have an impact on the community will define 
volunteer program scope to inclUde all services at all 
levels provided by the agency. Defining volunteer 
program scope in this manner at the beginning leads 
to wiser program development. It enhances service" 
delivery by increasing the number and scope of the 

"agency's direct services and by better infoi'ming the 
~E.. 

.,}< 

," 

'.' 

'.\. 

~~ .. . ' 
.... : 
),' 

, 
;t. 

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 mode~t proportions by starting with a program 
segment as ~the setting for volunteer effort. For ex
ample, initial volunteer effort could be focllsed on 
obtaining a specific, but limited type of resource, 
e.g.,lO foster homes, case aides to help three pro
bation 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
cumstances because, in relation to the total agency 
program effort', these activities represent minutia
although they are important tasks. In a sense, this 
would merely postpone what really needs to be 
done-an examination, of the agency to determine all 
the places where volunteers can make a contribution 
and the development of a plan to 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 
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unless the administrator takes action to insure that 
they are implemented. The Volunteer Program Plan
ning Guide, outlined earlier j highlights some 
important steps to be taken in the planning process. 

In addition, the administrator must insure that 
planning includes id~ntification 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 (1) to 
establish realistic tim.e periods for needed activities; 
(2) to make individual staff and volunteer assign
ments; (3) to measure achievement of activities; and 
(4) to evaluate whether a particular activity is es
sential to the program. 

Further volunteer program planning should 
address {tself 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 

, Dep~nment of Health and Rehabilitative Services. Ofl1ce of Volunteer S.rvices. 
Slandards and Guides lor Ihe Use 0/ Voluntters in Sodal Se",ires (Stal< of Florida: 
1975). P. 2. 

: Following are rei.r.nces for three .valuations which highlight common deIidendes: 
Rob.rt A. Pr.sson and Timoth)" F. Fautsko. A N .. ds Assessmenl o/Ihe Youlh Se",i(~ 
Delivery Syslem a/1M Slale of Rhode Island Volunl.ers Program (Boulder. Colorado: 
National Information Center on Volunl::<rism. 1974): Rob.rt J. Berg.r •• 1 al. E.rper;, 
ment in a Juvenil. CQUrl (Ann Arb,or. Michigan: Th. Univ.rsity of Michigan. 1915); 
Ivan Scheier. el al. Needs Ass,ssm,,,, 0/ Florida DiI'ision 0/ Youlh Servires Voluntur 
Programs (Boulder. Colorado: The National Information C.nt.r on Volunt •• rism. 
1974). 

I Th. int.nt·'of this provision is to establ:~h administrative r.sponsibility for the 
volunt •• r program at a I.vel in the organizarion equal to professional s.rvic. r.spon, 
sibility. It should b. called .. offic .... "division." or whatev.r d.signation is us.d for the 
professional service organization unit. 
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CHAPTER V. INTEGRATINGTHEVOLUNTEER 
"P'ROGRAM'IN'THEAGE.NCY ST'RUCTURE -.. . .- ~ 

,D 

A. Organizational and Service Models for Vol· 
unteer Prograrns 

The decision tobave a volunteer program auto
matically raisc;:s the question, "How wilt" the 
volunteer program be operated in relat,ion to the rest 
of the agency?" T-,.1zis is the most important decision 
that will be made conc(?rning the volunteer program. 
The nature of this decision will determine how 
volunteers work within tbe agency (their tasks, with 
whom, etc.) and how the program is administered. It 
signifies th~ extent of the volunteer program's po
tential contribution to the total agency effort. 

The basic decision can be divided into several levels 
of consideration, which in turn c:an be translated into 
different types of models. The models deal with var
ious a~pects of the basic question, "How will the 
volunteer program operate?!' One type of model is 
the organizational model which specifies how the 
program will pe adminis.tered. Another is the service 
model which reflects the types of activities in which 
voluntee,rs will engage and darifiesvolunteer-staff 
relationships. 

" 

ASillstclnt Director 
fOr 

Institutional Services 

\t .. 

The notion of,models is a helpful way to examine 
v~lunteer program operation within an agc;:ncy and is 
presented here for that purpose-along with a gen~ 
eral assessment oft/le advantages and disadvantllges 
oibbth types. c' • 

1. Organizationaimode/s, Volunteer services can 
be related to the agency program in two principal 
ways: Modell ~ as a separate unit within the agency, 
and Model 2-as an integral part of the agency pro-
gram. 

C Modell-The Volunteer Program as a 
, I)' SeparateV~it. 

Under this model, the volunteer program is ad
ministered as an almost' independent operation, 
connectingorily peripherally with other agency serv
ic~s. The volunteer program administrator is '. as
signed overall managementresponsibiIity for the pro
gram and its operations including recruitment, 
screening,' training, and assignment, and possibly, 
the supervision and evaluation of volunteers., These ' 
functions are generally ,carried out independently of 
other staff members. 

The organizational model is shown in Chart 1. 

Assistant Director 
for 

Field Services 

Supervisor Volunteer 
Program 

Administrator 

8 

Chart I ..... ORGANIZATIONAL 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 commend it: 

• Being attached to only a segment of the agency 
program, it restricts the use of volunteers 
rather than taking advantage of their contri
butions throughout th~ 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 develo'p
ment. This restricts both input to the volunteer 
program as well as output from it to ad
ministration. 

The positioning ~t 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 divis.ionof 
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 gen~ral 
resource development, program planmng, 
monitoring and evaluation and system change 
in the community. 

• Being assigned both administrative and super~ 
visory responsibility for the program, the vol~ 
unteer program administrator has an unreal
is tic workload, both in terms of the nUIl1ber 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 impossible 

to assume responsibility for the management 
, of a volunteer program of any size ' 
and also provide direct su 
volunteers. To attempt this will 
result in limiting the number of 
poor supervision, or both. 

• Placement as a separate unit at the lower 
of the organizational chart demonstrates 
the program is cut off from "line operati 
separated administratively in terms of au 
ity and normal agency communications 
and results in parallel rather than 
operation. 

Because of these obvious disadvantages, Model 1, 
the Volunteer Program as a Separate Unit, is not 
ferred. If it is chosen, the administrator should 
aware of its severe limitations. 

Model 2-The Volunteer Program as an J 
.. ; Part of Agency Program. 

Under this model, basic responsibility for the 
volunteer program is placed in the regular agency 
of operations and is carried out by prore:SSlonal 
personnel. Responsibility includes identification 
needs, volunteer prOgram planning in relation 
other agency programs, development of volun 
program policy and procedures; participation in 

. recruitment, selection training, placement, 
supervision of volunteers; and evaluation of 
volunteer program. 

Responsibility for specialized support services for' 
the volunteer program may be centralized and 
in a separate unit for a number of reasons, ...... ~'~ .. ,.et 

efficiency, visibility, and the accessibility of special
ized help to all levels and units within the agency. T 
accomplish this, "staff" s~rvices such as 
ment, selection, training, and program evaluation 
may be placed either as a separate unit at the 
level of agency operations (Chart 2), or as a special 
nit attached to the agency director's office (Chart 3). _ 

Chart 2. 5EPARAr:E UNIT 

~ Agency Director 
.J 

,. 

1I 

I J 
Assistant Director Assistant Director Assistant Director 

Institutional Field Services Volunteer Services 
Services 
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Under Model 2, the volunteer programass~stant 
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 levels., 
Primary responsibility for the volunteer program re
mains in the regular operational line ?f. the ag~ncy. 
New programs are integrated into eXlstmg umts or 
established as additional units within the general 
structure of the agency. 

--" 
Assistant 
Director 

Institutional' 
Services 

Chart 3. SPECIAL UNIT 

---
Assistant 
Director 

Field 
Services 

SpeCial Assistant for 
Volunteer Services 

Either of these arrangements provides special 
emphasis for the volunteer program and c~n.t~alized 
support service while placing basic responslblhty, for 
the program within regular units of the agenc'y' 

The following examples illustrate how thiS model 
would actually be used: . 

. a. Example one. The agency decides that field 
.;ervices might be improved by having a staff member 
~M volunteer working jointly from the ti,me of case 
re'~eption instead of c~lling in a volunteer only after 
the. field staff member has identified a need. 

A small, special unit of five st~ff me~ber
volunteer teams is established with a umt supervisor. 
The unit will beresponsiblt " for a certain group of 
youth served by the agency," . . . 

oThe unit will be set up within field serVices and the· 
unit supervisor will' be responsible to the Assistant 
Director for Field Servk.es. 

b. Example two. The agen<;y decides its ~ervice ~e
mandsso far oUlstrip:staff resources that It m.ust l?
crease its budget sign.ificantly to do a decent Job, 10 

addition to expanding volunteer services: . 
The agency staff decide that speCIal effo~t IS 

needed beyond that which they have the time, skIll or 
communitycontllr,ls to provide. The agency creates a 
special "task f~rce" composed .of v?lunteers and 
agency staff to more accuratelY IdentIfy and better 
document needs, to prepare a realistic program plan 
and sell it to the community. This task force should 

be attached administratively t9 the agency executive's 
office.' : \1 . 

. In both examples the voluri.teer program director 
(or special assistant) provides 5'ioecialized and supple
mentary assistance to the vol'unteer program effort, 

. but the primary responsibility' for the program re
mains with "regular" agency staff, r~gar~less of the 
volunteer program's level in the orgamzatlOn. 

Model:: 2; The Volunteer :prol~ram as an Integral 
Part of Agency Program, has m~i\DY a~vantages over 
Modell because it is administratively mtegrated. Es
sentially, it reinforces thec:onc,ept. that volunteer 
activities can playa significa:nt ro:le m. all a~pec~s of 
the agency's responsibiliti~s. This apphes to Its ~I~~C~ 
service possible whenever It places staff responslblhty 
for volunteer activities within .the. regular a~
ministrative structure. This makes pOSSible (but of It
self does not insure) a partnet'ship ~~tween staff and 
volunteers that is not likely to occur 1.0 Modell. 

2. Service models. Organizational Model 2,. The 
Volunteer Program as an Inte~ra~\ P~rt Of. the 
Agency allows for more op(ions m s~rvlce dehvery 

thod~ than Modell. Where volun[;~er efforts are 
:~egrated with'regular staff activities tproughout all 
levels in the organization, the volunteen\program can 
be rIiore versatile and service delivery.arrangements 
more varied. For example, the fo~lowmg models of 
direct service delivery are then pOSSible: . 

a. Direct service staff l and volunte~rs ~or~ on dif
ferent types oj cases under supervisor s dlrectlOn; 

supervi~ 

i; L..... ___ .,-------
Volunteers ~ 

\[/ 
i' 

C",se Type "A" Case Type "S" 

b. Directservice staff and ''1'olu~teers. work c~llab
oratively on same cases, perfprmmg different lUI'1C

tions, under supervisor's direcl~ion; 
'I 

super:'is;lor \ 

'\ 
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c. Direc~ service staff and volunteers work in
dependently on same type oj cases, under super
visor's direction; 

Case Type "A," "B," etc. Case Type "A/' "e," etc. 

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

Case type "A," "B," etc. 

Agencies adopting Orl~a.nizational Model 2 are f;ee 
to use as many of thes~\\ service delivery models as 
their program needs indicate and staffing abilities 

c) permit. This variety of service delivery models per
c mits a differential use c.\f staff, with important 
implications for staff upgral;iing and hiring. 

The expanded use of volunteers under these direct 
service models (on similar ~ypes of cases, different 
types of cases or by functions) can lead to better staff 
and volunt~er deployment. Giving volunteer csuper
vision assignments to agency t)rofessi'onal direct serv
ice workers could h~ten thell' career advancement 
and increase worker satisfa{~tion. Also,' concepts 
concerning volunteer utilizati~n can be tested (e.g., 
Do vo!unteers better perfori~ an enrichment of 

" 1!1 

\1 
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supplementary service role or a primary direct serv 
role?). 

Multiple staff-volunteer work relationship op 
,are also desirable for activities other than direct serv
ice e,g. "resource development,program evaluati 
advisQry .boards, task forces, program moni 
child advocacy, etc. 

Certain potential problems are associated with 
of these multiple options. For example, agency 
at all levels must be trained adequately to work 
volunteers. This includes accepting the value 
volunteer efforts as well as the ability to provide 
sultation and supervision to volunteers. It 
requires that the agency be open to questioning of its 
methods and experimentation. When these 
ditions are met, there are .limitless opportunities 
volunteer 'activities-"all with a high payoff for 
volunteers, staff, agency clients and the community 

., 

B. Staffing Volunteer Programs 

~taffing fl)J a volunteer program should be 
mensurate r~vith the scope, complexity, 
importance of the program to the agency. It 
also reflect the nature of the agency, its needs, 
how the volunteer program is integrated into the 
eral organization cof the agency. Many 
personnel will spend part of their time as 
program statf~m~mbers. Others will be full time; 
Some will work cQ0peratively with volunteers, 
will supervise~hem, an(toth~r;s will use the results 
volunteer actiyities. In this, §ense, the "staff" of 
volunteer programi:!s as large as the nature of the pro-
gram defines itselfil<i:por this reason, there is no ' ' 
'pattern or model Mb~olunteer program staffing . 

In addition to'~~~eralagency staff who ',' ' 
volvedin various asJ~~~\~50f vol~nteer progral'n " 
ning and implemeri~Jt.t,ipn, at least one full~ , 

,.;< (')-

st;3.ffer is needed to si:iry~ as volunteer program 
ministrator or special~\~~;s?he pot~ntial return ' 
volunteer activiti,es ¢f;{fi~#;l1~Jy warrants at least 
full-time position plti~l'\I~~.s~ary secretarial 

·,services. In a middle .. size'f~l~iarge agency, mOre 
one position is probably''ii~~~~d to handle 
development, staff and vQI~rft.e~)"s consultation, 
specialized support servidi$!(;(tt~jning, 
etc.). , ~i:~:'\Y'\~~,;, " 

The volunteer program adm:i\ii¥i~~tor (or' 
ist) should be located at the high~:st<}ibHcY , 
tion' and program planning levelV>~t1;l.n;"the "''''~'''W.l', 
Therefore f this person should eith9~)W.~hached 
the agency executive's office orgive#;~o)'2i,::d~vjsi 

f", _". v' ,:~ 
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level ~tatusas suggested in the Organizational Model demonstrated record of accompli~lhment and high de-
2 chart ,presented earlier. In either event, the ap~ \ gree of commitment. Also, civic~,and public service 
pointee shOUld be included in all "cabinet" meetings Ii organizations such as the League ~)f Women Voters, 
and be ih the regular line of comnnmicatioQs the National Council of Jewish Women, the Junior 
throughout'tne agency structure. Without "cabinet League, RSVP, Rotary, Kiwanis, Lions and Cham-
level" represem!ltion much opportunity will belost,\ ber of Commerce are fertile recruitment sources fOr 
for mutual interchange and influence between the locating a volunteer (non-paid) program administra-
agency and volUnteer program. The volunteer pro- tor. Organiz~~tions should be canvassed that have 
gram is, in effect, 'disenfranchised; both the program shown an interest in the service area represented by 
and the agency are lh~ers. the agen(:y looking for a volunteer administrator. For 

1. Alternatives to\o/ full-time volunteer program example, if thC')uveniIe .courtis looking for a volun-
administrator. As indiGated earlier, any agency can teer\\prOgram administrator (non-paid),an organiza-
easily justify a full-time:\paid volunteer program ad- tion\~hat is or has been studying jltvenile delinquency 
ministra.tor on the basis of increased and more' effec- problems and programs would be a good source. 
tive services provided. Ho~"ever, if this is not.-possi- I~' 
ble, there areaHernative wa~l,s to staff the volunteer However, a note of caution: A nan-paid staffer in 
programQn a beginning or int~rim basis: an organization of paid positions, in our society, gen-

• pa\\t. -time, paid volunteet p.rogram administra- erally accrues low status unless fadb-~ dictate other-
tor.~ \, ' wise. Countervailing influence, such as the person's 

• Usin~ an existing staff merrlber part-time. prestige in the "community or techniques applied by 
• Creating a new, part-time paid position. the agency (proper job title, placement upwards in 
• A volunteer (non-paid) yolunte.er program ad- the organization chan, clear directives from the chief 

ministrator. " executive) can ameIiot~te this problem. Also, the 
A drawback to the part-time volunteer program agency seeking a non-~aid volunteer program ad-

a'dministrator approach is that the staff member's minfstrator should recognize that it is placing heavy 
time devoted to t.hisimportant function, will conflict demands on a person without the usual remunera-
with other job demands or outside interest.s. Also, tion. Other rewards or reinforcements are necessary 
designating this position "p~rt-time," wheth~r paid to provide continuing motivation. 
or unpaid, imparts asehse or'lesser importance'~bout These alternative methods of staffing the volunteer 
the volunteer program to other staff membeI'$. In program administrator's position should be used 
most instances where part-tjJ1'e adminis.trators h~ve only when a fuIl-time, paid position is impossible. 
been used, volunteers were involved primarily in pro- Even then, this interim arrangement should not be 
gram enrichment or supplementary activities with seen as the ultimate solution. However, the interim 
scant participation in planning', policy~making, and staffing arrangement'; might be incorporated (on a 

\'\ syste',m .. ' mOdl,·fi~at"io~. Under this arrangement, ~om- .\"" ,paid, or non-paid basis) into the long range plan by 
\ \numty education IS a chance by-product of direct c., \ makmg that person a permanent part of the volun-
\\~!'i~actiVity and not a conscious, planned, effort. , t~~r program staff. 

.JThe volunteer (non-paid) program administrator . 
method has been used\with varying ciegrees of suc- "" 
cess. Its· effectiveness. depends upon recruiting a C. S,kills Required of a Volunteer Program Ad· 
v~l~nteer with th~ skills necessary to develo~ and ad~ mini$~rator 
mmlstrate a quahty volunteer program. ThiS persorl" \, (J 

must also have enough time to devote to these taskS' Tradrt,jonally, staff members responsible for the 
and' be able to make a~commitment of sufficient \; managerl1~ntof volunteer programs have been re-

'length to insure. familiarity with agency program ferred to a~ "volunteer coordinators." Historically, 
methods and staff, and to allow development of an and in mos\~ instances today, duties performed by 
effective volunteer plan; This approach is most sue- most volunteer coordinatOrs are essentially within the 
cessful when the person selected has extensive ex- realm of prQgt~m enrichment. As such, volunteer co-
perience'in community, civic and volurtteetactivities. ordlnator positions are usually found sev~ral layers 

One good potential source fora qualified vol un- below the top p)anning and administrative levels in 
teer (non-paid) program' administrator is privatein~ agencies and are \Wt "considered' an integral part of 
dustty. Many.cprpQl'ationshave loaned executives to the delivery system:", 
WOrthwhile community-oriented agencies with a An agencY wishing. to establish an effective volun-
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teer program must be prepared to make the same 
level of commitment to the volunteer ffogram as it 
makes to the general professional se~l~cesprovided 
by the organization. This means tha~ the volunteer 
program must be administered by a volunteer pro
gram administrator who should be considered 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 write 
effectively, make decisions. 

• Knowledge of problems, practices, an,d "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
able risks. 

• 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 volunteer 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 trained in the areas 
outlined above. 
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D. Staff Orientation to Volunteers 

An orientation of regular staff to the value 
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 
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 
tially due to staff resistance. This problem is "I\.'''L·
early overcome by training staff in the use of volun
teers before they com~, thereby heading off staff 
sistance before it begins. 

However, if staff resistance' does persist, the ad
ministrator's first task is to identify its nature and 
source. It may be attributed to a lack of staff s 
for supervising volunteers; an uncertainty about 

, . 
capabilities of volunteers or the respective roles' and 
responsibilities of volunteers and staff or 
insecurity about their own jobs. In all these cases 
resistance is best met by facing it openly with vU!'.V'''F, 

inservice and orientation training specifically 
to the source of the resistance. ,~ 

The content of this training will vary, but wherever 
possible it should be integrated into the agency's reg-' 
ular ongoing inservice training. Wherever possible, 
techniques of group discussions, role playing, sem-" 
inars,audio/visual aids, etc., should be, utilized to 
make the training more interesting and attractive. T 
enhance creditability, experienced staff and 
teers may.conduct these programs. 

In addition, training in the uses and supervision 
volunteers should be incorporated into the 
tion of all new agency staff. The National Advisory 
Commission on Criminal Justice Standards 
Goals recommended that all corrections agencies" 
take immediate steps to plan and implement orienta-' 
tion programs for staff. Z This recommendation has 
been strongly supported by the findings and 
mendations of various Presidential COlnmissions and, 
national standard setting organizations in the juve- ' 
nile justice field. All new employees (professional,' 
secretarial, food, service, maintenance, 
educational, business management, etc.) should 
required to attend the orientation sessions. An 
portant part of the orientation program should 
directetl towar~ acquainting new staff members with' 
the volunteer program. 

It is important that sound planning go into decid
ing which aspects of the volunteer program to pre- , 
sented in orientation. I,'A well~planned and executed 
orientation program can have a significant impact on, 

" , , 

. .... 1, 

the development of constructive employee attitudes. 
Introducing 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 .include, but not be limited to, the fol
lowing: 

• The agency's philosophy pertaining 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. 

• 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. 

• Identifying some of ". . . the common mis
conceptions or 'myths' about volunteers;"l as 
follows: 

1. Volunteers are not dependable. A plethora of 
existing volunteer programs demonstrate the reliabil
ity and dependability 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 
(Phoenix, Arizona), and' many other' demonstrate 
that volunteers can be recruited and trained to per- (; 
form any task in an efficient and effective manner. 

While it is true that volunteers are not paid and 
that they may work 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 ~~a~ple! the 
Hennepin County Department of Court Services 
implemented a special project designed to: 

• " ... recruit, select, and train 30 volunteers to 
conduct predisposition. reports and present 
them to the juvenile court" 

• " ... recruit, select .. and train volunteers to as
sist in the improvement and delivery of ju
venile intake services. "4 

Volunteers recruited for the project were required 

to make, " ... a three-year commitment .... " of 
time to the agency, were expected to participate in an 
intensive five-month training program and " ... to 
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. 6 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. "7 

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 
existi'1g 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 resources. 

4. Volunteers cannot be trusted to handle con
fidential 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 SQ

cial studies and to conduct intake interviews. Sim-
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Barly, in Worcester, Massachusetts, volunteers were 
. trained to prepare court social s·tudies. These, and 
other re~ponsible volunteer Pl;ograms elsewhere 
clearly document the fact that volunteers treat con
fidential information responsib~.y. 

Wherever possible, orientation materials for n.ew 
staff rrtembers concerning the volunteer program 
should be redu,ced to writing, integrated into the gen
eral agency operating manual given to all new em
ployees at the orientation sessions. These orientation 
sessions should be conducted by the volunteer pro
gram director and his staif. However, it is equally 
important that the administrator or director of the 
agency, along with other top level administrative 
staff, participate:, in the orientation sessions. This will 
communicate to new employees the importance of 
the volunteer program. 

E. Designating Responsibilities 

If volunteers are to engage in a variety of activities 

within 8,n organization of any size or complexity, the 
question, "Who is responsible for what?" 
frequently. If volunteers are to engage in activities at" 
various levels within the agency, the question be
comes even more complex and frustrating to all 
cerned. One way to examine this question and 
termine responsibility in some logical fashion is to 
plot areas of volunteer activity and are8,5 of staff 
responsibility in a grid similar to that pictured i 
Table 2 . 

• Make certain that the objective to be achieved 
is clearly understood by all parties and is 
duced to Writing. 

• Determine the section of the agency in which 
the activity will occur and which staff member 
will have the final decisionmaking responsi 
ity for it. 

• All Staff who will be affected by the 
should have a voice in its planning and 
mentation. 

• The staff who will be working directly with 
o 

Table 2.-AREAS OF STAFF RESPONSIBILI'fV AND VOLUNTEER ACTIVITY. ' 

Volunteer Activity 

l:! 
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Volunteer 
Pfogram 
Planning 

Recruit and Select 
Volunteers' 

Assign 
Volunteers 

Orient and Train 
Volunteers 

Consultation to , 
Volunteers 

Supervision 
of Volunteers 

Evaluation 
of Volunteer 
Program 

Direct 
Services 

Program 
Evaluation 

,;' 

, When a volunteer project or aciivity is contemplated or implemented. this grid can be 
used to determine which individuais in the agency should be involved and who ~hould tie 
liven primary responsibility for specific staff fun.ctioi~. The following guidelines can be 
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~sed to idendfy those staff who should be inv'olved in the various "'olunteer 
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volunteers should be responsible for their (Le. supervision of volunteers in direct s(~rvice 
supervision. activities should rest with line professional 

• Decision mqking with respect to any aspect of staff). 
volunteer p:}ogram planning and implementa- Two examples are shown in Table 3. In each in-
tionactivities should be located at the lowest stance the underlining denotes the staff person pri-
possible organizational level within the agency marily responsible for the activity. 

Table 3.-STAFF RESPONSIBILITY FOR VOLUNTEER PROGRAM ACTIVITIES 

;:amPle ): The agency has decided to use ~\group ofcomrnunity volunteers as counselors for youth on probation. (Diflect service) 
xample 2. The agency wants the commuOily to establish two grpup homes for delinquent youth. (Resource deve!opml:nt) 

1-

Volunteer 
Program 
Planning 

Recruit and 
Select 
Volunteers 

Assign 
Volunteers 

Orient and 
Train 
Vo(unteer.s 

Consultation 10 

Volunteers 

Supervisiori 
of Volunteers 

Evaluation 
of Volunteer 
Program 

Volunteer Activity 

Example) 
Direct Services 

Assistant Director. Field Services, 
Director of Vohmteer Program, 
Supervisor-Field, Line Worker-Field 
and Volunteer. 

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

Supervisor-Field, with help from 
Volunteer Program birector and Line 
Probation Staff. 

Director of Volunteer: Program, 
Training Director, Assistant Direc
tor-Field Services, Supervisor-Field, 
and Line Worker-Field. . 

. Example2 
Resource Development 

Assistant Director, Institutional Services, 
Director of Volunteer Programs, Agency 
Executive, Volunteers, Supervisor-Institu
tion, and Line Worker-Institution. 

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

Assistant Director-Institution, with help 
from the VOlunt_eer Program Director. 

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

r-~----------~~~'~'-----r----------------------~ 
,Line Workers, Supervisor-Field Supervisor-institutions and others .. 

-----------~~.~~------~------+~------~------------------------~ 
Line Workers,Supervisor~Field,<: Sueervisor-Institutions. 

~-----~~~~-------~~r----~~~~""~~--------------~ 
Research Director, Assistant 'Direc- '''I~" -Re~earch DireCtor, Assistant Director, 
tor-Field Service and all. other aget1cy st::: .' Inst1tuiionDirectof a'rldal! other agency staff. 

__ ~_---, ________ -~.::.:.;c'-':;;";' '~,'::."",,,,<" ",, __ ~ __ --I 

" F. Volunteer Supervision 
, ~. ~:::'<:."- -- \ . 

of a study of the HennepinCollnty Department of 

As noted in Taple 3, responsibility for supervising 
volunteers is del~gated and a$signed to staff members 
who will be working directly with them. Supervision 
of volunteers should not be the function of the volun
teer program director. (See Paragraph A, "Organ-

,ization and Service Models for Volunteer Pro-
~,,,grams".). , 

" 'Qne of the most significant problems .in volunteer 
programs is that staff lack sk;illsin'supervision. This 
issue has receiv~cj considerable attention .in recent 
years"and has been,-.:~ concern of mapy national 
organizations dealing w-itn.:'yqlunteerism. The results 

"::::.":~;:,:~"'". ' 

';:;':;:;::::':::'z:::::.::::" 

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

Court Services (Minneapolis. Minnesota)' illustrate 
this problem and what can be done to corr~ctC it. . 

"The Hennepin County Study, after compiling . ~ . ~ lfilonnaUon lrom volunteers and probation of-
ficers (on a number of questions concerning the 
adequacy of supervJ~ion) drew the following 
conclusions. . 1/, " 
"Conclusion I. vA reiatively large percentage of 
the proba,tion staff involved in the study feel 
they are inadequately prepared to supervise 
volunteers. (1) 80%, felt that they did not com
pletely understand their role expectations as 
supervisors. (2) 70070 felt that they needed ad-

.. 17;:':" ':::'~:"":. 
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ditional training to adequately supervise volun
teers. (3) 68% felt they didn't totally under
stand how to fill out volunteer request forms, 
and (4) 730/0 felt they could use some training in 
giving volunteers information on community re
sources. 
"Conclusion IJ.'-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) 750/0 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 resistance, high 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-
t}' fication and objective-setting and in being able 
!.'.' candi~ly to evaluate the volunteers' per-
'.r.· formance. 9 
~~.; 

" Before volunteers are introduced into an agency, 
" ;.;> ',;}.:: steps should be taken to insure that staff are -, ~~:~'~.; i~ equipped with the sHUs to work with and/or super-':1 <yise them (depending on what the staff-volunteer 

" : _: r71atiGri:;~~p~~il\be)~;t~l,~sho~ld ~e train~d. to pro~ ", , , . 'IS 
Vld. e vo~un. t.~er~ 'WI.thgUlg~?Ce dlr .. eCtI. on, tra. mmg a. ~d 

"-, . evaluation. It cannot be assume4.~s the HenneI'm 
, " "'. . C()Unty study on-":""li4,pervision shdws~=-tliat profes

-';t Cc~,,-,.:~~~~~~al-s;~,~f ~ill' automatiFally be able ~o work w~th 
',c anQ<c. s\!per",~se volunteers.>,.Good direct service 

"'-'-. 

workers de not necessarily make good supervisors. 
This should not be surprising given the 
examples of good direct" service workers (pro 
officers, child care workers, intake staff, parole 
agents, group counselors, etc.) who have <lcc".n,,, 
supervisory positions without having 'the 
skills. This situation resulted in poor performance 
their new positions. Where volunteer programs 
already in existence but no supervision training 
been provided to staff, such instruction should be 
priority. 
, It is important to note that volunteers need 
want guidance in doing their work. They want 
grow and improve their skills and performance. Just. 
as paid staff, volunteers need reassurance 
positive reinforcement. They want to have their 

. farmance evaluated and to be assisted in areas where' 
improvement may be necessary. 

To provide these services to volunteers it is 
mended that, at a minimum, supervision training 
staff should include the following: 

• Job cladfication and objective-setting. 
struction in these procedures will help . 
that both the supervising staff member and 
volunteer clearly understand the job to be 
formed and how to do it. ThiD process 
minimize potential problem areas by clari 
ing: .... 

• The volunteers specific duties, responsibili 
and authority in performing their tasks. 

• The responsibility of volunteers to attend i 
service training sessions staff meetings, 
training sessions; etc. 

• How often the volunteer and his supervisor. 
should meet and what is to be discussed. 

II The res.ponsibiilty of volunteers to 
necessary report forms and data gathering 
instruments. 

• How to evaluate perfOrmance. 
• How to serve as a consultant and teacher 

assist in upgrading the skills of volunt\~ers. 
One significant aspect of volunteer-worker-su 

visor relationships often overlooked is the vol 
t~er's contrjbution to the j()bbeing done by the paid 
~orker or supervisor': The receptive worker or 
visor can learn much from volunteers~ Often 
teers discover information or have im;ights and 
that can be useful to workers and 
volunteers. are encouraged to" share these 
butions anclirthe worker or supervisor is capable 
handling them. Volunteers may-on the basis of 
ferent perspectives, past c experieiices, or 
exposure to the agency program-see quite di 

" 
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~ ".' . ~ .. 

',' ',' 

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

NOTES 

, Direct sm·ic. slaff r.r.rs to th. ag.ncy work.r who ha, dir.ct contaci wilh Ihe clienl, 
i .... depending upon Ihe agency or unil wilhin an agenc)', it would b.lhe probalion of. 
ficer, child care work.r, parole offic.r, .IC. 

, National Advisory Commis>iun on Criminal JU\lic. Siandard. and Goal., Cor-

rections (Washinglon, D.C.: Gov.rnm.nt Prinling Office, 1973), p. 494. 
• Heallh and R.habililaliv. S.rvic.s, Stundards and Guides. p, 13. 
, D.partm.nt of Hennepin Count)· Court Servic., A Team Approach (Minn.apolis, 

Millnesola: H.nn.pin Count)', 1972), p. 3. 
, Ibid., p. 35. 

• Ibid., p, J!. 
• Ibid .. p. 37. 
• Ira M. Schwartz, Department 0/ Court Services; Volunteer Program Survey (un· 

published surv.)·, Henn.pin COUnl)', Minn.sola, 1972) cil.d b)' han H. Scheier and 
Judilh Lake B.rr)':Guidelines and Standards/or the Use 0/ Volunteers in Correcllona/ 
Programs (Wash'nglon, D.C.: Government Prinling Office, 1972), pp. 56-57. 

• Ibid., p. 57. 
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'~HOW-TO-DO-IT" INFORMATION 

SUMMARIES 

Introduction' 

," ~, 

These information summaries are intended to provide only a few first prin
ciples for a given subject area, plus,references for the reader who wishes to 
pursue the subject further. ' 

Information summaries, especially designed for criminal justice usage are 
designated by an asterisk in the subject index below. The other information 
s:ummaries are nevertheless readily adaptable for criminal jl:lStice volunteer 
program planning and operation. 

Subject Index to,Information Summaries 

Volunteer Program Syste~" 

1. 
2. 
3. 
4. 
5 ".' 
6. 
7. 

Planning a Volunteer Program 
Boards of Directors 
Fundraising 
Public Relations 
Record-Keeping and Evaluation 
Insurance and Liability for Voluntee.rs 
Workshop and Conference Planning" 

Vol¥Dteer Program Functions 
8. 
9. 

10. 
11. 
12. 

* 13. 

Recruiting Volunteers 
Screening, Interviewing, and~]Placing VQlunteers 
Orientation and Training of Volunteers' 
Motivation, Incentive, and Support for Volunteers 
Volunteer":Staff Relations 
Volunteer Turnover Rate 

Special Information/Issues 

14. 
IS. 

* 16. 
* 17. 

18. 
* 19. 

Fact Sheet on Volunteerism 
Status, Issues, and Trends in V9lunteering 
State of the Art in Criminal Jt1.<;tice Volunteering 

i)Mi:oority Involvement 
Religioni!: and Volunteering 
Volunteers with Victims of Crime 

II 
1i 

Special 

* 20. 
21. 

Resources It 

Mini-Library of Corrections Volunteering Resources 
Volunteer Readershi-p Catalog ,(. 
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Each information ~I~mmary contains general principles in the subj ect 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 i~ 
more than one subj ect 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 subj ect of volunteering, and hence our 
inclusion of the catalog in this portfolio. 

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 av~ilable upon request from: 

\"') 

National Information Center on Volunteerism (NICOV) 
P.O. Box 4179 
Boulder, CO 80306 

Steve Hansen, Library Coordinator 
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1. PlanningaVolunt~er: Program 

Your plan shOUld answer five questions, mU.ch like the ones you would deal with 
in planning any. trip. 

Where are we now? This is the baseline. assessmen.t. It shol.lld incl1.lde the' 
number and nature of volunteers you may' have now, receptivity of agency and 
staff to volunteers, current clientneedsunfilled3 etc. 

Where dowewant.to·go? This:i,.sthe'destination question. The answer shOUld, 
!:1pecify goals and,where numerical targets can be add,ed,. e;obj ectives. These 
should be basedon justified real needs currently unfilled (need assessments), 
and a further justification that volunteers can £i11 these needs effectively. 

How do we get there? Here you need to conside.r addi tiona1 reSOU1:'ces available~ 
and T,leeded, including additional staff and volunteers for program development: 
Then you need to develop clear budget information, a plan for procuring additional 
neede& ressmrces, and at least a preliminary layout of proposed strategies for 
addressing major volunteer program fun~tions such as orienting staff to volunteers; 
record keeping; and evaluation. (See ~ther information 5unlmaries in this section.) 

How long will it take? Se't for YQurself' time targets for achieving program 
goals and objectives via theproposedme,thQds .and strategies. These can ,be 
modified "On the basis of experiejlc,e as you go' along, but they are valuable as 
milestones in gauging progress. iI 

How,'willwe know when ''Ie arrive? This.is evaluation. A design for ,evaltfatiQn, 
and thtf record keeping whtch supports i;tl should be bun t into your original 
plan (see Section 5) ." , ol' 

Don'tplan for other people; plan with them.You~ planning committe.e should: 
include a good sample of people who will participate in the program and/or 
be impacted by it. ".,,' 

'f- , ' Q-

A thorough '!olunte.er . Pl'. ogram ~lanni.~/.gproce's~~ carieas. ily. takethr~e to six 
months. DonI t rush ~t. On the Qth~r hand, lof you Ire st~l1 plann~ng two years 
later, something is: probably Wro11g with the agency's motivation for volunteers 
Or in the decision-1making process. 

, I 4 • • 
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REFERENCES FOR PLANNING A VOLUNTEER PROGRAM 

The following books include sections relevant to planning volunteer programs. 

Volunteers in Juvenile Justice: Prescriptive/Package, Ira M. Schwartz. Single 
~~~~~~~~~~~~~~~~~~~~~~;~~~~ 
copies available free of charge from: Natfomi1 Criminal Justice RE;lference Ser-
vice, P.O. Box 6000, Rockville, MD 20850. 1977. 

Effective Management of Volunteer Programs, Marlene Wilson. Volunteer Reader
ship, P.O. Box 1807, Boulder, CO 80306. 1976. $5.75. 

How To Do It "Kit"--Aids for Volunteer Administrators, National Center for 
Voluntai-yAction •. VolunteerReadership,P.O. Box 1807, Boulder, CO 80306. 
1976, $12.50. 

,-i \\ 

How to Manage a Nonprofit Organization, John P,isher. Volunteer Readership, : 
P.O. Box 1807, Boulder, CO 80306. This text is a resource for those starting' 
or already inv()lved ina nonpr~!it organization. It treats planning and evalu
ation, resource development, management and administration, volunteers, per
sonnel, communication, and governmental relations. 1978, $16.50. 

Volunteer A!iministration: Readings for the Practitioner, ed.by Larry F. Moore and 
John C. Anderson. Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. 1977, 
$6.25. 

MBO for Nonprofit Organizations, Dale McConkey. Volunteer Readership, P.O. Box 
1807, Boulder, CO 80306. The author shows how theMBO (Manage~nt by Objectives) 
system can be applied .to nonprofit organizations and managers. Actual case studies 
involving representative organizations in the nonprofit sector are included to 
.help dem()nstratehow MBO can and does improve organizational and managerial 
effectiveness. 1975, $13.50. 

Bootstrap Fundraising for Human Service Programs: An Adult Education Course and 
Basic Primer, edited by Babette W. Reigel, Volunteer Readership, p.O. Box 1807, 
BOUlder, CO 80306. 1977, $5.00. 

<J 
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2. Boards. of Directors 
\\ 

Working with a board is easy, if all y.ou want is tokenism. If you want the 
full benefit of policy board volunteer contributions, you have a difficult 
demanding, sensitive task ,pefore you. Our "fir?t few principles" will be 
only a beginning. Study ()fsome excellent available references is highly 
recommended. You should also consider engaging a volunteer or paid consul-
tant on boards. c' 

-Think about the five CIS: Clarity, fonstituency, Capability, Clout, and 
Consistency of suppo.l't. 

1. CLARITY; What is the mission and purpose of the host agency or 
organization? . If you can't be c.l'ear about that, how can you expect 
to be clear about the role of the board within the organization? 

What is the mission and purpos~ of the Board witllin the organization? 
What part of the overall mission is it the Board's task to fulfill? 
Is it advisory or policy; fundraising in emphasis, or otherwise; 
etc. ? 

With the answers to these questions you can Come up with a "job 
description" of sorts for your Board." Then be sUr'e the Board members 
know their responsibilities, before they are recruited, if at a1,l 
possible. 

NeX,t, s"elect or re-select your board volunteers with these three C' s of selec
tion/ern/ mind (items 2-4 following). 

I" 2. CONS'1:J,XUENCY: Repre~ent on your board'\grOUps who have-~ ~;take in what 

\ 

youJare doing, and uniquely valuable life experience to contribute. 
\ Th~!constituency selection might be oriented geographically, by age, 
"~"-""- 3!fx, ethnic group, etc. ,or by some combination ()f the~e. You should 

-~:.:;-also trY'o.to represent the clients you serve on your board. 

3. CAPABILITY:· The consideration here is the skills you will need, 
based on your board "job descriptlon"; for .example,,, fundraising, 
public relations, legal skills, special areas of expertise, etc. ,y" 

IC' -" 

4. CLOUT: Go for at least a few "door~6peners;" the people who can get 
through to the other people it is }mportant for you to reach.' 

I ........ . 
One person usually can represent more thf~n one of the" above, three CIS ()f board 
selection. The finalcharatteristic tOJbear in mind is. "" 

5. 

/' 

CONSISTENCY OF SUPPORT: _ Alr:lO~~ always, board members are volunteers 
and require all the Tender-~oving-Care service volun.teers do, and may
be ev~n more. RecognitioIY; training, enabling funds, (perhaps) regp
lar s~ff support will bp exceedingly important. Perhaps most crucial 
of all is the message o.nly staff can give them: "your work.and recom- if 

mendat;on~are beil),g;,J&kenseriously, and' followed"}thr~~gh' on. 'I \ 
<0 )) 

\ 
\.., 

.\ 

\ 
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REFERENCES FOR BOARDS OF DIRECTORS 

How to Manage a Nonprofit Organization, John Fisher. Volunteer Readership, 
P.O. 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. 0 

The Effective Voluntary Board of Directors, William Conrad and William Glenn. 
Volunteer Readership, P.O. 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 deve~opment, 
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 \'lhere staff members ought to become involved. f976, $7.25. 

The Board Member: Decision Maker for the Non-Profit Corporation, Pau~ine Hanson 
and Carolyn Marmaduke. Volunteer Readership, P.O~, Box 1807: Boulder, CO 80306. 
Utilizing a freestyle checjd~~t approach,the authors explore four major areas 
necessary for topnotch board participation. Sections examining the local community, 
along \dth policy making, and an overall background on the many functions boards 
perform are completely prese~~:ed. Sensitive lea.llership for. the goal-centered 
board is the final area covered in this current training guide written especially 
for the individual board membe;r. Board members may individualize their copies 
by using the checklists and making personal notar~?ns. 1972, $3.75. 

Taking Your Meetings Out of the Do 1 d.rums , Eva Schi.ngl er-Rainman and Ronald Lippitt. 
University Associates, Inc., 7596 Eads Avenue, La Jolla, CA 92037. The emphasis 
is away from rigid control by authority figures, formal rules, regulations, 
procedures, and standardized rituals. Instead,; thl~ process leans heavily on 
human interaction more congruent with democratic Hleals. This model holds respect 
for personality, group part'icipation in decision ma,iking, freedom of expression, and 
mutuality of responsibility, as high ideals. Includ;ed in this improvement strategy 
is a.discussion of.resour~es fo: progra~ planning, '1traps ~n planning ~nd cond~cting 
meet~ngs,a checkl~st for plannIng ·meet~ngs, and a tool k~t to help w~th meet~ngs. 
1975, $7.00. ' , 

Making Meetings Work: ,0 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 tex~ shows that knowledge 
of the complexities of group interaction .and appreciation of the dynamics of C 

leadership behavior can do much to' improve productivity in group meetings, to ease 
c>the strain on leaders, and to lead to greater personal satisfaction and growth. 
1976, $7.50. 
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~ Ha~dbook for Citizen Boards and Councils--For Administrators Margot C Lindsay 
~~~~~te for Governmen~al Services, Un~versity of Mas:achusetts, Middle~ex House: 
t ,MA 01003: Th:-s handbook provl.des comprehens~ve information valuable 
o any person w~rk~n? ~l.th boards or councils. The book is divided into three 

parts: Part I J.dentJ.fJ.es those areas best suited to citizen involvement and 
Wha\J.s ne7ded to mak~ that involvement effective; Part II suggests approaches 
t~ t. e varJ.ous tasks iaced by boards, such as how to deal \'1i th the bud et or 
w~thl:~ggested p~l~cy changes; and Part III is devoted to procedures w~iCh 
sJ.fmPhJ. y the admInIstrator's life, and those which will .meet the requirements 
o t e new open government laws. 1977, $2.40. 

Basi~ Feedback System: A Self-Assessment Process for Volunteer Programs 
(revIsed), Bo~ette W .. Reigel. Volunteer Readership, P. O. Box 1807 , Boulder, 
CO 80306. ThJ.s p~actJ.cal manual presents a step-by-step system for volunteer 
program assessme~t. A particularly ~aluable aspect of this system is the de
ve~opmen~ of natI~nal comparative norms; new updated norms are included in 
thIS revIsed ~ersIon. The following xeady-to-use self-assessment forms, 
no longer avaJ.lable separately, appear in this manual: Volunteer Coordinator 
Scorec~rd, Volunteer F~edback, One-to-One Client, Voluntary Action Center 
ChecklIst, Staff ReactIon:, Top Management Checklist, and Checklist for Board 
Members. The manu~l prov::des instructions on how to use the Basic Feedback-

dsys~em on an on-gOIng basJ.S; scoring instructions; national norms' and p'rofile 
eSIgns. 1977, $4.50. ' 
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for 'many'''_Qf us--th'e;',so1ution begins long before you~c:.sk:«~, 

."~<0-. ~~~~-: 
~"'::-';" q ~~ 

First, much you need, and, why. Then:·eoc;tsk 'yoUJ;',self is there 
anywqy ingequivalentcontribut~~(ms for so'me. pr all'of the 

'money? This coul volunteer assistance, s~killed or unskilled~ donatj,ons 
of materials, . 't~"facili ties ,etc. The more of this yoti c<,in get,-the" 
less money YoU' have to as:l~i9r. An additional benefit is thestrehgthening 
of your support req~est;bysh6winK you IVe succeeded in raising signifl'cant 
in-kind contributions, on the meri ts of the Program. Note that the dollar 

value of voJunteer time,isiricreasingly accepted as in-kind match for funding 
application (see The Value of Volunteer Services in the V. S., Wolozin, in 
"References for 17,undraising"). .".) 

Fundraising and progra,mplanning are interdependent. A good,pla.n will describe 
resources needed to implement the program, including money, and ii,that money 
is not availa.ble, give some thought to how it may be obta.ined. A good plan 
\>/ill also include 'rationaleal'!d justification for, a program, and this is a 
crucial part of any fundraising effort. 

,. 
Three' ma'jor types of funding sources, or any combination oi,these, are possib&e 
and should be considered. 

(1) 
~: , 

Community l1undraising. Such activities"as awards dinners, car waShes, 
garage sales, and other special events can, in addition to raising 
money for the organization, give it valuable public awaTeness benefits. 

',' 
(2) Grants Applications. The range of funding sources is so vast-.-including 

all ,levels of government, founda'tions ,corporations, and trade 
associations-.-that the lion' sshare of the work here is in identifyihg 
the funding sources lIlostapplicable to' the project being conSidered. ,> 

Manr of the .refer~ences cited later in this sectiQn ,deal with the 
~subject of' gral].tsmans:lhi:p fundra~sing. 

'0 

(3) Self-sufficiency. If the clientele or other interes'ted cbnununity 
groups or indi vid.ual s can afford it, you might cons ider fees fo'ryour 
services, or mefubersh:!p dues~'wfiich,,\would ,enti tt'e subscriber~ toa 
newsletter or" voting rights in agency ,decision-,making. The "if" 
should becon~idered;Earefuuy so as not to rule out constituents 

\) who need your services or representation ,hut ~annot afford to support 
. you financially." . 0 " ,u;",,~ 

,~, 0 

'. ~. 0 

Aconunon mistake in setting ,,funding targets for volunteer pro.grams is to' 
prOVide' only for the VolUnteer C90rdinat'or',s sa,lary.'-' This omits ~';Othe~ cruc~al 
items. which maY not .be available in-kind. Among these Other itemsaJ;"e pro
fessional develqpment for the Volunteer Coordinator (,,,o~kshop attenciance, 
professionl}L£.ees~ etc.); pu~chasebf yo!,unteer recruitiri'g, recognition, and '. 
training fnat'erials; work-related reimbUrsemeI'1t. or "enabling" funds.; ''for voll,tnteers 
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who need ,this; Ptlrcnaseof adequate insurance coverage for volunteers; printing, 
maj.ling, and equipm~nt cdst,~. Sometimes when a government agency budget does 
,not, CuVl~r these "frill~," program leadership hasfound it possible also to 
establicsli c aC{)1il:tallel nOi1~~profj. t corporation for raising and rece,iviJ,lg supple
mental funds. '~"::C::c~~ 

Another problem al'ea is justification of fundj~31g or re-funding through promised 
achievement of unrealistic growth targets in the number of volunteers. One 
section of 'the Bootstrap Fundraising reference deals with this problem. Failure 
to deal with it threatens program quaIi ty and undue d,isappointment for fut:Iding 
sponsors. ~ 

The references describe a formidable array of test~dtechniques for fundr~iSi~g. 
But sophisticated technique is of little use unles~. your own deep belief in 
your volunteer program shines through in oral and written presentation. This 
belief must 'also be based on the solid evidence of good record-keeping and 
program evaluation (see Part 5) .', ' 

.,'''! 
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REFERENCES FOR FUNDRA:ISING 

.Bootstrap Fundraising for Human Service Programs: An Adult .. Education Course 
and Basic Primer, edited by Bobette W. Reigel, Volunteer Readership, P.O. Box 
1807, Boulder ~ co' 80306. 'ijiis non-technical guide can be,. used as a. discussion 
tool for a course for volunteer,coordil1ators, or as. abasic idea starter for 
local volunteer program fundraising. It is designed primarilY for smaller 
programs which do not~have the fuhds' to empl,ey a grantsperson. 1977, $5.00. 

Checklist for Proposal Review,Linda Hartman 'and Jerry Mundel, TANDEM Training 
Associates, Inc., 8915 Sawyer StTeet, Los Angeles, CA 90035. A valuable check
list'designed to assist those' wri ting or reviewing proposals. Discusse,s' 17 
points to be addressed in most"p:roposals, and stresses the ,concerns o£\,lfunding 
sources. $1.50. ~ 

Foundation Directory, Columbia University Press, 136 South Broadway, Irvington
on-Hudson, NY 10$33., Edition #5 (1975) contains information on 2200 foundations, 
with items su~h as assets, names of trustees, addresses, grants activities of 
the foundation, etc. The current edition is Ii,lUited to foundations with assets 
of $l'~ 000,000 or more,' or who have given at least $500,000 in grants. $7·0.00; 
(Al,so available in many local libraries .. ) 

';. 

The Grants Planner: A SY$tems Approach 'to Gra~tsIIianship,r1i~uieI Lynn Conrad~ 
'and the Research Land Development Staff .of the Insti tute for~Fuild R,aising;" "'c c 

Volunteer Readership, P.O. Box 1807, Boul,der, 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 ~orms, " 
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 1,807, Boulder, CO 80306. This' book 
shows how concerned citizens can use their ~,alents and knowledge to put together 
successful and easy-to-plan fundraising a'ctivities. It is a "how-to-do-it rt guide 
with current, tested advice en: 'how:to choose'" the right fundraising method for 
your group, how to make the most money in the least amount of time,. how to . 
organize fundraising events, how to use fundraising ,to strengthen your organua
tion ang recruit and train volunteers. 1977, $5.25. 

Getti~g Involv;~: "Your Guide. to. denera~ "Revenue. Sharing, Superintende~t of 
Documents', U. S. Government Pr~ntlng Off~ce, Wash~ngton, D. C. 20402 (pr~ce 
information available from Government Printing Office). 

o 

How To Do It II'Kit"--Aids for Volunteer Administrators, National Center for 
Voluntary Action, Vs:llunteer Readership, P.O. 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 
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The Grantsmanship Center News, The Grantsmanship Center, 1301 South Gra~d, 
Los Angeles, CA 90015. Published 10 times a year, the ~ offers ar~J.cles 
on all aspects of grantsmanship, including proposal ,writing. and plannJ.n¥ . 
guides, bibliographies, and formats. The News provJ.des revJ.ews of publJ.:atJ.ons 
and research servic.es, information on federal grant-making, revenue-sharJ.ng, 
etc. $15.00/year, $27.00/2 years. 

Stalking the Large Green Grant: A Fun~ Raisin~ Manual for ¥puth. Serving Agencies, 
Ingrid Utech. National Youth AlternatJ.ves ProJect, 1346 ConnectJ.cut Avenue, N.W., 
Washington, D.C. 20036. This manual recognizes the " ... sad lack of adequately 
financed comprehensive youth development services and lets youth w~rkers know 
both where funds exist and how to raise them. It also tells agencJ.es how to 
organize .to raise funds cooperatively where programs are not~ow being funded 
at sufficiently high levels." The manual tells where to obtaJ.n'funds and how 
to obtain funds to operate these programs as well as man), other" progra~, types. 
1976, (price information available from above address). 

How to Manage a Nonprofit Organization, John Fisher, Volunteer Readership, P.O. 
Box 1807, Boulder, CO 80306. This text explains how to improve the day-to-day: 
effectiveness of nonprofit community organizations'. It contains a very ~omplete 
section on diverse funclraising tactics with practical, how-to-go-about-J.t 
information in each area. 1978, $16.50. 

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 
busine~s or industry who are'responsible for the planning and the operation of 
a specific part of their organization, where thi~ resp~nsibility is ~ut1ined 
and confirmed by the €Ixistence of a budget. It J.S desJ.gned to explaJ.n what 
budgets are, how they work, and how to go about preparing, presenting, and de-
fending them. 1975, $12',95. . 

The Ya.lue of Volunteer Services in the United States, Harold Wolozin, ACTION, 
806 Connecticut Ave., N.W., Washington, D.C. 20Q25. 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 nationa'l survey of volunteer 
services sponsored by ACTION and conducted. during the week ~f April 7 :-13 a's. 
part of the Current Population .!?urvey of the Census Bureau J.n 1974. ~e prJ.n
cipal findings of the ACTION surV'ey.~and their analyses are presented J.n -:he 
ACTION publication, "Americans Volunteer 1974." A limited number of copJ.es 
of the Wolozin study are available on a loan basi? from NICOV, P.O. Box 4179, 
Boulder, CO 80306. 
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4. PUblic Relations 

Mike Casella, author of ?dbZia Re~tiona Publiaity:· A Handbook for Volunteer 
Pr>ojeats" defines public relations as "the process by which the goals and activities 
of your organization are interpreted to your community." 

The maj or elements of any ongoing public. relations program are: 1) Publicity; 
2) Personal Contact; and 3) Advertisement. Since volu.nteel' programs' usually have 
limited resources for adverti$ing campaigns, focus and attention should be directed 
to publicity and personal contact. 

Two fundamental keys to a successful public relations effort are imagination and 
planning. 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 relations campaign may prove ineffective, 
and could even be counterproductive. 

In preparing the story you have to teE, remember that vo1unteerism 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: 

1. IMPACT ON THE COMMUNITY: What is the special significance of the volunteers 
OJ:' the program for the local conununity? What difference does it make in 
people's lives? 

2. TIMELINESS: Is your story newsworthy? Is it "today" material--personal, 
dramatic, different? 

3. PUBLIC INTEREST: Is there broad community appeal, or is it the kind of thing 
which will appeal only to a few specialized interests? 

4. PURPOSE CLEARLY STATED: " Do you articulate well what your program is trying 
to do? 

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

Public relations can be exciting and creative. However 1 beware of over-enthusiasm 
which R~ints a fictional picture of what· is actually happening. 
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REFERENCES FOR PUBLIC RELATIONS 

Handbook of Special Events for N9E.PE£..fit Organizations: Tested Ideas for 
Fundraising and Public Relations, Edwin R. Leibert and Bernice E. Sheldon. 
Volunteer Readership, P.O. 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 relat~'q,ns, communication, and 
advertising expert's ability to stage a special event-;f ~>As a practical working 
guide, this volume includes stimulating ideas, checkl~sts, case studies, and 
sample materials for the successful organization of staff and volunteers. 
1972, $13.00. 

Public Relations-Publicity: A Handbook for Volunteer. Proj ects, Mike Casella, 
ACTION. The Handbook is a complil.ation of techniques, facts, and ideas that 
hav7 been he~pfu~ to . many in th~ :.:fiel~ of public affairs and communications. 
It 1.S a comp~1at1.on 1.n that the mater1.als have been gathered from many sources, 
including personale~perience. 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 relations/publicity activities of a volunteer proj ect manager or staff 
person,. 1976. A limited number of copies are available for loan 'at NICOV, 
P.O. Box 4179, Boulder, CO 80306. 

ABC's of Publicity, ACTION, 806 Connecticut Avenue, NW, Washington DC 20525. 
This handbook is intended as a guide to project directors of ACTION programs. 
It was' written prima,rily for guidance of persons uri'familiar with the media 
o.r 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 Ca.n Builel.Better 
Internal and Puhlic Relations, L .. Robert Oaks. VOlun-e~eer Readership, P.O. Box 
1807, Boulder, CO 80306. This book relates proper cokmunications 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 effecti'e support for manage-
ment. 1977~ $10.95. . 

II 

A Primer: A Layman's Guide to Public Relations and Publ~city Techniques, 
David Ramacitti. DNR Publications, Box 1231, Rock Island, IL 61201. A guide 
to publicity strategies, the mass media, press releases, qrochures, open houses, 
tours and other. public relations techniques for civic Org~r.izations, clubs, 
and agencies •. :.1972. (Price information available from ad~ress listed.) 

I 

How to Manage a Nonprofit Organization, John Fisher. voiJ\teer Readership, 
P.O. Box 1807,' Boulder, CO 80306. This text explains how i\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~ng staff and volun
teers informed of the activities of the organization as a whd~e. 1978, $16.50. 

j 
Note: For interpersonal communication,:see: 

Alive and Aware: Improving Communication in Relationships, Sh7rod.Miller, 
E1am W. Nunnally, and Daniel B. Wackman. Interpersonal ?ommun1.c~t::J..on Pro
grams, Inc., 300 Clifton Avenue at the Carriage House,.M:-nne~pol:-s, MN 55403. 
This book presents a new and practical approach to faCl11.tatlng 1.nterpersonal 
communication. Sections emphasize self-awareness, awareness,of ~thers, develop
Inental issues experienced in relationships, styles of communlcat1.ng, patterns 
of relating, and building esteem for oneself and others. The.a~thors use 
Gestalt approaches as well as systems theory and suggest sp~clflC approac~es 
to tackle everyday situations. A blend of theory and pract1.ce, the ~ook.1.s 
a good resource for trainers and group facilitators who teach communlcatl.on 
theory and skills. 1975, $8.95. 
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5. Record-Keeping "and Evaluation 

A good text on volunteer leadership will have a section on record-keeping, 
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 difficult to ,retrieve. 

A 1975 AAVS survey by Sarah Jane Rehnborg indicated an increasing interest in 
evaluation and/or need assessment among volunteer program leadership. This is 
as it should be. We need evaluation not only to justify our programs to 
funding sponsors and administrators; we need it just as much for ourselves, 
to improve our program, as a tool for realistic growth planning, and because 
staff, volunteers, and clients have a right to know what is really happening 
with the program. 

There ate many myths about evaluation, amol1g 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 surprises--productive things you never 
realized you were doing. Moreover, a good evaluation in<;ludes what significantly 
involved people say and feel about t:heprogram; it is far more than a collection 
of numbers. -- --- , 

Because of these myths , the word "evaluation" has a sour connotation for some 
people. Try using other words, such as "operations analysis," "feedback," or 
"need assessment." But no ma:tter 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 growth. 

To provide some idea of what i;('volunteer program a.ssesS,ment chec;l~1ist might 
look like, a volunteer program SCORECARD is attached. Thisand;sj,milar check
lists are described further in the Basic Feedback System referen,ce which follows. 
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NICOV 3/77 BFS -

NATIONAL INFOR;-'iATION CENTER ON VOLUNTEERIS~f P.O. Box 4179 Boulder CO 803CX> 303/ 44 7-0~92 

VOLUNTEER PROGRAM 

[ SCORECARD 

Want to see how you're doing? Below are some representative questions to he1p you 
take the temperature of your program. Of course, ,not all questions are equally rele
vant to all agenci es, and you might even want to make up s'bme df your own $corecard 
questions. 

Place two checks on each 1 ine 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 

true . . . . . . " . . . . . . . ~ ~ :.'"..,:;.,. . . . . . . . ..... ' 
Leave the line bl ank if it's not true for your program 

Please be sure to look at all questions. 

1. 

2. 

PLANNING 

Spent at least three months planning our 
fully consulting all relevant people .. 
During this time·~e looked into at least 

program, before it started, care-
. . . . . . . '. . . . . . . . 

three natjonal publicaUons' on th~ 
subject . . . . il. • • • • • •• • . . . . . . . .. . . . . 

RECRUlnlENT AND SCREENING 

\'!e 'have wri tten v.olunteer job descriptions, at I east two paragraphs long 
DeUbet'ately gb out after the kind of people who can fill our volunteer . ' Jobs . . . .. . . . '" " . " . . • I" • • .f • • " • • , • • • • • • , " 

At least half of 'our volunteers are personally and consistently involved 
working directly \\'l th clients. . . . .'. . . . ....... . 
Definite plans or efforts to invOlve new types of people as volunteers: 
minority, younger, older, poor, etc. . . ........... . 
Bctore accepting volunteers we use and study a volunteer background regis-
tration form . . . • • . . . . . . . . . . . . . • . . . . • , 
Each volunteer is intervim\led at least once before acceptance ..... . 
Each volunteer is interviewed at least tl'lice by di fferent people . . ' .. 
At least half of the clients we think c01.lld benefit. from volunteers have 
thenl . . . . . . . . . . . . . . . . ". . . . . . . . . . . . . . . . . . 

ORIENTATION AND T~~INING 

Require at. least five hours volunteer ori entation before assignment .. 
Top management and/or regular staff are closely involved in voltmteer 
orientation. . . . . .' . . . .. . . . . . : . . . . . . .. 
We have in- service training meetings monthly or more often . . 
Films and/or tanes~_c_and/o;r slide shO\.Js, and/or role plays used for at least 
25% of the total

l Ifl'll'inin'g time • . . . . . • . . . . . . . . . 
Each ne\\1 volunteer recel ves and keeps a wri ti:eJ' oricnt~t ion m~nual . 
Systt'::tnatic effort to orient staff to v:orklng with vollintecrs ..••. 

II 

---_._-----
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ASSIGN~·IENT, WORK ROLES 

17. h'e have at lease two main alternative work, roles for voluntl;:ers ... 
18. We deliberately seek m.aximum compatibility of volunteer and client oy 

asking and assessing both volunteer and cllent. . . . . . . . . . . 
19. In atldi tion to in tui tion, we employ specific compatibi 1 tty cri teria such 

as home location, interests, sex, age, etc ............ . 
20. Volunteers sign or explicitly assent to a work contract of specific time 

commitment over a maximum period of at least-eight months .. 
21. At least Qogg of oUr voltnlteers are assigned and on the job no more than 

four weeks after the end of pre-service training ...•.•...... 

22. 
23. 
:24. 
25. 

~6. 

27. 

28. 

29. 
30. 

31. 
32. 

33, 
'34. 

35. 

36. 

37. 

38 .. 

39. 
40. 

41. 

---~ 

THE VOLLNTEER COORDINATOR 

We bavc a rcgular position of Vo lunteey)Coordi IH~,tor or Director 
He ot' sh,e feels.he has.enOli?h time t~do the job adequately .. 
VolllnteN',Coordlnator 1S slHtably pUla ............ . 
Our VQlttllteer Coordinator has attcndetl at least three days of training 
insH tlltc-conferences, also has ren,Li o.t least 150 pages in this sped fic 
area,'-:; ill th.e past year. . ., ... : • . . . . . . . . . . . . . . . . . . • 
Our Volunteer Coordinator Irefs an office near other staff and is regularly 
invited to attend staff meetings at tho supervisory level 
Not 1TIq,l'e than 40 volunteers for each direct supervisor of volunteers, .. 

~.' v 

~10TIVATION - INCENTIVE 

EUl.'.h volullteer hus an I. D) card or lapel pin or other suitable agency 
itlc'ntificatlol1 . ~;. . . . . . . . . . . . . . . . . . . . . . 
CeT~iflcates and/or volunteer l'ecogni tion Illceting at least once a year. 
Regul ar or sl,lpervi sory stuff are 0.1 so rccugni zed for their leadership 
rolE: in volUliteorprograms. . . . . . . -. . . . . '\ . . . . . . . . . . 
Voluntee:rs have a desk or other designated place to, roost at agency .. 
Provision fo1' good expedcnced' volunteers to move up in responsibility 
and statt~s as volunteers, e.g. head volunteer, volunteer advisory board, 
etc. . ~I • • • • " • • • • • • • • • • , • !I • • • • • ," • • • • 

At 1east 1one of our ex-volunteers is now on regular paid staff .. 
Of volunteers who complete training, at least two-thirds are with us at 
the end of a year (or their assigned hi tch) • . . . . . • . . . . . ' . 
At least D third of our new volunteers are brought in by present volunteers 

RECORD-KEEP l,NG, EVALUATION 

Within five minutes, I"e can tell you (a) exactly how many volunteers we 
have, and also(b) for any lndividual yoluntcer, current address, job and 
assigned client, if any . . • . . . • . . • . . • . . . . . • . . . 
Voluntebrs are required to report at least once~~ month by phone or by 
roport form and vie ellforce this . . . . .. '~\" . . • . . • . 
At least twice a year we systematically ask reg\llar staff what they think 
of volunteer programs . . • . .. • • . . . . • . . . • . . . .... 
Ditto, both volunteers and clients, what they think . • .. . •.. 
Generally, volunteers are actively involvod (c. g. advisory board) in de
cisions regarding their own volunteer pTogl.'am ......•• 
We have a regular statistical-evaluative l:omponent supervised by a pro-
fessional in the~, area • • • • • • • • • • . . • • . • • • . . . • . • • 

-
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42. 
43. 
44. 

45. 

46. 
47. 

48. 
49. 

50. 

BUDGET, FINANCE 

WI~ prepare a rC'gular, carefully considered budget for the volunteer program 
We keep goo.d account books and formal records (on the program. . . . . . . 
At least one-half of our volunteer program funding is from local sources 
(including below) ... '.' ................... ';".1' • 

At least one-half volunteer program funding is incorporated in: regut,ar 
state or local ag~ncy budget. . . . . . . • . . . . . . . . . . . . . . 

PUBLIC RELATIONS 

We have a newsletter f9r our volunteers, monthly or bi-monthly. . . . . 
Main (or only) local newspaper has at least three favorable articles or 
editorials on volunteer program, each year. . . . . . .il . . . . .. . 
At least one of those is not deliberatelY'rC'questC'd by us ...... , 
Regular st.aff .invited to talk on our program in to\\'11 at least 10 times 
a year ........ ' ....... ' ......... . 
Agencies or organizations 'in similar service areas have expressed approval 
of our vol nnteer p,rogram. ....................... . 

/) 

SCORING YOURSELF: JUST COUNT 11iE CHECKS. Total Volunteer Program Score = C~ 

NAME DATE ORGANIZATIO:-J 
------~~------------------

Your comments are welcome. 

C-,J 
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REFERENCES FOR RECORD-KEEPING AND EVALUATION 

Basic Feedback System: A Self-Assessment Process for Volunteer Programs 
(revised), Bobette iV. Reigel. VoJ~unteer Readership, P.O.' Box 1807, Boulder, 
CO 80306. The manual provides instructions on how to use the simple check-
lists of the Basic Feedback System in an ongoing manner; scoring instructions; 
national norms; and profil,e 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 
Charles McInnes. Communications Division, Ministry of :the Solicitor General 
ofe,Canada, Ottawa, Ontario KIA OPB, 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 Qf program evaluation, function and 
goal evaluation, specifically sui ted to aggregating obj ective opinions and 
beliefs from key audiences. 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 Illinois 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.) 

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--regal"dless of size or researchsophistication-- '. 
should find useful. ' 

The Process or Program Evaluation, John Van Maanen. The Grantsmanship Center, 
1015 West Olympic Boulevard, Los Angeles, CA 90015. This is an in-depth discussion 
of the evaluation process, showing that, when meticulously practiced, evaluation 
may result in a Significant contribution to improved decision making. This reprint 
from the January/February, 1979 issue of The Grantsmanship Center News is $2.45. 

Virtually every good gene;ral·text on leadership of volunteers has a significant 
section on record-keeping and evaluation. 
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; 6. Ins-grancel,.and Liability for Volunteer~ , 
, C' J c, ',' 

Thifis one .of the "ea:rly, anxieus" qu~stions administrators arid, s,taff ask 
about volunteers, before they're really accu'8:tomed to the idea. 

"."; 

Yeu can readily reassu,re them on this peint ~" " the issu~ can be deal t with. 
As of today, there are several reputable insurance organizatiens in the field 
and ._th~y have established a goed track record. 

" :' 
" 

Adequate insurance coverage ~fer velunteer.;s .ordinarily, costs no more than a 
few dollars per year ,per velunteer if cover~ge is purchased on a group basis. 

An issue here sometimes is~;i who shou~q.::'pay for it? By far the most reasonable 
anSwer is the sponsering agency or org&inization, ,as part of the investment in 
a qual,ity volunteer program. Asking v6iunteers to pay for it is generally 
considered a desperation IIl!~asure. I~;: smacks .of un;fairness, and discriminates 
against good potential volunteers whl~ can'lt really afford it. 

;) .f; , 

" You should also consult wi th exper~.s on the pessibility .of a let'l .or zere-cest 
medel, either because coverage iStmne~essar.y, or because volunteers might be 
given the status ,of~mployees;..wit~out .. pay; thus receiving the ceverage 
benefits .of paic;lempl.oyees. ,;' 

~ .~ 
J'{-

Your first-stop e,xpert consti'l taits are: 
fC 

1. A velunteer, Board member ~r cemmunity person, who is a prefessienal 
insurance person. neis sheuld be a censul tation-wi thout-fee, .of 

I) 

" 
ceurse. 

!f ~'>.", 

2. Your lecal or statJ volunteer bureau .or resource center. They will 
k:Q.ow the situati01:f on empleyees-wi thout-pay, ,and have feedback en 
other lecal vOlunleer program experience with variOUS insurance 
plans. Remeinb_er,;; too: regulations concerning insurance and liability 
c'an vary somewhat between states, and certainly do so between the 
United States ~~hd Canada. i 

). 

The following greups s~cialize in previding insurance ceverage for volunteers: 

1. Volunteer Werkers Blanket Accident Policy. Coverage: oAcciden;tal death 
and dism'emberment for volunteers en the job, only. Ne personal 
liability protectien. Service: marketed threugh Denver Service 
Center, St. Paul Fire and Marine Insurance Company. Insurer: St. 
Paul Fire and Marine Insur.ance Cempany, 2425 S ... CeloradoBeulevard, 
Denver, CO 80222, tel. : (303')758-1709. 

" 
2. VIS Insurance Plan. Coverage: Accidenta~ death and dismemberment; 

,persenal lia'Qility in excess of any other valid and collectible 
insurance., Serv~: .. c"""",eentI'al Agency, Volunteer, Service Associatien,' 

'Divisien o.f=Co-:tpOrate Insurance Management, 5513 Connecticut Av,enue, 
~~,~~o'--~'N~;W':";'"lVashingten, D.C. 20015. ; Membership required." Phone (202j"244,.;5678. 
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No collect calls. Administrator: Zelda Lawrence. Insurer: 
Insurance Company of North America and Life Insurance ~ompany of 
North America. 

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

r Q 
As notes, usually thi~ is a matter which can be h.andled relatively routinely. 
However, there are .at least two exceptions to this:" 

1. For certain Telatively ha'zardous volunteer positions, insurance 
may be mOTe difficult to obtain, or obtainable only via special 
pOlicies and higher rates. An example would be volunteeT fiTe 
department people. 

2 .. A yeTyfew programs are beginning to show some conc.ern about mal
practice coverage for volunteers .with a significant profe$sional-type 
treatment role. While we know of no malpractice suits against . 
volunteers, you might want to check this out. One organization which 
may be willing to share its explorations here is: ' 

Social Advocates for Youth 
Jack Harrington, Director 
975 North Point 
San Francisco, CA 94109 
(415)928-3222 
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REFERENCES FOR INSURANCE AND LIABILITY FOR VOLUNTEERS 

Current brochures from the two insurance groups identified 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 
a~tered considerably since then, but some basic principles remain relevant. 
SIngle copies available from NICOV, P.O. Box 4179, Boulder, CO 80306, free 
of charge for corrections volunteer leadership, under the National Institute 
of Corrections grant. 

Liabili ty in Correctional Volunteer Programs: Planning for Potential. Problems, 
Peter J. Gurfein and Trisha Streff. This work presents the basic information 
which state agencies and volunteer organizations need to understand the legal 
implications~f theiT paTticipation in the correctional system. By using the 
text as'.a baSIS, Teaders can turn to charts in the appendices to locate their 
TespectIve state's l,aws and legal doctrines. 1975 (available fTom NICOV, 
P.O. Box 417~, Boulder, CO 80306; no charge--limited quantity available; or 
from The NatIonal Volunteer Parole Aide Program, The American Bar Association 
Commission on Correctional Facilities ancl. Services, NW, Washington, D.C. 20036). 

Please note: The above references aTe somewhat outdated and should not be 
relied on for current information of'practical value. Their only value might 
be for Tesearch on principles and issues in the insurance/liability area. 

, ' 

Two current study projects in the insurancegliability area, are: 

1. Jerry L)~es (California Volunteer Network) 
Executive Director 
VolUnteer Bureau-VAC Division of United Way 
7510 ClairemontMesa Blvd. 
San Diego, eA 92111 

2. HarrietNaylor 
Director of Voluntary Services 
Department of HEW 
200 Independence Ave., SE 
Washington, D.C_ 20203 
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7. Workshop and Gonfel"ence Plannlng 
J : 

A recent MVS-NIC.OV planning study estimated that every year, ln North Arner:ica, 
there are approxlmately 1,500 workshoDs and conferences significantly or 
tot~lly devoted to volunteerism. These occur at lo~al, state, regional, and 
natlonal levels. / 

Let us suppose the average 'cost of ':producing a volunteer leadership conference or work
shop is about $500, with an additional S"_OOhours of volunteer time invested. This 
wOuld mean th~ volunteer sector tnvests between a half-milliOn and a Ynillion dollars 
annually in volunteer-related workshops and conf,erences, and,the same amount of 
volunteer time in planning and operating ,the workshops. Add to this the time and 
money attendees invest in corning to the workshop, and these figur~s become awesome-
lit'erally millions of dollars and millions of hours. ' 

" The volunteer sector does not 'have that kind of ,money or time to waste. 
Therefore, let's make the best possible use of this precious time and money. 
When planning a workshop: 

,Q 

A. Consult your local Volunteer Bureau, Voluntary Action Center,or State 
Office On Volunteerism. They are experienced in this area. 

B. Look into these references· if you haven't done so already. 

1. Workshop Planner, Gwen WinteFberger. Volunteer, Readership, P.O. Box 1807, 
Boulder,CO 80306. This A·to Z manual is designed as a guide reference for the 
novice individual, program, or agency invol vedin the workshop planning proces$:. 
Sample charts and forms inclucied within the text may be adapted to a planner IS 

particular situation. A practical, systematic evaluation process is yisualized 
as a measurement tool to be used iil'futureplanning. Even the experienced 
workshop. planner will ~njoy this handy reference tool. 1976, $3.00. 

2. Conference Planning. (second edition), edited by W. Warner Burke and 
Richard Be.ckhard. University Associates, 7596 Eads Avenue, La Jolla, CA 92037. 
This valuable book presents a. thorough overview of the basic principles of 
conference planning. Sixteen articles are Gategorized according to different 
aspects of designing and conducting a conference. The first section includes 
readings on conference planning for the seveJ;lties, building the conference 
community, program development, multiple roles of the meeting p1anner,and 
conference arrangements. Other sections focus on conference technology, special 
conferenCes, and the t.raining of group discttssion leaders. 1976. (Price 
information available from address listed: 1, 

3. l:>ranning,Condm:.ting, and Evaluating Workshops, Larry N. Davis and Earl 
McCallon. Volunteei' Readership, P. 0,. Box ~ 1807, Boulder, CO 80306. The authors 
araw from learning theory and practice to develop an orderly but flexible 
system for designing'adult lel3,rning activities and achieving predictable 
results. The book's theory; methods, and procedures provide a systematic 
guide to successful small 07;,' large group learning activities,including work
shops, conferences, staff development programs, in-service training sessions, 
and high school and college classes. 1974, $10.50. 

o -42-



II 
J, 

1/ 

1/ 

II 

ii 
II 

C. 

h 

\ 
1\ 

c, 

4. Making Meetings Work: A Guide for Leaders and Group Member-s, Leland P. 
Bradford. Volunteer Readership, P. O. Box 1807 ".Boulder, CO 80306. Writt;n for 
pe?ple who. lead groups, c?nduct meetings, and plan and lead conferences, this 
gu~debook ~llustrates a d~fferent approach to leadership that takes into account 
the needs and. actions of individuals, the complexities of g!:?oup 1:;>ehavior, 'and 
the problems ~nherent in reaching solutions and decisions. 1976, $7,50. 

Get the best possible resource people you can. 

1. NCVA.a~d NICO~~ointly offer a National Leadership Development Program 
prov~d~ng tra~n~ng and workshops for directors of volunteer programs 

2. 

and others concerned with the citizen participation movement. NICOV/NCVA 
National Leadership Development Program, P.O. Box 4179, Boulder, CO 80.306. 

The following three organizations have or are developing skillsbanks 
based on their professional memberships: 

a. The Association for Administration of Volunteer Services, P. O. Box 
4584, Boulder, CO 80.306. ' 

':'\ b. The Assoc~ation of Voluntary Action Scholars, Henderson Human 
Development Bldg., S-211, PennSYlvania State University, University 
Park, PA 16802. 

c. The Association of Volunteer Bureaus, P.O. Box 1798, Boulder, CO 
80.306. 

D. After all your effort planning a workshop or conference, it's tragic later 
to dis~over.a ~ime conflict with another workshop. Do your best to determine 
early ~f thJ.~ ~s the case. (Sometimes this can be turned to advatage as 
a collaborat~ve effort.) No national or state office really has the 
resources to do an adequate job on a workshop registry. NICOV/NCVAtries, 
b~t ~ll ",!e can promise is our best attempt. Also, carefully check any 
hst;I,ng ~n local, state, or national newsletters and journals. 

E. Always get an attendee evaluation for your workshop or conference. Attenders 
deserve the opportunity to express their perceptions; you d.eserve the 
opportunity to use these comments for improving your next workshop or 
conference. 
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8. Recruiting Vol"~teers 

lbe first step in recruitment is determining why you want to involve v~lunt~ers 
and what you want them to do, Examine the needs of your agency and chents. 
Consul t with'staff volunteers and clients for possible volunteer positions. 
Need Overlap AnalY~is in the ,tIelping Proces~ (NOAH) ~s.on: good wa~ o~ defin~ng 
possible volunteer pqsitions. This results In a speCIfIC J?b descrIptIon! WhICh 
should include a definition of duties, who the volunteer WIll be responsIble to, 
job qualifica,tions and time commitment,s. 

The written jQb description will define the kind of person 6r group you need 
and will direct your recruitment effort. Selective recruitment actively 
reaches out to seek volunteers to do specific jobs. A more generalized 
recruiting is used when your program needs a large number of individuals 
for jobs that requi~e either unspecialized qualiti:s or a wide varietY,of 
skills. The appeal is usua.lly to the general pubhc, through mass med~a 
such as radio and television, or distribution of brochures or posters. 

But rememb~r, when all the-sophisticated recruiting techniques ~ave been tried, the 
best recruiting lure is a quality volunteer program; the ",!ord wI~l get around ?n , 
that. Also worth remembering is that your very best recrUIters w~l1 be the satlsf~ed 
volunteers you have with you now. 

Recruiting 'volunteers cannot be separated from other program managemen~ 
functions. Thus, it does little good to recruit many fine volunteers ~f 
your support for them is poor and turnover or dropout ,is high ~s7e Sections 
11 and ~3). This revolving door situation simply wastes recru~tlng efforts 
and is unfair to volunteers. 

Remember the FISH principles: 

Focus 

Initiative: 

Shape 

Have 

Know what kind of jobs you want done and therefore what kinds of 
people you want. 

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.' 

Shape the job to the person whenever possible, ra~h7r. than vi~e ,", 
versa. When you do this, more of the peopl e you Inl tlally attract 
will complete the process and become actual recruits. 

Have a go0d.yolunteer program all the Wqy th:ough: training, recog
nition, good staff relations, etc. PeOPle WIll hear about it and 
your recruiting job will be that, much easier. 

Good FISHing! 
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REFERENCES FOR RECRUITING 

Effective Public Relations for Successful Recruitment of Prospecti ve Volunteers 
in Probation, paper compiled by Carolyn Evans, Coordinator of Volunteers, 
Administrative Office of the Courts, 447 Bellevue Avenue, Trenton, NJ 08618. 
The paper incl1.,ldes sources of volunteers, public relations, procedure.s, and 
suggested readings and contacts. (Price information available from the above 
address.) 

How To Do It "Kitfl--Aids for Volunteer Administrators, National Center for 
Voluntary Action, Volunteer Readership, P.O. 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 . '"'This set of basic tools includes 
the booklet "Recr1;liting Volunteers" as well as ~any others. Also included is 
a summary of "Responsibilities and Rights in Volunteer Relationships," a guide 
for staff who worll with volunteers, an article outlining a successful campaign 
to recruit male v()lunteers, 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.O. Box 1807, Boulder, CO 80306. This publication describes 
models in helping and volunteering developed by NICOV. Its position is that volun
teer recruiting ar~d retention will be invigorated by specific strategies for design
ing volunteer work which m~re closely resembles people's natural styles in helping. 
1977, $5.55. L 

Recruiting, Training, and Motivating Volunteer Workers, Arthur R. Pell. Volunteer 
Readership, P. O. ~~ox 1807, Boulder, CO 80306. The purpose of this short but compre-
hensive text ;is t6 guide professional staffs and volunteer leaders in the best " 
techniques for th~~. scI ection and utilizatfon of this vast source of man/womanpower. 
The bopk covers t~~chniques of behavior.al science suitable for adaptation to the 
volunteer situati~>n. 1972, $3.25. 

i( 
.:1 ,. 

Women" Work, and Volunteering, Herta Loeser. Volunteer Readership, P.O. Box 
1807, Boulder, COl: 80306. In recent years fem~p.ists have argued that volunteer 
activitiesperpeti~ate the subservience of women. Herta Loeser challenges that 
viewpoint and lis1its the unique rewards women receive as volunteers that are 
not possible as h:pusewives or paid employees. In addition, she offers practical 
guidelines for co)npping a portfolio, drawing up a resume, and approaching 
volunteer agencies for employment. Loeser sees volunteer positions as a 
possible training grol,lnd for a career and a necessary I}1ethod for concerned 
citizens to effeqt socia1~hange that would otherwise not be feasible. 1974, $4.95. 

Ii' 
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Volunteers: How to Find Them ..• How to Keep Them, Mike Haines: Volunteer Readership, 
P.O. Box 1807, Boulder, CO 80306. A "how-to" workbook that ca~ be used in a 
wo:kshop.setting.d~aling with the creation of a volunteer program, interviewing, 
or1~n~at10n, ~ra1n1ng! and ongoing s~pport. This handbook is a springboard for 
exc1t1~g new way: to 1nvolve p~ople.1n the volunteer world. It offers many ideas 
that w1ll help hnk humaJl.se~v1ce w1th human servicers. 1977, $4.50. 

Note: Viturally all general texts on leadership of volunteers include chapters 
or sections on recruiting. 
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9. Screening, Interviewing, and Placing Volunteers 

You can't screen vOlunteers intelligently unless you know what you're screening 
for, and the same applies to interviewing and placing volunteers. So start with 
a volunteer job description or, better yet, a set of them, varying over a range 
of qualifications needed. Because the volunteer job d~cription is so important 
in this process, an outline of a volunteer job descriPt~s attached here. 

'l'he basic goal of volunteer screening is to determine wha~he 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 establisheqA:len_ 
tist who volunteers his/her professional skills, doesn't have to be re-certified " by us as a dentist!). 

Nor do the candidate's qualifications always haVE;), to come all the way up to the 
job requirements; only close enough so that training, experience on the job, and 
supervision, Gan bring::::him/her th~e rest' of the way. 

Finally, we shoUld allvays try to capitalize on the unique advantages -of 
screening for vOlunteer worR,as distinct from paid work. If the person 
does not fit, the job, we can fit the job to the person. At the very least, 
if we have to screen the person out of one job, we can screen him/her in for anothe,r. - ,,' 0 _ 

Two watchWOrds then are: don't overscreen, and, whenever P~ssible, screen in rather than screen out. 

As for interviet'ling, there is so much to learn here that the art cannot really 
be captured in a phrase or two. Bu~ if we had to say only a little about 
interVieWing volunteers, we would say something like: 

Listen a lot. 

Avoid being structured (youc,an get that from your written volunteer registration form). 

Remember J the volunteer -?hould be inte~vielvillg :you as much as vice versa.,; 

o 
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Job Title: 

,Job Responsibilities: 

Obj ectives of Program: 

. \~ 

Minimum Qualifications: 

Time Reqtlired:, 

Length of Commitment: 

(,. i 

d. ," 

Training Provided: '0 
<':: f' 'lJl 

Responsible, Tg: 0 

Benefits: 
I';; 

<.OJ<. 

ELEMENTS OF JOB DESCRIPTIONS J 
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REFERENCES FOR SCREENING, INTERVIEWING, AND PLACING VOLUNTEERS 

Volunteers: How to Find Them ... How to Keep Them! Mike Haines Volunteer Readership 
P.O. Box l807~ Boulder! CO .80306. A "how to" workbook that c~n be used in a' , 
Wo:kshop.sett1ng! ~eallng wlth the creation of a volunteer program, interviewing, 
or1~n~atlon, traln1ng and ongoing support. This handbook is a springboard for' 
eXCltl~g new way: to involve people in the volunteer ~forld. It offers many ideas 
that w111 help llnk human service with hum~n servicers. 1977, $4.50. 

Effectiv7 Management of Volunteer Programs, Marlene Wilson. Volunteer 
Readershlp , P.O. Box ~807, Boulder ,;CO 80306. The author discusses commonly 
he~d managemen~ theorles--about leadership, motivation, organizational 
cllmate, plannlng and evaluation,/ delegation, and then applies them to ~the 
tasks that most commonly confro~t the volunteer coordinator. The result is 
a m~st hel:pful understanding ~£ ho~ ~ goo~ manage: WOuld approach such things 
as JO~ desl~, volunteer sta:f! traJ.nlng, lnterofflce communication, etc. The 
text 1S partlcularly helpful ln the area of interviewing volunteers. 1976, $5.75. 

Note: 

l/ 
I' II 

II 

.~..:;"~...:::::c_.c.=-

VirtuallY all general textbooks on volunteering have chapters or sections 
on screening, interviewing, and placing volunteers. 
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10. Orientation and Training of VolUnteers 

'.-'? 

Once a volunteer has been recruited, interviewed, and;iscreened, 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,..importantearly impression ami, incr,easingly today, good train-
ing is .a primary motivator of volunte.ers, not just a way to sha:r,einformation. 

The clear and concise job description, developed prior to recruitment and adapted 
with the volunteer in the interviewing process, is invaluable at this stage. 
Thus, the e.ssentials 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/she is. to be operatingin--how it works and his/her place 
in it; 3) expose the volunteer tp the kinds of clients to be served in order 
to understand their needs and behavior; and 4) orient the Vol1.mteer to resources 
available to him/her in the work that is to be done. 

A few keys to successful tra~ning are: 

1. 

2. 

3. 

" Make it realistic, as close to the :real work situation as possible; 
don'it flatter the job or un~ersell ,it. \ . 

j\ 

Make it informa ti ve, \vl th the Is!ey,,,,d~ ta needed, and a minimum of 
fluff. 

Make it interesting, fast-paced, with live~y training aids; avoid 
the academic and purely theoretical. 

4. 'Make it participatory; encourage the volunteer's questions and input; 
avoid long lectures and build in lots of exercises and situations. 

The av~~age pre-service vOlunte~r training today is estimated at approximately 
six to/twelve hours. Don't be guided too much by this; within wide limits it 
depends on your assessment of learrii'hg needs. 

I 

Persons involved as trainers are volunteer directors, staff, veteran volunteers, 
;and.clients, plus specialty experts as needed from the loca~ community or college. 
(Be'sure the latter uriderstand wha:tthe program is all about.) 

D~m' t forget. that in~service trai~ling is at least as impbr~aTlt as pre.-service 
training. After all» Youca.n' t give people the ans}'lers be:i;pre they know what 
the q~estions are. 

\" , 

£1 

L-________ ~ ____ ~~~ __ __"'_~~ _________ ~ ______________ ~ ___ . __ . __ 
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REFERENCES FOR ORIENTATION AND TRAINING OF VOLilljTEERS 
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The following two references concentrate on orientation and training of volunteers. 

\~I'~ 
-;:" ... ,-:;:p! 

Volunteer Training for Courts and Corrections, James Jorgensen and Ivan H. Scheier. 
Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. This book provides a 
practical "how to" reference in preparing the VOlunteer for helping roles with 
the offender. Jorgensen and Scheier have personally trained Over tein thousand 
volunteers and volunteer coordinators in cr~minal justice, prevention, y,0uth 
service, welfare, mental health, and other fields. Though this book is oriented 
specifically to criminal justice, the concepts and procedures are readily -trans
latable to virtual1y every other volunteer $ervice 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. 

Volunteer Training . .§:.nd Development, Anne Stenzel ?-nd," Helen Feeney. Volunteer 
Readership, P.O. BOx 1807, Boulder, CO 80306. Theca1!thors address the challenges 
invol ved in the expanS·ion 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 
wel1 as the "new" volunteers such as youth, tfle elderly, ethnic, and other minorities. 1976, $12.95. 

The following books have chapters or sections on orientation and training of VOlunteers., 

How To Do It "Kit"--Aids for Volunteer Administrators, National' Center for 
Voluntary ActiQ.D.. Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. 1976, $12.50. 

Recrui ting, Training and Motivating Volunteer Workers, Arthur Pell. Volunteer 
Readership, P.O. Box 1807, BOulder, CO 80306. 1972, $3.25. 

Trainin Volunteer "Leaders: A Handbook to Train Volunteers and Other Leaders 
6:L,Pro gram Groups, National Council of YMCA's. VOluntoer' Readership, P. O~x ljl07, Boult\~r, CO 80306. ,1974, $8.50. c 

\ 
The Volunteer Community: 
Eva Schindler-Rainman and 
Boulder, CO 80306. 1975, 

Creative Use of Human Resourd:ls (second edition), 
Ronald Lippitt. Volunteer Readership"P.O. Box 1807, $7.95. 

Volunteers: How to Find Them ... How to Keep Them, Mike Haines. Volunteer 
Readership, P.O. Box 1807, Boulder, CO 80306. 1973, $5.55 . 
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Volunteers Today: Finding, Training, and Working with Them, Harriet Naylor. 
Volunteer Readership,p.o. Box 1807, BOUlder, CO 80306. 1973, $5.55. 

Volunteers in Juvenile Justice: Prescriptive Package, Ira M. Schwartz, Donald 
R. Jensen, Michael J; Mahoney. National Criminal Justice Reference SerVice, 
P.O. Box 6000, Rockville, MD 20850. 1977, single copies free of cha~ge through NCJRS. 
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11. Motivatiqn, Incentive, and Support for Volunteers 

The great danger is that we will consider motivating volunteers as a separate 
compartment, which can be dealt with in isolation, 'Ifrom 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: 

- Development of meaningful:;('?'motivation jobs for volunteers. 

Screening, interviewing, and matching wl1i~h fit the right person to the 
right jOb . (See Section 9) • 

Orienting staff to VOlun1:~'ers, and other strategies which ensure staff 
support of volunteers (see Section 12). 

Evaluation which gives volunteers good feedback on what they're doing 
(see Section S) .{~ 

.Motivating volunteers is not the lClng on the cake; it is the\whole cake. All 
the recognition certificates in the world won't paper over theg~ps in a . 
poorly planned and operated volunteer: program, though they certainly add to 
a fundamentallysQund pl'ogram. 

No:!:' c~1J. a formal recognition program really substitute for the informal things: 
the smil,.eas 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 inc'lusion. t . . 

Nevertheless, there are a number of deliberate things you can do to increase 
"the"motivational paycheck" of your volUnteers .'On the following pages are a 
few of thems)reprinied with permission from the National Genter for VOluntary 
Actibn. 

Ii' 
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By 
Vern Lake 
Volunteer Services 
Consultant, 
Minnesota 
Department 
of Public Welfare 
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101 WAYS TO GIVE 

RECOGNITION 
TO VOLUNTEERS 

Continu.ou~/y, but always inconclusively, the subject of recognition is dis
cussed by dlrect~rs, and coordinators of volunteer programs. There is great 

- agr:ement as to Its Importance but great diversity in its impiementation. 
. Listed below are 101 possibilities gathered from hither and yon. The duplica

tion a.t 1 and 101 is for emphaSis . . The blank at 102 is for the beginning of your 
own list. 

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. 

3. Treat to a soda. 
'. 

4. Reimburse assignment-
related expenses. 

5. Ask for a report. 

6; Send a birthday card. 

7. Arrange for discounts. 

8. Give service stripes.' 

9. Maintain a coffee bar. 

10. Plan annual ceremonial 
occasions.' 

11. Invite to staff meeting. 

12. Recognize personal needs 
and problems. 

13. Accommodate personal needs 
and problems. 

'\14. Be ph:~asant. 

1'5. Use in an emergency 
situation. 

16. Provide a baby sitter. 

17. Pd~t Honor Roll in 
reception area. 

18. Respeqt their wishes. 

19. Give informal teas. 

20. Keep challenging them: 

-54,,;:, 

21. Send a Th,anksgiving Day card 
to the volunteer's family. 

22. Provide a nu rsery. 

23. Say "Good Morning." 

24. Greet by name. 

25. Provide good pre-service 
trainin,g. 

26. Help develop self-confidence. 

27. Award plaques to 
sponsoring group." 

28. Take time to explain 
fully. 

29. Be verbal. 

~O. Motivate agency VIP's to 
converse with them. 

31. ,. Hold rap sessions. 

13 

32. Give additional responsibility. 

33. Afford participation in 
team planning. 

34. Respect sensitivities. 

35. Enable to grow on the job. 

36. Enable to grow out of the job. 

37. Send newsworthy information 
to the media. 

38. Have wine and cheese 
tasting parties. 

39. Ask client~p,~tient to evaluate 
their work-service. 

40. Say "Good Afternoon." 

41. Honor their preferences. 

42. Create pleasant surroundings. 

43. Welcome to staff 
c'offee breaks. 

44. Enlist to train other 
volunteers. 

'·~5. HaX9 a public reception. 

46. TaK~time to talk. 

47. Defend against hostile or 
negative staff. 

48. Make good plans 

49. Commend to supervisory staff. 

50. Send a valentine.! " 

51. Make thorough 
pre-arrangements. 

52. Persuade "personnel" to 
equate volunteer experience 
with work experience. 

53. Admit to partnership 
with paid staff. 

54. Recommend to 
prospective employer. 

55. Provide scholarships to 
volunteer conferences or 
workshops. 

56. Offel'advocacy roles. 

57. Utilize as consultants. 

14 

58. Write them thank you notes. / A / 
(::fj~. Invite participation in eJIIleJza4 

(I policy formulation. 

60. Surprise with coffee and cake. 

61. Celebrate outstanding 
projects and achievements. 

62. Nominate for 
volunteer awards. 

63. Have a "Presidents Day" for 
new presidents of sponsoring 
groups, 

64. Carefully ~'atch VOlunteer' 
with job. 

65. Praise them to their friends. 

66. Provide substantive 
in-service training. 

67. Provide useful topls in good 
working condition. 

68. Say "Good Night." 

69. Plan staff .and volunteer 
social events. 

70'.:!3e a real person. 

71. Rent billboard space for 
public laudation. 

72. Accept their individuality. 

73. Provide opportunities for 
conferences and evaluation. 

74. Identify age grpups. 

75. Maintain meaningful file. 

76. Send impromptu fun cards. 

77. Plan occasional 
extravaganzas. 

78. Instigate client 
planned surprises. 

79. Utilize purchased 
newspaper space. 

80. Promote a "Volunteer
of-the-Month" program. 

81. Send letter of appreciation 
to employer. 

82. Plan a "Recognition Edition" 
of the agency newsletter. 

83 .. Color code name tags to 
indicate particular 
achievements (hours, years, 
unit, etc.). 

84. Send commendatory letters to 
prominent public figures . 

85. Say "we missed you." 

86. Praise the sponsoring 
group or club. 

87. Promote staff smiles. 

88. Facilitate personal 
maturation. 

89. Distinguish between groups 
and individuals in the group. 

90. Maintain safe working 
Conditions. 

91. Adequately orientate. 

92. Award special citations for 
extraordinary achievements. 

93. Fully indoctrinate regarding 
the agency. 

94. Send Christmas cards. 

95. Be familiar with the details 
of assignments. 

96. Conduct community-wide. 
cooperative, inter-agency 
recognition events. 

97. Plan a theater party. 

98. Attend a sports event. 

99. Have a picnic. 

100. Say i'Thank. You." 

101. Smile 

102. 

L-____ -"--'--______ , _________ ~._~_~. ___ . ___ . 
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REFERENCES FOR MOTIVATIqN,' INCENTIVE, ~D'lSUPPORT FOR VOLUNTEERS 

~ ",' , 

~'> Ii (' 

Volunteers Today: Finding, Training and Working With Them', Harriet Naylor. 
Volunteer Readership, P.O., Box 1807, Boulder, ".cO 80306.--r973,$S.55. 

Effective Management of Volunteer Programs, Marlene Wilson. 
Readership, P.O. Box 1807, Boulder, CO 80306. 1976, $S.75. 

Volunteer 

.,:Th,.;:.;:.;.e-=V,.:.o.::-l.;.;un~t.;.e,.:.er~C;;;o;;.;nmn.;;;;;""t!l~FY: Creative Use of Human Resources"l>(second edition), 
Eva Schindler-RQ.i}~lfiil.'n and Ronald Lippit. Volunteer Readership, P.O. Box 1807, 
Boulder, CO 80306. 1975, $7.95. 

People Approach: Nine New Strategies for Citizen InVOlvement, Ivan H. Scheier. 
Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. 1977, $S.55. 

Women,Work, and Volunteering, Herta Loeser. Volunteer Readership, P.O. Box 
1807, Boulder, CO 80306. In recent years feminists have argued that volunteer 
activities perpetuate the subservience of women. Herta Loeser challenges that 
vi~wpoint and lists the unique rewards women receive as volunteers that ~re not 
possible as housel'li ves 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 v:olunteer 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. 

Leadership for Volunteering, Harriet Naylor. Volunteer Readership, P.O. Box 
1807, Boulder, CO 80306. 1977, $S~5S. 

Volunteer Training and Development, Ann~ Stenzel and Helen Feeney. Volunteer 
Readership; P.O. Box 1807, Boulder, CO 80306. 1976, $12.9S. 

I', 

Recruiting, Training, and Motivating Volunteer Workers, Arthur R. Pel1. 
Volunteer Readersh~p, P.O. Box 1,,807, Boulder, CO 80306. 1972, $3.25. 

Note: Mainly, these references refer to chapterst6r sections within a larger 
scope of book coverage. ff 
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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 
res~stance or apathy--not so much what staff does, but what it fails t,o do to 
support volunteers. Consider these basic principles: 

Ind,ividual diagnosis 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 
distinguish those who "say the right thing" (almost everyone can) from those 
who have the potential to do the right things with volunteers. 

Flexibility. There is no such thing as a staff person who dislikes aZl, 
volunteers. They just dislike some kinds of volu,nteer~, or rather some 
stereotypes of volunteers. Try some crea ti ve volunteeI1, 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 participation in volunteer recruiting, screei)1ing, and training to fill 

~ i 

staff needs. 

Rewards. We ask staff to invest extra time, effort, an'd intelligence in 'I-

involving volunteers. , Volunteers and staff should be. ai, team; therefore, reward 
each team member equal1y. The agency personnel syst0fu shoul? also build in recogni
tion and "promotion points" for staff who work effectivE)ly w~th volunteers. 

Orientation and training of staff to volunteers should precede volunteer training. 
The latter may be wasted without the former. Inservice: trainiI}g for staff and 
volunteers together is also a very helpful measure.. 

Always' \'lork at such things as building in receptivity to volunteers as part of 
the staff selection and promotion,process; opening channels for successful 
volunteers to. apply for paid positions if they are interested; and recognition 
of volunteers and staff for working together. 

o 
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REFERENCES FOR VOLUNTEER-STAFF RELATIONS <) 

Ba7i~ Feedqack S stem: .A Self-AssesSment Process for Volunteer Pro rams (revised. 
esI:-

tlon
), ~obette W. Relge1. Volunteer Readership, P.O. Box 1807, Boulder, Co 803()6. 

Thls practlca~manual presents a step-by-step system for volunteer program assess
ment .. A.partlcularly valuable aspect of this system is the development of national' 
comparatlve norms; and of specia~'l interest ar,e the forms for diagposing line staff 
and management support of volunteers. 1977~ $4.50. 

Winning With Staff: A New Look at Staff Support (revised edition), IVan H. Scheier. 
Volunteer Readership, P.O. Box 1807; Boulder, CO 80306. Survey re.,searchconsis_ 
tently shows that a lack of staff support or actual resistance is the number one , 
problem f?r vOlunteer.prog~ams to~ay. This publication provides background, inSights, 
and practlcal strategles for turnlng staff resistance into acceptance. 1978, $5.7$. 

Note: 
Most general texts on vOlunteer program development will have a section on volunteer-staff relations. 

Vid?o cassette: The Voluntary Difference - staffresistal1ce to volunteers. 
A~allable for rent or purchase from South CarOlina Office of Volunteer SerVices, 
1.:>21 Lady Street, Room 312, Owen Blvd .• Columbia, SC 29201. 
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13. Volunteer Turnover Rate 

There is considerable interest in the turnover rate as an index of a volunteer 
program's health. It is ordinarily a useful indicator for this. Nevertheless, 
there are some cautions. We must first of all be clear0what we mean by turnover 
rate. We then must ~alculate it properly. Finally. We ~must qualify it 
appropriately so as not to be led either to discouragement or to a false sense 
of security. 

A. CALCULATION OF TURNOVER RATE 

1. List and count your current active volunteers at the beginning of a 
time period. 

2. Choose an appropriate time period over which to measure 'turnover. This 
period will depend on your expectations of how long volunteers should 
serve in your program--six months, a year, etc. 

3. Count the number of volunteers from the list in step I who are still 
actively involved in your program at the end of the time period chosen 
in step 2 .. 

4. Subtract the total from step 3 from the total of step 1. This is the 
number of volunteers which have been lost to your program during the 
time period. 

5 . Divide the number obtained In step 4 by the number in step 1. This is 
your turnover rate; the percentage of volunteers lost to the program 
over the time period. 

Example: 'If you listed SO .active volunteers at the beginning of the 
time period, and 35 remained after one year, your t~~nover 
rate would be 15/50 or 30% over the one-year periodc 

B. CAUTIONS IN INTERPRETATION OF TURNOVER RATE 

The volunteer turnover rate is affected by at IWast two kinds of factors which 
do not necessarily reflect the well-being of your program. - .' . 

1. The length of time period chosen over which to measur~ the rate . 
. Obviously, if you choose ten yea;rs, tGe rate will be very high; if you 

choose one week • it wi llbe very low. Choose a time(:1)~~iod which is 
reasonable in terms of your expectations of voluntee~ ·~l:1'~ure. And 

; c'. always, when you present your volunteer turnov:er rate''\1:l~t/a report or 
for pfapniDgdiscussions: ", , 

') a. 

b. 

Give the time period. For example: tlvolunteer turnover rate is 
45% over a 10-month "period." 

Justify why you chose'that particular period. 

J 
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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 arf;: ---

a. The volunteer or his/her family moves to another community. If 
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. 

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

c. 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 should scan or analyze it 
for special factors (Part B) before interpreting it in the .light of your 
volunteer program I seffecti veness. 

C. WHAT IS AN ACCEPTABLE VOLUNTEER TURNOVER RATE? 

1. In 1971 an extensive iiationa~ SUrvey of criminal justice volunteer 
programs was conducted by NICOV for the Law Enforcement Assistance 
Administration (LEM). 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 
is, 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. 

2. We 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: 

a. 1971 was much nearer the beginning of the modern resurgence in 
criminal justice volunt:eerism. We should expect more sophistication 
a,nd expertise than that today. 

b. In any case; we assume you want YOur program to be more than "just 
average." Exemplary volunteer programs were indeed achieving 
volunteer yearly turnover 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, we recommend shooting fpr a rat~,as low as 20% to 35% over 
a six to twelve month period; somewhat lower if the t~me period is 
shorter, while accepting a somewhat higher rate if the time period 
is longer than one year~ 

0.. INTERPRETATION OF A VOLUNTEER TWRNOVER RATE WHICH IS TOO HIGH 

If your volunteer turnover rate is too high, the prinCipal areas you should look 

-.60-

at diagnostically are as follows: 

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 prob~em. (See Section 12.) 

3. Your volunteer incentive and motivation efforts need to be beefed up. 
(See Section 11.) 

4. ~our p:og:am is tryi~. to grow ~oo fast; you are attempting to achieve 
unreahstl.c goals for l.ncreaSe l.n the number of volunteers. 

S. YouriniHal screening of volunteers is admitting inappropriate people 
who for various reasons will not last in your program. (See Section 9.) 

-61-
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REFERENCES FOR VOLUNTEER TURNOVER RATE 

.; 

1. See any general text or reference referred to in Section 20 or 21, 
particularly those parts, which deal with volunteer job design,' moti va
tion and incentive, screening, and program planning (especially 
realistic growth targets and staff.resistance). 

'2. Nine New Strate ie,s for Citizen Volunteer Involvement, 
Ivan H. Scheier. Volunteer Readership, P.O. 'Box 1807, Boulder, CO 80306. 
(See especially Need Overlap Analysis.) 1977, $S. 55. 

3. "Winning With Staff: A New Look At Staff Support for Volunteers, Ivan 
H. Scheier. Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. 
1978, $5.75. 

o 

, . .!'~. 
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14. Fact Sheet on Volunteerism 
" 

Dollar Value of Volunteer Services 

GNVP (Gross National Volunteer Product): 

1974 - approximately 30 billion dollars in services. 
1977 - approximately 40 billion dollars in services. 

Number of Volunteers' in the United States 

1974 - 37 million people over the age of 13 volunteered at least once a year, 
(The average volunteer puts in S hours of work per week . y: 

24 percent of the population in the U.S. does some form of volunt~er service. 
53 percent of the volunteers are female. 
47 percent of the volunteers are male. 
1977 - A Gallup ~oll generally confirms the above figures. 

General Areas of Volunteer Work and Percentage of Volunteers by Organization 
TyPes (April 7-13, 1974) 
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Volunteer Leadershi£ 

Estimated total number of volunteer directors: 60,000 in 1975. 
Average salary range (as of 1975): $9,000-$12,000 per year. 

Structure (See also Section D, Resource. Organizations) 
-1!"7: ' 

Number of 9tatewide Offices on Volunteerism: 30 
NUmber of Voluntary Action Center/Volunteer Bureaus: 
Number of'Nation~l Volunteer Resource organizations: 

Some Common Initials 

350-4,,00 
about' 15-20 

AAVS - Association fOT Administration of Volunt,eer Services, P.O. Box 4584, 
Boulder, CO 80306 

AFV - Alliance for Volunteerism, 1214 - 16th Street, NlI/, 4th floor, Washing
ton, D.C. 20036 

ASDVS - American Society for Directors of Volunt~er Services of the American 
Hospital Association, 840 North Lake Shore Drive, Chicago, IL 60611 

AVAS - Association of Voluntary Action Scholars, Pennsylvania .State Univer
sity, College of Human Development, University Park, PA 16802 

AVB - Association of Volunteer Bureaus, P.O. Box 1798, Boulder, CO 80306 

DOVIA - Directors of Volunteer Services in Agenclies (local associations)'" 
" 

GOVS - Governors Offices on Volunteerism (33 states have them). 

HEW - U.S. Dept. of .Health, Education, & Weliar.e, Washington,. D.C. 20036 

LEAA - Law Enforcement Assistance Administration 

NAVCJ - Na:tiorfal Association of Volunteers in Criminal Jllstice, Inc., 1260 West 
Bayaud, Denver, CO 20036 I.' 

NCVA - National Center for Vq,luntary Action, 1214 16th Street, NW, Washington, 
D.C. 20036 

NICOV - National Information Cent~r on VOlunteerism, P.O. Box 4179~ Boulder," 
CO 80306 ~ 

., ,\' 
{t _,," . i', ~;}~i~ 

NSVP - National School Volunteer PrograIn, Iric., 300 N. ll/ashfngton St., Aleiandria, VA 22314. '. v, 

NSVP - National Student Volunteer' Pro,gram, ACTION? 806 Cornecttcut Ave., NW, 
Washington, D.C. 20525 
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Special Information/Issues 
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NIC - National Institute of Corrections, 320 First Street, NW, Washington, 
D.C. 20534 

OVCP - Office of Volunteer Citizen Participation, 806 Connecticut Ave.~ NW, 
.Room #~07, Washil}gton, D.C. 20525 

RPP - Request for proposal 
o 

RSVP - R~)tired Senior Volunteer Program 

VA - Veterans Administration, Washington, D.C. 20420 
".; 

VAC - Voluntary Action Center 
o 

VB - Vplunteer Bureau 

VISTA - Volunteers "in Service to America, ACTION, 806 "Connecticut Ave., NW' 
Washington~l' D. C. 20525 ~ " 

~{;- ~ 

VIP Volunteers in Probation, National Genter on Crime and Delinquency, 20(,)
WashingtoI:J. Square Plaza, Royal Oak, MI 48067 

" {:: () 

We are deeply indebted to ACTIPN for m:uch of the information contained 
in this section':"-from Am,~ricans VOlunteer--lQ74. 
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Stattisb>If3sues,. and Trends inVol"l.I.fi,teering 

We know",of no single reference comprehe~sivelycovering this entire area. 
This is ~ardly surprising~ Status and lssue!iJ!~re implicit in any discussion 
9f any aspect of vOlunteering. Even an apparel/ltly routine treatment of 

, ,'i;recruiting techniques can raise issues. For",example, do the recommended 
~echniques tl~nd to exclude certain kinds of people as volunteers and, if 
s,o, on whatcbasis? 0 , 

" ,'7;->', 

" 0 Noreover~ any single discussion of issues is likely to reflect the perspective 
of the author, and we need to consider different p~rspectives ona given 
issue. 

Finally, sta,tus and issues st(~adny change. Five years or even less can' 
render a pu5lication obsolete on some issues. 

I? i', ':'" : 'l" 

:,Your resouJl'ceus s'hould therefore be as current ~ as possibl~) check with your 
'';~oc.al VOlui~tary Action Center or State Office on Volunt~~HsmJI attend sig
n~\ficant Workshops and conference$.~ dis cuss the issues with y8urpeers, and 
study n~wsletters and, especially journals. . 

The principal journals which might contain articles on general status and 
iss ues~f are: 
C\i ~p ((",~ 

Vohmtary Action Lead.ership"'~vai1able from VAL, P.O. Box 4179, Boulder; 
CO 80306. , Q 

\\ 

",-, 

Volunteer Administration--P.O. Box l798~ BOUlder, CO 80306. 
(, 

ThejSynergist--NSVP,;ACTIO~, 826 Connecticut Ave., N.W.~ Washington, D.C. 
20525. ' , 

Inteiiactionr.?-ACTION,806 Connecticut. Ave., N.W"Washington,. D.,C. 2052.5. 

The Journal 'Of Voluntary Aetion Research--Assoeiation ~f Voluntary !letion 
---;, Scholars, Henderson Human' Development Bldg" S-21l" Pennsylvania State 

j:Vniversity .. University Park3 PA l6Sp2. 
It ' 

D 

The national affairs division of the National Center for 'Voluntary Action is 
very knowledgeable, particularly concerning legislation-related" issues. Much 

''Of their information is summarized i'ncurrent edi,tions of Voluntary Actiol'l 
,., 'JJeadersh~poafid/or"di9seminated--throughlOcM V(H;untarYAct~on Center~. " 

Ci .6 

As ror t:r~~ds in volunteering,. the general c.onsensus ist~at the perce~ta?'e of 
Americarrs identifying themselves as volunteers is,,on the

o 
:tnG.rease.. Th1s 1n ... 

" crease 'is patticularlt noticeable fOJ' youth, senior citiz~ns, clients, an~~'::o 
_ p,ern,\aps men. " . . '" 0 ,y 
' .. '.- ff 
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time, the diversity in :itypes of volunteer involve~ent is.a~so on the 
~t th7 sa!!leThis is expressed in the variety of volunteer serVl.ce posl.t:ons, a

1
nd 

l.ncrease. ,. ',' d ocacy and pollcy ro es 
also in the progressive recognition that monl.torl.n~t.a v. th~ large numbers of 
are also largelY volunteer. Another recent recognl..l.On l.S ' 
volunteers who come from' a primarily lleligious1y orl.ented base. 

\\ 
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REFERENCES FOR STATUS, ISSUES, AND TRENDS IN VOLUNTEERING 

By the People, Susan J. E~lis and Katherine H. Noyes. Volunteer Readership, P.O. 
Box 1807, l;3oulder, 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 ~9pntless citizens who, as volunteers, had signif:i,.cant impact 
on American history from the colonial days t.o the present. The book presents a 
thought-provQking perspective on such critical issues as the definition 0.£ 
"yolunteer .. It the feminist argUment against unpaid labor, the increasing f'profes-

"sionalism" of the field, and the changing make-up of today's volunteer resources. 
1978, cloth-$8. 95/paper-$5. 75. ' 

" Americans Volunteer--1974, A<:TION, &06 Connecticut Ave., NW, Washington, D. C. 
20036. Results of a statistical study of, volunteering in the United States 

'conducted during one week in April, 1974. Findings indicated that one of every 
four ~~rSons in the United States volunteers at least"once a year, with time 
equiva1ence of three and one-half million people working fUll time ,for one year. 
AvailabJe free of charg,e~. 

"Leadership for Vol unt'eering, Harriet Naylor. Volunteer Readership, P.O. Box 1807, 
Boulder, CO 80306. Th~ author presents a series of keynote speeches and seminar 

o presentations which span such diverse topics as the Volunteer 'as Advocate, ~' 
Administration for Services to Older Voll,mteers, The Consul tantin VoluntarY 
Action, and Myths: Barrier Beliefs About Volunteering. Theboo,k is an appeal 
fOr order, not a chaotic development of the volunteer potential. Thecal! for 
strong administrative support is. evident, ,and methods for implementing alternative 
types o£ support are .outlined. 1977, $5.55. 

Voluntarism at the Crossroads, Gordon Manser and Rosemary Casso Family Service 
Association of America, 44 East 23rd Street, New¥ork, NY 10010. The authors 
present a thoughtful, detailed history of, the volunteer movement 'in the United 
States, including the p.olitica1, philosophical, and social forces\.,hich have 
shapedo.,j,t into its current state of widespread, but unfocused power. Dr. Cass, 
an attorney and national volunteer leader, is. an expert on feaeral legislation 
affecting the private voluntary sector. Manser, \,a highly respected and effective 
professional manager of national voluntary organizations, brings his compreh~nsive 
experience to bear on the questions facing management of private.voluntary organi
zations. The authors make specific recommendations, analyze and raise questions 
about threemaj.or trends in voluntarism, centered in the phenomenon of tremendous 
expansion of volunteer services and expectations resulting from the focus of the 
1960's on humanitarian causes.' 1976, $13.95. ~ 

People Power: An AlternatiVe to 1984, MorganJ .'Doug~n. ,Media America, Inc., 
12, East "Market St., Bethlehem,· FA 18018. Morgan Doughton,recent1y Associate 
Director for Evaluation, Office ·.of Economic Opportunity, has criss-crossed the 
nation in the past decade, creating and energizing community capacities. He writes 
0:( actual examples where 'people starting from small, modest. beginnings iri, an 
alternative direction accomplished solutions to their everyday community ,problems. 
In these examples are implications and directions for other people addressing, 
similar problems. 1976, c1oth-$13. 95/paper-$8. 95. 
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"Do We Really Need Volunteers?"f/ ,by Margaret ,Mead., an article appearing in 
the September, 1975 i~sue of Redbook Magadne, pages 60-63'0' 
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A. HISTORY 

There have been volunteers as 
instances of criminal justice 
century England. c':'j' 

long a,s there .have been offenders. Documentable 
volu~teering go back well over a millenium to 

Moreovf~r, volunt~eers founded the criminal justice system in the United States. 
Quaker volunteers were. instrumental in founding the first peni'tenti~ries in the Ii; 
late 1700's. The first probation officer was a 'Volunteer, John Augustus, in l84l!i: 

n The first juveni~ecourt, in C~,icago." was ,founded by a group of volunteers, in th~l~ 
. veryie,arly twentleth century. i ", :1: 

~~ ~ 
~. • (> '=.. ~:.:.~~ . i

l

: 

;"c;~ It is generally agreed tha.t criminal justice volunteering wen'fihto some J 
.', (fecline in the period 1920-19'50,. as paid professiori\alstbokover. ,!INonetheless , 

art.icles exist on criminal 'justice volunte.ering dtlring the 1930's I! and 1940 's. 
Vo!unteerismwas far .from completely moribund duting that period;!! "hibernating'! 
might be a better word. ' ,,)" 

. . . C /~ (.j 
In the middle~~~late fifties" th~ngs began to ~ick tip aga~n w~th. the work of 
Jewell GOddard ana Gerry Jacobsonln Oregon, .Ernle Shelley ln Mlchlgan,. Gordon 
Barker in Colorado, the Red Cross in New York City, and others. Beginning 

.i 
'I, 
iI' 
!if .; 

Iii 
'I 
iii 
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il 
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.il 
J I, soon after that, the work of people like Judges I<ei th Leenhouts and Horace 

. Holmes sparked a major res.urgence whichcontinues'tlJ today. 
c. . '. ~ 711 

' • f '1 Ii 

Currently, Judge Keith Len'nhou"l;,s of Volunteers in Probation, ,.is embarking on the Iii 
creation of a hall of fame or historical museum for criminal" justice 'Nolunteel'ing:i~_ 

B. NUMBER OF CRIMINAL. JUSTICE VOLUNTEERS 
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C. CAREERISTS IN CRIMINAL JUSTICE VOLUNTEERING 

NICOV has estimated from several ~iff~rent sources the number O~\volunteer 
coordinators working in criminal Jushce today. These estimates, \converge .. on 
a figure of approximately 2,500, There are, of course, manypi:her leadership 
people who function in roles other than volunteer coord.inator·:'" 

o 
" 

D. WHAT VOLUNTEERS ARE DOING 

1.. NICOV's late 1960' s anaJ.ysis of criminal jU$tice volunteer job descrip
tions, "National Register of Volunteer Jobs 'in Court Settings," indicated 
at le~ 19 distinct major categories of work, .and a total 'o:f 188distinct 
job descriptions in the volunteer s,ervice area. .~ 

- ~, 

. 2. We have no r~asoh to believe the fiela, is any less diversified tod,ay. 
H~wever, t~en and now, a heavy proportion of service VOlunteer_job des~rip
t~ons are ~n cthe general area of one-to-one work withooffenders, either in 
sup~rvising, counseling, visitation" companionship, or teaching/tutoring. 

3. The above r·efers to the, area of service volurlteenirtg. The middle and later 

" 

)97Q's have seen, in addition, a probably significant rise in the number 
of criminal justice volunteers engaged in monitoring and advocacy a~tivities. 
An excellent resource person in this area is Ira Schv.artz, W.ashington State 
Council on Crime and Delinquency, 1008.Lowman Bldg., 107 Cherry Street, , 
Seattle, WA 98104." 

4. "" Another trend is the probable rise in the number of volunteers in~olved 
in cornmunit;y crime prevention and in \lictim assistance activities .. The 
NatiQnal Center for Voluntary Action,,1214,16t:p St'., NW, .Washington,D.C. 
20036. currently has a maj or technical assistartce" proj ect in neighborhood 
<::~~ime prevention and control . 

• -·.··c~~ 

5 .;yOiJKfeers with victims, another recent trend, is covered in Section 19 
o~ this portfolio. 

(,J 

r . 
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VIP-NceD NATIONAL SURVEY OF'VOLUNTEERS t.N CRIMINAL JUSTICE 

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 justice. We have reprod:uced Judge Leen
houts' survey for,m below. Please take a few minutes to fill out the self-mailing 
form and return it to: 

\) 

VIP 
A Division of the National Council on Crime and Delinquency 
200 Washington Square Pla.za 
Royal Oak, MI 48067 

Organization Name 

Address 
" ------------------------:---_,....-....,....---

U 
,-~ : City!St:ate/Zip 

------~----~----------~~ 
Name/Director of VolUnteers 

-----~------~-----------------
Approximate Number of Active"Volunteers 

,-"" Use of VolUnteers: 

One-To-One: Yes No I, 

Administrative:' Yes No ---
Other- -Specify: 

---------------------~------

Pro£essional: 
Supp'(J~ti ve : 

Yes 
Yes 

No 
No 

---....;--..--""--'----~~-------'-~-------~.--~-..... - .....•.. 

, . 

l 
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The following is an excerpt from anoopublished paper ~m{itled, "The Volunteer 
Workero.Within a Juvenile Court," by John M. Baron, ~~;iversity of Cincinnati, 1974. 

;j:0 

'CHAPTER 1 

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 lire of wealth to work as a volunteer 
finding and helping discharged prisoners locate. jobs. , 

In 1841, John Augustus, a Boston shoemaker started th& probation system that is 
still in existence today .. ,He felt that people who were co.nvicted of lesser crimes 
should be offered an alternative to prison. Probation, he felt, would give the 
offender an honest opportunity toward rehabili t'ation. 3 

d 

Volunteerism, as a science £hd movement, didn't gain the strong support 
mentum as it is appreciated today, until about H160, but this is not to. 
there weren't volunteer movements before this" date.. Tne first Juvenile 
to appear in this country were established in Chicago and Denver around 
wer.e composed almost entirel.y of volunteer workers. 4 . " 

., 

II 
and mo-
say that 
Courts' 
1899, and 

The Chicago Juvenile Court was started after a Miss Nellie Flood was,hired by the 
Cook County Woman's Club to be a·teacher for the hundreds of ¢hUdren that were , . 
being held in jail. Miss Flood was appalled at the conditions ~o which these 
youngsters were subj ected. She recalled an instance in which sh.e was trying to 
teach a class in a room next daar to. wh€'re a man was being prepared far executian. 
Fram her reparts, the ladies af the Wqman's,Club became cancerned to. the extent: 
that they insisted that samething be &ane, and after twa years af" negotiations at 
the state level, Chicago had a juvenile system af ju'stice. 5 

. 0 ~ ? 
o 

The fallawing chart shows a brief laok at the volunteer movement up to. the 1960's. 
;:-. -, '::) 

THE HISTORY OF THE VOLUNTEER MOVEMENT' PRIOR TO 1960 u 

Abaut S50 A~D. St. Leanard give's up a 1d.fe of, luxury to. wark as a va1unteer 
giving and getting jobs for discharged.prisaners. 

Margaret Fell Fax and the Quakers try to make life mare cam-
fartab1 e for prisoners, as volunteerS. 0 

1700's Again, Quaker volunteers work for prisci11 re~?rm in 'America. 

3 James D. Jorgensen, John Augustus Revisited: The Vohm teer Probat1.on Caunselor 
in a Misdemean'lmt Court, (BOulder, Colorado, 1968), p.l." /e 

Q0' 

4 . .. . ." 
"The L9st Years Fo.und Aga~n: 11-Towards the Truth About Our Past, Ii Vo 1 unteer 
CourtsNews1etter, Vol. 6, #1, February 1973, p.2. 

5Ibi<1. 

G 

About 1780 

1841-18,59 

1899 

1900 

:'. 
About 1925 

1936 

1948' 

1948 

1950 
C".) 

1955 ,;;.! , 

1) 

1956 

1956 

About 1957 

1958 

1958 

, () 

Japanese volunteers begin working in prig,ons' 
"'--L~-,; '.' - -

John AUgustus, a Boston shoemaker, the first probation officer 
in the n..S . and ~~ volunteer, works with 2,000 probationers 
aV,er this periocr~ 

The first juvenilevcpurts in the U .S.- are established in 
Chicago and Denver, using volunteers almost exclusively. 

The Rotary Cluo begins providing volunteers to the juvenile 
court in Butler, Pennsylvania. This volunteer program has "'. 
b;een in continuaus existence for over ;;0 years to the present' 
day. II " 

\ \ 
Volunteersj~'in Chicago and Denver (1899) 'replac~d by paid 

. staff. 

About 60% "of \1 larger probation departments in the U. S. use 
,,valunteers according to a surv~y by the Natianal Probation 
Association. I 

Attempt aY,'a court volunteer program in Altadena, California 
. fails aft'er a sharttime, prabably because of prafessional 
staff resistance. 

"Hagashi" Valunteer Prabation Officer program of Japan begins, 
continuous till today> some 50,000 cfstrong. 

" 

Bureau af Rehabilitation af the National 
using volunteer sponsars in institutions 
cantinuousexistence to. today. 

Capital area begins 
for delinquents; 

Ainerican Red' Cross>Jvalunteersbegin work in children I s caurt 
. of New York City, continuing through today, with 2,400 va1un
teerhours per year. 

i) 

About 25% afcurrently existing juvenile institution programs 
began in.; .. _1956 0.1' earlier (two of them in 1902). 

Probate Court ln Lawrence, Kansas begins using law student 
volunteers, continuaus through taday. 

Loren Randqn, Jewel'Goddard, and Gerry Jacabson begirt using 
volunteers; in the Lane County.; Juvenile Department, ~Eugene, 
Oregan.. .. 

.Ernie Shelley begins using lay gro.up counselor Volunteers iTl 
t~e prison system of Michigan. 

. Gordon Barker begins, using callege ,.student volunteer-interrl.s 
in institutions andcaurts of Colorado.. Continuaus to todGLy', 
with about eight mad:es of in vol vement. 

':'r 

=-_--r.-...o----------=-~------~~-----.-
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1959 A municipal judge in Royal Oak.' Michigan, Keith Leenhouts .. 
begins using residents from his community to volunteer to 
work with jl,lvenile 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' id.eahad been proposed in several courts throughout 
the country.6 

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 desi-gned 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 juvenile court. 7 

\I 
A few years after Boulder started its program, Judge. William Burnett, the presiding: 
judge of the Denver County.Court, wondered if the concept of court volunteers could 
be appl ied on a more massive scale in a larger court. In the sp~ring pf 1966, Judge 
Burnett sent a proposal to the Office of Law Enforcement, Department of Justice, 
which included( the combined use of professional staff and volunteers. The two main 
concepts th~yhe submitted were that a diagnostic clinic would be provided for rapid' 
diagnosi2f6f defendants and for the authority to use volunteers to provide super
visory probation services for specially selected persons on probation. The Office 
of Law Enforcement, Department of Justice, granted tfie 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 in the application of both these 
concepts. 8 ; . 

r, 
Prior to 1956', there were only eleven juvenile courts reporting the use of vol un

"teers. By 1970, the,,=;t9tal number of juvenile courts in the United States that used 
volunteer \.,rorkers had increased to 187 .. At the present time, it is estimated that 
there are between 6QO'and 700 juvenile courts using volunteers in some capacity.9 " 

d 

6 ~ . 
"Towards a Truer Picture of Our Past: I," Voluntee~ Courts Newsletter, Vol. 5, 
#9, Novemher 1972, p.5. 

7"The National Information Center on Volunteers in Courts,;" (Boulder, .Coloraclo., 
1970), p.l. 

.,8"John Augustus Revisij:ed: "The Volunteer Probation Counselor in a Misdemeanant 
Court," (Denver, Colorado, 1968), p.2. 

9M · . 
orr~son, 

o 
p.8. 

(, 

On History 

REFERENCES FOR STATE OF THE ART IN '.' 
CRIMINAL JUSTICE VOLUNTEERING 

By the People: A History of Americans as Volunteers, Susan J. Ellis and 
Katherine H. Noyes.,~Volunteer Readership, P.O. Box 1807, Boulder, CO 80306. 
This is the first ,'Cl>mprehensive 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/n~per-$5.75. 

Included in this sectiv'TIis. an excerpt from an unpublished paper entitled, 
"The Volunteer Worker Within A Juvenile C01,lrt," by John M. Baron, University 
of Cincinnati, 1974. 

On Census 

Americans Volunteer 1974: A Statisticai 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 Syrvice," "Reasons for Volunteering, II and "Past and Future 
Volunteers."There is also historical comparison to a parallel 1965 survey. 

Guidelines and Standards for the Use of Volunteers in Correctional 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 a:re availabl e from NICOV, 
P.O. Box 4179, Boulder, CO 80306. 1972. 

o 
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17. M~inority Involvem~nt 

SITUATIONAL ANALYSIS 

o , ~ , 
Current figures are inadequate. Nevertheless, the probability is that tradi-
tional criminal~justice programs do not succeed in involvimg a proportionate 
share of the skills, insights, and experiences of minorities. There are 
shining exceptions we can all learn from, but ~most of us feel we have to do 
better on this . ' U 

A first step is to be care.fulwe perceive the issue clearly, without precon
ception, misconception", and prejudice aforethought. 

2. 

Probably a primary factor is .not race or ethnic origin per Se" but 
lower income and educational levels, from ,which some unadvataged 
minority groups suffer. For exampl e, what evidencetJe have sugg\~sts 
that agency-program volunteering is at' least as frequent among '% 

middle-class minorities' as" it isamongwhi tes. Moreover, a 1974 1\ 

ACTION agency census sample of American volunteers showed that ' 
lower income and education were major factors deterring traditiona.1 
volunteers. In this sense, we,mustl'ecognize we are dealing with .'. 
factors which affect low-income; less-educated whites as well as " 
minorities, and not largely with a primarily ethnic or racial issu\~. 

" " II 
We must further recognize that low-income people, minority or not, ,) 
'do volunteer,' at least as frequentlY a'; higher-:i;ncf;>mepeople do. 
IT is just that they.do it their style, and their way, which is less 
likely to be the traditional structured volunteer program style. 

A 1977 'Galll..l1p Poll on volunteers is instructtve in this respect, 
because ins~;ead of asking people 1,f they were volunteers in the 
tradi tional/1sense, it asked this open-ended but meaningful question, 
"Do you yourself happen to be involved in any charity or social
service act,'~vities, such as helping the poor, the sick or the 
elderly?" ~ 

1 , 

The number o~ whites answering yes ,,,as 26%; the number of nonwhites 
was 3,2%, Sigr\ ifiCantl~ higher. 

Minority peop~.e do volunteer. Our fa±lure to recognize this is our 
problem~ We ~u$ttherefore try to tl..lrTI our thinking around, speak 
le.ss about inv~lving minorities with us, and more about how we can 

\ involve outsells with the, m" meeti,ng them at least, hal, fway. 

'SOME '¥PROACHES \1 ' 

/1. Involve minority\! people :$ignificantly if not primarily in the design 
of the volunteer work, its purpose, 'style of accomplishment, etc. '" 
Note that the S~i~le is more 1i.ke1y to include advocacy as well as service. 

II 
/1 
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P1r\0\\,n,;nentlY l'n the p'rogram. 2. Involve minority leadership ,. 

3. Insofar as miIlori ty people may ~\so be low-income people, recognize 
that crucial fact, and adapt youl\ program to it. Examples would be: 

Ca) work-r~la ted reimbursement Jf enab ling. funds. • • 

eB) Build ~n fe, atures of vOlun, t, e~,\r work, wh~ch perm~ t and e,' ncourage 
its use as ,Ian eventual trans~rion to paid emPlOyment:, 

Please ~ote:, to the extent that program o~ !agency policy is unrecept,~ve ~o 
implementing the above approa.ches, it is ef:f1bctively unreceptive to m~nor~ty 
invol vement. !i ~I 

;1 ~ . 

4. Have your'minority clients OJ,' the~J i- families suggest several people 
whom they would like to have wor I wi th them, and think would help 
them. T;hese will probably tend..:o be minority people. Among the 
several suggested, you may th ,/choose the one pel?son you think most 

5. 

appropriate. This person\, ably also a minorit9' person) is more 
likely to -volunteer- beca1l1~e 0 'the personal request of the client/ 
offender, than becaus,e of\\s, relatively abstract general program 
recrui ting incentive. i! 

\', 

Client or offender vo1unte" 
have grown considerably in 
generally pJ,'omising, and 
program. To the extent that 
of~offenders'are low-income 
a :,yiable way of involving 

, 

, or alternative service programs, 
, past fewyeCl:rs. In our view, they are 

d be considered, a type ofi:volunteer 
unfortunately ,a" substantial proportion 

minori ty peopl e, '\,hes e pro grams are 
rity volunteers. \ 

"" \\, ,.; 'i'-. 
,:~.; 

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. O. Box 4179, Boulder, CO 80306. Single copies will be provided free of 
charge to correct:ions volunteer programs and individuals under the National 
Institute of Corrections grant; cbpying charges of $ .10/page will be charged 
to others. Though relatively old, we £i';lel these are still relevant discussions 
of the subject, and so have made them available again on a limited request 
basis. ,7:;. 

Note: Most good general texts on volunteer leadership (see Section 20) will 
have chapters on recruiting and sections on minority recruiting within these 
chapters. 

o 
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8. ~ Religion and Volunteering 

'\ 

Rec~l}t times h'aV',e seen an awakening interest in the interfa,ce between religion 
and vqlunteers. The 1974 Census Bureau/ACTION survey indicated that as many 
as hal'\ of American volunteers have a sign¥ficant religious base for their 
vo1unte\.~ring. ". . 

\ --
\ . 

·The church,.and synagogue have al\\'ays been volunteercommunitites. Yet, somehow, 
sometime iTi, the present century, a "secular" vo1unteerism emerged and diverged 
to the point> where, until very recently, there was virtually no communication 
between thei\ligiously oriented and secular volunteer sectors. ' 

.' 
NICOV believes this bridge mus.t be buH t again. ,This does not mean those, in 
the secular sector must begin working from a formal religious base, beyond 
what their conscience may already prompt. Nor does it mean religiously oriented 
people need accept all of the technological and methodological developments 
of secular volUnteerism. ' 

It simply meansthe.re is 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;c ~~d 
strategies articulated in the secular volunteer world. ~ 

, 0 

One group currently ,at work in the area. is,! 
ti" 

The Religiously Oriented VQ1unteer Group,'working out of Boulder, Colorado. 
Contacts here are: D 

~~ ~ 

Nancy Root, ROVG 
c/o NICOV 

Marlene Wilson 
Volunteer Management Ass.ociation 

P.O. Box 4179 
Boulder, ,CO 80306 

;'.-= 

279 S. Cedar Brook Road-'o~ 
Boulder, CO 80302 

" 

Principal exploratory thrusts of this group at present are: 

1. Education of cle'l'gy and lay religious leadership, to concepts in 
modern volunteer leadership. 

2.9 Development of resources for religiously oriented volunteer groups: 
bibliography, consultant networks, conferences, etc. 

Areas "under consideration for the future include; 
,t" 

.3. Adaptation of a high school course on vQlunteerism,' for use in religious 
education . ~ " 

f~ 

4. Preparation of a ~orkShop package on re!igiOUS1Y oriented volunteerism, 
for use at "secular!1 workshops. 

'1'1:: 

[ 
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Judge Keith Leenhouts of Volunteel'sin Probation (Division of 'the National 
Council on Crime and Delinquency, 200 Washington Square P1a4a, Royal Oak, 
MI 48067) also has contributed much to the, field of religion and vOlunteering 
in criminal justice. 

" 
'::c_::::".,,_ 

VIP hasrecentlycomple'ted a video tape/16mm film (available in either form) 
entitled Christians and the Challenge of Crime. 
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INVOLVING CHURCHES· IN COMMUNITY VOLUNTEER PROGRAMS 
r..' :j( . ,-. .,,;_ > 

by Nancy Root 
u 

'. '1 

Many community iigencf"es are asking, "How fran I involve 'churches in volunteering 
in our community programs?" 

One of the mosf encguraging new trends within churchesis the increasing use of! 
paid or/.non-pa!id staff as volunteer ,coordinators .whoknow 'the'membership well and 
canwor.k with volunteer leadership in c,ommll~~ty agencies tomat,ch church member!:;' 
skills /with agency needs. . ~'- . . . l 

~, ), 
, h ( 

Some of the necessary ingredients for a successful working re1ationsllip between:: 
the volunteer coordinator of a community agency and the volunteer coordinator oje 
a h 'h ,are'. Ii c urc' '/ 

II 
A. ~gency Responsibilities 

, 
1. The artency should convey informationfi about its programs and goal~.: 

17 to th1e church coordina,tor, at. least j,until hel she has a good undeI1'
standil1gQf the ageney's services ar~d climate. 

" 
2. The .agency should writ~and file,wi'th the church coordinator, pr~ll-

cise jocb descriptions of itsvolunt~eer needs. p 

, 
.' :~ ,_', /1 

~"B.. ChurchCootdinator's Responsibilities,' 
- ':. I. 

1. The church membership sohould be surveyed for skills and interesd;. 
Data should be compiled in easily retrievable form. 

2" Wor.king from agency job descrip-eions or request!?, fo~ volunteers, I~I 
appropriate church members are se1ected.'A"'-desc;ription of the ;/ 
agencY need is presented to the applicant. Atte~pts shOuld. iii 
be made to recruit fortheo.specific Jobs.' II 

:~) \:1 
.;::;:- I': 

3 .. Advertise agency needs regularly.through church newsletters,'::'-bu1::ietin 
~~ boards, et c . . i'l 

. II • ,., :; i I~ 
A systernatic-~].nd informed approach to drganJ.Zlng cb1.ll:'ch members to become yol~ln.teers 
both insideca' church and outside in the wider community should result in more i:p1ace-

oments and a continuing relationship between church: and community. agenc.ie5,~'. i'/ 

• . .'. . •... '. () 0,'.. • iii', 
Agencies can encourage trainin¥ 'for cJ~r~Y .and .1a~:ty t?+-ough .local workshops ~!r. how 
to manage a volunteer program 1n a rel1g10us sett1ng,. ~nc1ud1ng t~e value. Of. ~lis1ng 

" pa.id. or non-paid. $taff to f1.111ction .•. pr.;l.marily a.5 .:a. .. YO.lunteer,co.o. rdl.n. a.tor Wl.th1~i .the 
church. The ass~stance of a local Voluntary Act10n Center or VolunteerBureaulll~n 
training volunteer coordinators for church settings might be helpful. III 

, ill 
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REFERENEES FOR RELIGION AND VOLUNTEERING 

Religion and Volunteering: A First Portfolio, ed .by the Nl:j,,:t;ional Information 
Center on Volunteerism. Volunteer Readership, P.O. 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 leadership 'development for volunJeering; volunteering wi thin the 
church or synagogue; volunteering from thechurch or synagogue to the cominunity; 
and resource readings, people, and organizations. 1978, $11.95. The following 
listing of individual articles in this portfolio indicates the range of to'pics 
covered. 

1. GENERAL BACKGROUND ON RELI GraN AND VOLUNTEERING 

"Introduction: Building a: Bridge" by Ivan Scheier, National Information 
Center on Volunteerism 

"One in Four Works as a Volunteer" by Gallup Poll, August 1977 

2. RELIGIOUS VOLUNTEER LEADERSHIP DEVELOPMENT 

"The Excitement of Leadership" by Marlene Wilson 

"The" Servant as Leader" by Robert. K'~ Greenleaf 
" /1 

"The Clergy As Enablers of tIuman., Resources: A Report on the I1liff 
Scho~l of Theology 1977Summ~r Seminar" by Nancy A. Root 

3. VOLUNTEERING WITHIN THE CONGREGATION 

"How Do You Develop Leaders?" by Lyle E. Schailer 
u 

"The Selection, Care, and Feeding of Volunteers" by Lyle E. Schaller 

liThe Search for Volunteers: Volunteer Recruitment To Meet Changing '"' 
Times II by Lawrence I • Kramer, ,Jr. 

"Let's Measure Up: A Guide for VOlunteer Involvement Within Churches or 
FellmoJships" by Puget SoundUnitarian Council and the United Way Volunteer 
BUre,ltl-Voluntary Action Center of Greater . Seattle . 

-.-: 

"Volunteers: Th~ir Care and Nurture" by Maxine Marshall i Christian Educator's 
Fellowship, United Methodist Church 

4. VOLUNTEERING FROM CHURCH OR SYNAGOGUE TO THE CO~IDNITY 

"Volunteering by Religious'Groups: The Half-Awake Giants" by Alice Leppert 

B'Nai B'rith Community Volunteer Services Handbook by B'Nai B'rith Commission 
onColl1J!1Uni ty Volunteer Serv:ices 

"More Church Members Should Go to Prison" by Dr. Ernie Shelley 
" :/ 

"The Interface Between Cal1}pus Ministry and Volunteer Service" by Theresa 
MacIntyre, SSJ 

" 

"Involving Churches in Community Volunteer Programs: A Few First Thoughts" 
by Nancy Root,. The Religiously.Oriented Volunteer Group 

5. FURTHER RESOURCES AND DIRECTIONS 

"Other Readings and Events: Now and Future" by Ivan Scheier, National 
Information Center on Volunteerism 

OTHER REFERENCES 

Christianity and Real Life, William E. Diehl. Fortress Press, Philadelphia, 
PA. Explores the contras:ts between the role of the Christian layperson, as 
seen by the church, and ,what is actually done by the church to suppo~t that 
role~ the "gap between Sunday faith and weekday world.,," Most books on lithe 
ministry of the lai tyn, are written by clergy--but this book is wr~ tten by a 
layperson of uncommon insight, one who has struggled to develop h:-s own st~le 
of the ministry. His book shows how a theory can be transformed lnto reallty. 
1976, $2.80. 

Everyone a Minister, A Guide to ChrJthmanship for Laity and Clergy, Oscar E. 
Feucht. Concordia Publishing House, St;' L01:1I:5, MO 63118. This book is the 
result of Mr. Feucht' s._ 25 years of service ')in a missiQn church and as a 
denominational secret~T)' of adult education. It aims . for practical application 
of the Biblical teaching .of the priesthood of all Christians. Included are 
chapters on "Enlisti]1g God's Pastoral Stewardship of MfLnpower," and "Multiplying! 
the Workers :We Are~ All In This Together. II 1975, $1. 25. ? 
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19. Volunteers With Victims of Crime 
::; 

A. INTRODUCTION 

i 
I;. 

/1 
/1 

i.' 
·f 

'{ 

1/ f If II 

The Latin root is ;'victimai' )heaning "beast for sacrifice" later a htunan 
sacrifice. Today "victim" ~ieans principally any person (or 1/"''''"",,,,) who suffers 
from a destructive orinju1ious actiono or ,:agency beyond hi or her control. 

We are all victims at one )ime or another, "in some sense 
of· possible c,p:uses: natutal disasters; ethnio, -racial, 
unfair consumer practices!;. inadequate income or educa . 

other, for a range 
religious dis.crimination; 

; physical handicap; . ,0r ot~e1i' condItions beY9, dour control. 

This summary concentrat~s on vic.tims Of. :,"I::rime: chi abuse and neglect, including 
sexual abuse; rape; ass~u1t; larceny, theft, burg ,vandalism, . and other 
crimes against propertyj~ har,assment anod molestat· ; desertion; willful negligence; 
and, for the survivingffamily and friends.,. homi. de. In all of this, the injured 
person is considered a) victim whether or not perp.~trator o,f the offense can 
be identified and Suc9:essfully prosec,uted. 

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

Millions of Americans/are victims. in thiss e every year, especially when one 
considers the spread libf adverse. effects ies, friends .,employers, etc. 
A~l typ.es of ,peopl'e f,Lre affected, thoygh most offenses , the ri$k of victi-
mization is somewhat?! higher for low-' people, lninorities, the young, and 
women. There is alsd a :real sense in . ch many current offenders Come from a 
backgrou,nd in whiCh'Othey ~~te themse s victims.' . " .... 

Until quite recently victims of 
criminal justice'system. . In addi 
criminal act, they' migh tactually; 
than offenders; less awareness. 

'were a woefully neglected part of the 

assistance in coping with 
them in the way of cooper . 
in return .' . Thankfully, bo 
far more attention,. to this 

to suffering the direct effects of the 
fOUnd ''<themselves with fewerr:i.,ghts 

resources and remedies; and Vil'tually no 
tic procedures. ,The system asked much of 

end information-giving; i tgave almost 'nothing 
mpassionandcommon sense have recently dictated 

by both paid staff and volunteers.. 
In developing a f'Vohm . 
should be considered" Wi th Vict-lms" program, a number of guidelines 

uding the. follOwing: 

'1. Be aware 0 

in your 
some be. 

recedent,written materials, and :resOUrce organizations 
of program interest. Section B of this summary provides 

points for this search. <. 

2. proven guidelines for v9lunteer program planning, organization, 
'''n'~'''!:Jtion. These are es.sentially similar for aU kinds of 

.v/;· .... ·•· .. eer proirams,~ndare coveredi,by the information summaries 
sewhere in this l'0rtfolio. -

'Care£ul1Yconsider thetYP'e of victim with whom the program will work j 
. £01' example, womert 01' men> children or seniors; low-income or middle '''class~' etc. . '9' " . 

. , l 

~: •. 
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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. Gooq 
'contact points include police, prosectuting attorneys, judges, 
hospi tals, welfare· agencies, school teachers, and ·neighborhood 
leadership organizations. ,~\ 

5. What are the principal needs of the victims you are concerned about:' 
These can include: 

;'; 

6. 

7. 

a. 

b. 

9,1 
\'J 

1\ 

) 
d. 

e. 

Material compensatiqn, restitution.' 

Other material and service assistance during the crJ.sJ.s period; 
for example, food, clothing, transportation, child care, etc. 

Identification and connection with agencies or organizations 
capable of or mandated to provide needed services and material 
support. This may include brokering and advocacy functions on 
the part of volunteers or staff. . 

Counseling and emotional support. 

Advocacy, for exampl e, with a bank to extend credit payments, with 
the insura~ce claims people, or with an employer on permission 

:;,,£or )50me absence with pay. In some cases J volunteers also engage 
in systenlc~angeadvocacy; for example, for improved legislation 
and procedure in support of victims. 

f. Possibly reconCiliation counseling with the offender. 

g. Public education. 

·Which of the needed services .are best performed or supplemented 
through the",use of volunteers? (R,fll'#.1~r to 1 and 2 above.) 

- i!.liJ!.;J--

How are the.se vOlunt. eers best. rld.~~fulted? For ;example;' good volunteer 
recrui ts might sometimes "be found a;1nong pe.ople who have suffered the 
crime, or whose :friends have, or people who for any reason feel a 
special affinity for the kinds of people who characteristically 
suffer the effects of this crime. An example WOUld. be women 
volunteers' for a Rape Crisis C~mter program. 

8. How is the pro,gram to be sponsored and funde'd? . . .:.~ 

SOME RESOURCES 

1. Resource Organ:izations 

I' J 

l\ 

a. The National Organization of Victim Assistance, Inc, (NOVA), 
John P. Dussich, Executive Director, is located at Southern 
Stati~n, Box 9227, tiesburg, MS 39401, telephone (601)226-4100. 
The purposes of this ership fee organization 'include unifica-
tion of professionals are committed to the humanization of 
the criminal justice tern through victim advo~acy. Services 

'. 
86-

include information clearinghouse and directory, technical 
assistance on victim service programs, and legal research on 
Ii tigation concerning victims. NovA places strong but not ex
clusive emphasis on citizen participation and volunteering for 
victim assistance. 

b. The ACTION Agency, 806 Connecticut Avenue, N.W., Wasnington, D.C. 
20525. In the past, ACTION has involved VISTA volunteers in direct 
services to victims and mobilization of community volunteer 
services. 

c. The National Criminal Justice Reference Service (NCJRS), P.O. 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 Vo1unteerism, P.O. Box 4179, Boulder, CO 80306, 
telephone (303)447-0492. While NIC grant support continues, 
information searches in the volunteers with victims area can be 
conducted without charge. 

2. Some Audio-Visuals 

3. 

Note: Latest information on availability is uncertain 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. 

Other Resources 

a. Probation Department of Fresno County, P.O. Box 2265, Room 700, 
Courthous~, Fresno, CA 93720. Victim Advocacy and Victim 
Services Project. 

b. The Volunteers of America, 1865 Larimer Street, Denver, CO 80202~. 
Battered Women, The Columbine Center. 

c. Aid to Victims of Crimei!, Inc., Arcade Bldg., Suite 1082,812 
Olive Street, St. Louis, MO 63101. Emergency supportive services 
to victims and their families, provided mainly by volunteers in 
victim's neighborhood. 

d. Child Abuse Listening and Mediation (CALM), ~"O. Box 718, 
Santa Barpara, CA 93102. Hotline for potentially abusing parents. 

e. A Community Response to Rape,"Polk County Rape/Sexual Assault Care 
Center, Des Moines', tA. For written material, inquire of NCJRS, 
P.O. Box 24036, S.W. Post Office,. Washington, D.C. 2t.1024. 

(.1 " -87-
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20. Mini-Library of Corrections VollUlteeringResources 

The purpose of t;h~,~ section is to provide a listing of available and 
current publications relevant to the criminal justiced tizen participation 

'. field. It should be noted that this is a preliminary list ",and, while we have 
' ';:.reviewed the publicatioD$ and periodicals listed, there are=other publications 

we hav/enot ,had an oppor1.funity to include. 
~J 

'" A sensible follow-up for aq,di tional 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 " 
general field of volunteerism. Our belief is that criminal justice volunteering 
can benefit from the experience and knowledge of volunteerism in the non-crimj.nal 

. justice areas, just as other forms of volunteerism have learned from criminal 
justice. Therefore Section 21 describes volunteer leadership references in 
the human service field at large. 
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BOOKS AND PAMPHLETS 

The American Bar Association Standards Rel,ating to the Administration ot" Criminal 
Justice, ABA Section of Criminal Justice, American Bar Associatiotr, 1800 M Street, 
N.W., 2nd Fi'oor, Washington, D.C. 20036. In seventeen volumes a synthesis of the 
best available 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 publications on how to implement the Standards ar.e free. 
These include stich titles as j'How to Measure the Quality of Crimi pal Justice, 'I 
"How to Diagnose What's Wrong with the Criminal Justice System in Your State and 
What to Do About It," and "How to Implement Criminal Justice Standards for Pre
Trial Release." 

Breaking into Prison: A Guide to Volunteer Action, Marie Buckley. Available 
through VOLUNTEER READERSHIP, P.O. Box 1807, Boulder, CO 80306. The purpose of 
this book is to provide an overyiew of what the volunteer can expect to find , 
inside a prison, with pract~cal advice of initiating direct action improvements in 
prison life. Specific, applicable instructions are given on how to start useful 
volunteer programs in prisons. $8.35. 

Children in Trouble: A National Scandal, Howard James. Available through the 
Christian Science Publishing Society, One Norway Street, Boston, ~~ 02115. 

~= This publication 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 taking action to correct situations uncovered by James. $1. 50. 

Children Without Justice, National Council of Jewish Women, ,Inc., 15 East 26th 
Street, New York, NY 10010. A description of the results of a national survey 
by the National Council of Jeylish Women of the juvenil~ justice system in local 
communities. Write NCJW for information on how to obtain the book. 

Concerned Citizens and a City Criminal Court, Keith J. Leenhouts. For information 
on availability, contact Project Misd~meanaJlt Foundation, Inc., 200 Washington 
Square Plaza, Royal Oak, MI 48067. Report of Project Misdemeanant and the develop
ment of the Royal Oak Municipal Court volunteer probation program. 

Diversion from the Juvenile Justice System: A Monograph, Donald R. Cressey and 
Ro~er~ A. Mc~ermott .. Availa1,Jle through Superintendent of Documents,~~U.S. Government 
Pr~nt~ng Offlce, Wash~ngton, D.C. 20402. This monograph presents a profile of 
juvenile diversion processes in one (anonymous) state, derived from a preliminary 
inquiry into how diversion seems to work. Background and the ,~efinition of juvemile 
diversion are discussed, followed by a detailed account of different kinds of intake 
procedures for children involved in the juvenile justice system. 1974. 
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The Effectiveness of Volunteer Programs in Courts and Corrections; An 
Evaluation of Polity~Related Research, Thomas J. Cook and Frank P. Scioli. 
Available through Urliversity of Illinois 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,) :, 

Everything Y~u Want to Know About Volunteers in Probation: A Guide for Staff, 
Kenneth Fare":' Inquire as to availability through Mr. Kenneth F. Fare, Chief 
Probation Officer i 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 probation 

. field are the focus of this publication. 10 pages. ' 

Wideline's" .and Standards for the Use of Volunteers in Correctional Programs, 
IvanH. ScheierandJudithL. B,erry.A limited number of loan copies are 
available through the National~Information Center on Volunteerism, P. O. Box 
4179, Boulder, CQ 80306. This book is based on a national survey of correc
tional volunteer programs conducted in 1971. It is a practical field guide 
for volunteer programs, from the planning stages through all phases of 
implementation. 1912. 

Liability in Correctional Volunteer Programs .. : Planning for Potential Problems, 
American Bar Association, National Volunteer Aide Program. A limited number ·of 
copies are available on a loan basis from National Information Center on Volun
teerism,p:O. Box 4179, Boulder, CO 80306. The purpose of this work is to pre
sent basic information for use by state agencies and volunteer organizations in 
understanding the legal impli~ations of their participation in the correctional 
system. 1975. 

ModernizingCrimina1 Justice Through Citizen Power, ABA Section on Criminal 
II 

Justice, American Bar Association, 1800 M Street, N.W., 2nd Floor, Washington, 
D. C. 20036. Produced by the section in cooperation with the Chamber of 
Commerce of the United States, this is a brochure detailing specific strategies 
ci tizens can take to monitor and work toward improvement of local criminal 
justice systems. A video tape/film to accompany this brochure may be obtained 
for a loan fee of $ 5.00. 

PARTNERS Administrative Manual. Available through National Association of 
Volunteers in Criminal Justice, c/o PARTNERS, 1260 W. Bayaud, Denver, CO 80223. 
This is a 500-page intensive document explaining various program concepts and 
rationale, including sections on recruiting, training, support of volunteers, 
program management, fundraising, and the development of special projects. 
1976, $50.00. 

f~ :~)" -90-
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Skills for Impact:. VolW1tary Action in Criminal Justice, Ben] amin Broox McIntyre. 
Inquire as to availability through Association of Junior League, 825 Third Avenue, 
New York, NY 10022. Written to incorporate the experiences of the four-year 
national IMPACT proj ect of AJL, funded by LEM, this book is designed to enable 
local Leagues and their community colleagues to reduce crime and delinquency 
through promoting, facJUtating, and partiCipating in efforts to effect positive 
changes in the criminal justice system. 1977. 
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Symposium on Status Offenders: Manual 'for Action, National Council of. Jewish 
Women, Inc., IS East 26th Street, New York, NY 1001.0. A manual directed toward 
aiding citizen groups to meet the long-term goal of provision of community-based 
services to youth. 1976, $1.00. 

Volunteer Program Development Manual, Susan K. Bashant and Bob Moffitt. Available 
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 
S,o~rt programadmi~istrator or director. Models for adaptation and examples of 
trled methods prQvlde the volunteer program director in courts or corrections with 
general guidelines, strategies, and suggestions in the development, administration, 
and management of volunteer. programs. 1973 (price information availabl'e from address 
listed above). 

" 
1/ 

Volunteer Training for Courts and Corrections, James D. Jorgensen and Ivan H. Scheier. 
Available through Volunteer Readership', P-:O:-Box 1807, Boulder, CO 80306. The 
authors discuss ;train~ng ~s it relate~i to the basic knowledge that must be provided 
to. the volunteer, the attltudes that must be addressed in training, as well as the 
Skllls that. must be developed. -' These I:areasare then expanded within the dimensions 
of pre-servlce and in-service training;. The advantages of various training methods 
are reviewed, and descriptions of tra~~'ling models are presented. 1973, $8.00. , 

IIi! .' 

Volunteers in Juvenile Justice, Ira M.il Schwartz Donald R. JenSen and Michael J 
Ma~on7Y' This e~cellent, succinct matiba1, prep~red under an LEAA' gra~t, sets fo;th 
prmclples. and dlscusses. concepts des~fgned to assist juvenile justice administrators 
in deve10pmg and upgradmg volunteer J}prog;rams. 1977, single copi~s available free 
of charge from the National Criminal ;Justice Reference Service Box 6000 Rockville 
MD 20850. .d " . , 
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SOME PERIODICALS IN CRIMINAL JUSTICE 
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Judicature, a monthly magazine oncourt-re1ated subjects. American Judicature 
Society, 200 W. Monroe Street, Sui te1606, Chicago, IL 60606. >! i' 

Joint Enter,prise, a newsletter which reports important developments in Judicial 
reform and administration. American Judicature Society, 200 W. Monroe Street, 
Suite l606,Chicago, IL 60606. 

Criminal Justice Abstracts., National Council on Crime and Delinquency, 411 
Hackensack Avenue, Hackensack, NJ 07601. 

Criminal Justice Newsletter, National Council on Crime and Delinquency, 411 
Hackensack Avenue, Hackensack, NJ 07601. 

Crime and Delinquency, National Council on Crime "and Delinquency, 411 Hackepsack 
Avenue, Hackensack, NJ 07601. 

Journal of Research in Crime and Delinquency, National Council on Crime and 
Delinquency, 411 Hackensack Avenue, Hackensack, NJ 07601. 

VIP Examiner, quarterly news1e.tter, an excellent source of informationexchf.~nge 
on what volunteers across the country are doing in criminal justice. Volunteers 

. in Probation"LDivision of National Council on Crime and DelinqH~ncy, 200 '. 
Washington Square Plaza, Royal Oak, MI 48067. ,A copy of thisimpo;rtant mag'!, 
azine will be included in this portfolio, while 'supplies last. . : 

\ , 

Action B'roadcaster, a quarterly newsletter featuring information of interesl: 
to volunteer administrators in a wide variety of fields including criminal 
justice. No charge. Action Broadcaster, 326 Locust Street, Suite 213, 
Akron, OH 44302. 

Correctio.ns Magazine, published quarterly, devoted to in-depth coverage of 
correction operations in the U. S. and abroad. Corrections Magazine, 801 Se~:~ond 
Avenue, Ne\'l York, NY 10017. 

() 

Criminal Justice, quarterly newsletter. American Bar Association, Section <>f 
Criminal Jus tice, 1800 M Street, N. W., 2nd Floor, Washington, D. C. 200,)6. 

~/ j/ .. :, Federal Probation, published quarterly, covers all phases of prev~m:lve and.;,. 
c,orrectional activities in delinquency and crime. Federal Probatlon, Proba'itlon 
Division of the Administrative Office of. the United States Courts, Supreme "i 

Gourt Building, Washington, D.C. 20544.;: 

National Criminal Justice Reference Service, distributes listings and des 
I: 

::ptions 
,I, 

of recent publications and research studies in criminal justice and 
brochures of exemplary projects. NCJRS, Box 24036, South West Post Office,! 
Washington, D.C. 20024. 

\ 
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Wasl1ington Newsletter, published monthly, focuses on legislation affectill,g 
criminal justice,' juvenile justic.e and related issues .. ' National Council of 
Jewish Women, 15 East 26th Street, New Yor.k .. NY 10010. 

Youth Alternatives, published monthly .. focusing in issues and activities 
affecting youth and youth ,vorkers. National Youth Alternatives Proj ect. 
1346 Connecticut Avenue, N.W., Washington, D.C. 20036. 

'J 

Notes: 1) There may,.be a subscription fee for many of ~he peT:l.odicals cited 
above. 

2) Most of the reSOUTce organizations described in Section D also 
have their ownnewslett'ers • 
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AUDIO-VISUALS 

A series of 34 hours of audio-visual colored TV cassettes has been prepared 
by the VIP Divis ion of the National Council on Crime and Delinquency. The 
s\lbjects of the video-tapes. include: 

- The Dynamics of the One-to-One Volunteer 
... The Many Uses of Volunteers 
- Volunteers. in Pre-sentence and Intake Investigations 

Volunteers in Group Counseling 
- Volunteer-Staff Relations 

Mechanics of Volunteer Programs in Criminal Justice 
Volunteers and ~1inoTities 
Management, Administration and Funding of Volunteer Programs in Criminal 

J.ustice 
Volunteers in Alcoholic and Drug Programs 
Retirees and Student Volunteers 

- Research and Evaluation of Volunteer Programs 
Outstanding Films and Slide Presentations Utilized with Structured 

Interviews . 
Excellent resources for all phases of volunteerism in criminal justice 

including programs for the delinquent-prone, alternative~ to jl:venile 
institutions, juvenile courts, adult misdetneanants, felons, prlsons and 
parole. 
(: 

Write VIP-NCCD for the 100 plus page manual describing each cassette, suggesting 
training and educational curriculum, instructions on,use: sug~ested te~t,books 
and training manuals, field trips, suggested discusslon questlons, addltlonal 
resources " assistance on how to begin and execute courses and programs, etc. 

VIP (Volunteers in Prevention, Prosecution, Probation, Prison, Parole) 
A Division of the National Council on Crime and Delinquency 
200 Washington Square Plaza 
Royal Oak, MI 48067 
(313) 398,,·855 . .0 
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21. VolUnteer Readership Catalog 

" 

This catalog describes the largest available collection of volunteer 
leadership publications as~eml;>led for distribution. Most of the publications 
are not specificallycriIili;hal ju~;tice oriented, though there are some excep.., 
tions to this (see, for e~!amp1e, pages 18 to 19). Principles of volunteer 
program planning and deve~:opI1lent are nevertheless generally transferable from 
one area oJ human servicel to a~0t.her. 

Copies of this catalog are free on request. A new edition of the catalog 
is expected to be issued !~n October.,November, 1979. 

, II 
The Vo1untee; Read'eiship Cata:iog lists primarily books, manuals, and 

_' .. It 

portfolios. Journals arld"'magazines are listed in Section 20 in this port'folio. 
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D. RESOURCE ORGANIZATIONS 

p 

1 . . National O;ganiZati6ns:and Projects ., ,. 'D' , '.,' " ,,' . 

, The purpose, of this section is to provide ~n initi"tl idea ofacti vities 
and contact' information 0l,1 na.tional organizations and,proj ects of current 
significance in the field 6f criminal" justice citizen participation and volun
t~,ering. 

f~, ~)1I 
d, 

We have d1 vi'ded this list of national organizations and proj ects into two 
groups. ',The first contains those organizations 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 us'er' s time in checking out further, if he/she is interested in the area 
covered by the,organization or proj act. 

o ' 

Some of these organizations may restrict principal services to mem~ers 
'or otherwise request fees, but most will at 1 east respond to inquiri~s ilcon-
cerning'the scope of their services. 

(:; 

An index of the organization$ in this section, and the (alphabetical) order 
"in which they are listed, is as follows. 

Criminal Jus~:;ce Organizations 

American Correctional Association 
CONtact, Inc." L~ , 

torrectionals V?lUn~er l}nform~~ion Service 
The Fortune Soc~ety{ . ' 
Hennepin County cour':<.se:;vices ' 
The John Howard Assocj.)h~on «;{/S, 
National Association llf Volunteers in Criminal Justice 
National Council on ((~ime and Delinquency 
National Criminal JusBice Reference Service 
National Criminal Justice Volunteer Resource Service 
National Education-Training Program 
Nation.~l Organization of Victim Assistance 
qffenderAid and Restoration, U.S.A. 
PARTNERS, Inc. 
Social Adv,ocates for Youth, Inc. 
U.S. Jaycees Criminal Justice Program "1 '! 

Vol,unteers in Probation, ,Division of t1~~.:;:.,National Council on Crime and 
" Delinquen~y 
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ACTION I, 

As,r5ociation for Administration of Volunteer 
A:S"sociation of Voluntary Action Scholars 
National Center for Voluntary Action 
National Information Center on Volunteerism 

Services 

For some of the organizations described in this section, brochures are included 
in Section E of this portfolio. 
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Criminal Justice Organizations and Projects 
~\ 

American Correctional Associatid'n 

i\ 
4321 Hartwick Road, L-208 
College Park, MD 20740 
(301) 864-l07Q \ 

'I 
\ 

A membership organizatiqn of c~?rre'ctional personnel and interested 
agencies and grqup~, the ACA pl.'omotes professional development and 
action in the field of c;orrections. Write to this association 
complete puolication~ list and information on current programs, in
cluding citizen participation. 

CONtact, Inc. 
P.O. Box 81826 
Lincoln, NE 68501 
(402) 464-0602 

Al though CONtact is primarily concerned,\ with ~~he employment and edu
cation of ex-offender~, its pr<?grams inc~1).de work with prison reform 
legislation, establishment=of volunteer programs in criminal justice, 
and consul tation for other ,national ':org~nizations working with pri
sone,rs and ex-offenders. This Qffice publishes a monthly newsletter, 
CONtact, which contains information on programs and agencies concerned 
with corrections. Publicatiops lists may also be obtained by writing 
the organization. ' 

Corrections Volunteer 
NICOV 
P.O. Box,4l79 
Boulder, CO 80306 
(303) 447-0492 

Information Service 

Under a grant from the National !nstitute of Corrections, the National 
Information Center on Volunteerism is ope;r.ating a free'linformation 
clearinghouse, for individuals or agencies involved in jails, proba
tion and parole programs, correctional ins,ti tutions, and community based 
corrections facilities which are using or plan to use volunteers. 
(See Generic Volunteer Organizations for des¢:dption of other NICOV 
services. ) ,t,-, , " 

The Fortune Society 
229 Park Avenue ?outh 
New York> NY 10003 
(212) 677-4600 

The paid and volunteer staffs of "the Fortune Society are primarily 
ex-convicts engagecl 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 monthl y newspaper avail able for a nominal con
tribution, contains not on~y information on current programs and 
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activities, but also includes a publications list of books available 
in the field of criminal justice. 

Volunteer Services 
Hennepin County Court Services 
A-506 Government Center 
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 v~ri~t¥ ofwri~ten and audio-visual materials at cost. Complete 
pubhcatlons lnformatlon 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 p:iJ?ary obj ecti v~ of ~he Asso~iation is to bring about changes .in 
pohcles and practlces 1n1ihe fleld 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 developin] effective· . 
volunteer programs and recognizing opportunities for volunteerism, the 
man';lal pushes f~r reform in the way volunteers are being utilized. 

I' 
l~, 

TOplCS covered lnclude 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 man~~l may be ordered 
free of charge from the National Criminal Justice Reference Service, P.O. " 
Box 23036, Washington, D.C. 20024. 

National Association of Volunteers in Criminal Justice 
c/o PARTNERS, Inc. 
1260 West Bayaud 
Denver, CO 80223 
(303) 777-7000 

o I; 

,) 

NAVCJ's purpose is to promote and enhance volunteerism and adminisOtra
tion of volunteer services in the field of criminal justice at all 
levels. ~y: 1) advo~acy; 2) promoting educational and training op~ 
port';ln:-t1es; 3) ~old:-ng an annual forum; '4) a national publication 
provld1ng cO~4nlcatlon between local criminal justice volunteer 
e~f~rts! 5) ~s~abl~shingan information referral service; and 6) pro~ 
vld1ng.ldent1flcatlOn and directory maintenance for local programs. 
NAVCJl.s a membership organization open to all concerned about volun-
teers in criminal jUstice. ' 

Nati?nal Counci~\on Crime and Delinquency 
Contmental Plaza 
411 Hackensack Avenue 
Hackensack, NJ 07601 

The work of NCCD falls into four broad, categories of acti vi ty: 
1) Community Consultation and'rraining--providing technical a?sistance, 
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 ~egments 
of the criminal justice system. 3) Resea!ch and Development of 
Standard!:j,r-:.engaging in a; long-term study of' parole experience and 
deve,loping a Diagnosticl'arole Predictiqn Index.' 4) Information 
Clearinghouse--collecting and disseminating information on all aspects 
of crime and delinquency, especially the development of new concepts 
and the results or 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. f_ 

,National Criminal Just.ice Reference Service 
Box 6000 
Rockville, MD 20850 
(202)~,8762-2900 

l';X( This branc9. of the Department 'of\.Justice is responsible for collecting 

\

' and diss~rfiinating information on all publications in the broad field 
of c;rilll£nat'cjustice--books, project reports, journal articles, etc. 

, NCJRSl~ill conduct individualized searches for information in specific 
'~,.,;:S..ubiect areas. NriteNCJ:RS :'co subscribe to the free bi-weekly Selec-

:? t:i.;~ Ndi:tficatiotl b'f Information (SNI) service~. which d.escribes current 
publications and projects in the criminal justice fie 10.': 

National Criminal JusticE) Volunteer ResQurce Service 
P.O. Box 6365 
University, AL35486 

This a program established under a W. K. Kellogg Founda:t{ron grant 
by VolUnteers in Probation (VIP-NCCD) in conjunction .vi'fth 'th,e 
University of Alabama. It is expected that the resource .... s"er;,v~_ce 
will 'greatly increase ~1he services that VIP-NCCD has 5<2#£" dover 
the years to courts , jails, prisons, j uve11,il e ins ti tutjZ',';ij and 
preventive volunteer pr?gra~~,~ As one component. of the ",p-to gram , a ,. " 
six credit-hour course has been developed at the University of 
Alabama ~p train managers of volunteer programs in criminal justice . 
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National Education-Training Program for the 
Volunteer Court-Corrections Movement 
VIP-NCCD 
200 Washington Square Plaza 
Royal Oak, MI 48067 
(313) 398-8550 

<) 

NETP is a program made possible by a grant from the Kellogg Foundation 
to VIP-NCCD and University of Alabama. It is a resource for professors 
of criminal justice and practitioners of the volunt.eer court-corrections 
movement (judges, probation officers, parole officers, coordinators 
of volunteer programs in criminal justice, ~fc.). The program features 
a series,. of 34 hours of high quality audio-v:tsual TV coloredccassettes 
on all phases of volunteerism .in criminal justice. Write NETP for 
the 100-page manual describing each cassette, suggesting training and 
educational curriculum, instructions on use~ suggested text books and 
training manuals, field trips, suggested discussion questions, 
assistance on how to begin and execute such courses and programs, etc. 
C,assettes are a,vailable at various regional and state resource centers 
at very low rental costs, and also available for sale at very low 
cost. (See the special issue of the",,1!IP Examiner a~ the back of this 
portfolio for further description of NETP. 

National Organization of Victim Assistance, Inc. 
Southern Station 
Box 9227 
Hattiesburg, MS 
(601) 266-4100 

39401 

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-

(I tims. NOVA places strong but not exclusive emphasis on citizen.{i>ar
ticipation and volunteering in victim assistance. 

Offender Aid and Restoration, U.S.A. 
Old Albemarle County Jail 
409 East High Street 
Charlottesville, VA 22901 
(804) 295-6196 

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 acro s the U.S. in establishing 
citizen involvement projects in their ja Is. ,; 
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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 sem1nars encompass 
all aspects of programming including recruiting, volunteer supp~rt, 
community support, governmental alliance, fundi~g! etc. Ap~~~~E~~e 
on the seminars is available upon request .. A~d1tlon~11y, 
will assist communities interested indeveloplngthe1r own PARTNE~S 
program. Continuing administrative support is provided to operat1ve 
programs, by contract arrangement with PARTNERS. 

Social Advocates for Youth 
National Office 
975 North Point Street 
San Francisco, CA 94109 
(415) 328-6561 

SAY is a system of 12 nonprofit centers 10cat:d in four states with 
a national administrative office in San FranCISCO. ~AY ce~t~rs P~~d 
vide individualized services to young people and t~e1r fam1:les, 
work toward positive change in institutions aff~ct1n? the lIves of 
young people. The national office in San Franc1sco 15 now co~ce~
trating on child advocacy. The SAY.new:1et~er keeps readersh1p In
formed on developments in the juven1le Just.lce system. 

U.S. Jaycees Criminal Justice Program 
P.O. Box 7, 
Tulsa, OK 74102 ''0 

The Jaycess, in conj~nctiQn with the U.S,. Departme~t of Labor, are 
bringing together public and private resources to lncrea:e the 
opportunities open to the ex-offender. They have estab11shed 
relationships with state employment offices to aid ex-offenders 
in getting jobs, led a public education program to develop and. . 
promote community-based programs, established Jaycee chapters ~lth1n 
pris.ons, and set up a nationwide volunteer network. A Co~rectlOns 
Program chairman in each state can be. used as a resource 1n de~e10p
ing contacts with other projects to aid ex-offen~ers. The natJ.ona1 
office in Tulsa can provide interested persons wJ.th the address of 
of the program chairman in each region. A free monthly n~w:1~tter 
summarizes recent developments in corrections, Jaycee actJ.vJ.tJ.es, and 
program resources. 
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VIP 

(Volunteers in Prevention, Prosecution, Probation, Prison, and Parole) 
Division of the National Council on Crime and Delinquency 
200 Washington Square Plaza 
Royal Oak, MI 48067 
(313) 398-8550 

VIP-NCCD is dedicated to improving every phase of the criminal 
justice system through the use of volunteers. VIP-NCCD provides 
consultation to groups and individuals interested in starting 
volunteer programs in courts and correctional institutigns. Under 
a W.K. Kellogg Foundation ;'grant VIP-NCCD ha~ established a National 
Criminal Justice Volunteer Resource Service located at and in con
junction with the University of Alabama at Uni versi ty.. VIP-NCCD 
publishes a quarterly newsletter, VIP Exa,miner, '. on what volunteers 
across the country are doing in criminal justice. A copy of the 
Fall 1978 issue of VIP Examiner appears at the back of' this portfolio. 
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Generic 'Volunteer Organizations 

ACTION 
806 Connecticut Avenue, N.W. 
Washington, D.C. 20525 
(800) 424-8580 

ACTIqN is the federal agency charged with demonstrating the value 
of voluntee~s in helping to solve community problems (and with the 
encQuragement and promotion of volunteer efforts to that end. For 
information on ACTION programs , contact your State or Re,gional 
Director. Address and telephone number of the appropriate regional 
office may be obtained by calling'ithe ACTION toll- free number listed 
abQve. The Office of Volunteer Citizen Participation is a particularly 
important arm of ACTION's volunteer outreach to the non-federal sector. 
OVCP's addre.ss is given later in thi~ section, under "Resources 
Closer to Ho'me. ti 

Association for Administration of Volunteer Services (AAVS) 
P.O. Box 4584 
BOUlder, CO 80306 
(303) 443-2100 

This' is a membership organization to promote" volunteeradministratiol:1 
as a profession and to fO!?J:er exchange of knowledge and experience 
in the field. Services include certification, regional meetings and 
workshops, and a newslett~i)r.'There are three classes of membership:. 
AC.tive Member--people actiively involved in volunteer administration, 
people retired', from the field who m~intain their c~rtification, and 
educators and researchers in the. field; Associate Member--retired 
volunteer administrators or others interested in volunteer administat.!i.on 
(people ~ligible for Active Membership are not eligible for Associate 
Meriibership);and Student Member--people preparing for acal"eer in , 
volunteer administration or students active in administering a voluntE~er 
program. 

u 

~ ~\,., 
Association of Voluntary' Action Scholars, 
College of Human Development, S-211 
Penn State University 
Univer,sit;y Park, PA 16802 
(814) 865-1717 

CAVAS) 

'n 

" " () " 

An "interdisciplinary assoc'iation o#scholars ~nd .p~ofessionals in- n 

teres ted in or engaged in research~~ scholarship, or progral'l!s related '.' 
to voluntary ac.t,ion in its II,Iany forms. The Association seeks not only 
to stimulate and aid the efforts ,,"of those engaged in voluptary action 
res'earch, scholarship, and professional act~vity') but also ~o make the 
results of that .. research, scholdirship, and professional activity more 
readily available both to professionals and scholars, and to leacfe'rs 
of and p~~,tfcipants involuntary associations and voluntary action 
agen~~es'. Write AVAS for in;ormation on pUblications andperipdicals . 
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National Center for Voluntary Action (NeVA) 
1214 Sixteenth Street, NW 
Washington DC, 20036 
(202) 467-5560 

NCVA was. c~eated in 1,970 to stimulate and strengthen voll,mtarism __ 
the ~radH:ron ~f responsible cit~zenship by which the American people 
r.ont~nue to bu~ld our free society. From its Washington DC office 
N?VA provides a variety of technical assistance and.traininl7 ser- ' 
:'l.~es to VOl~ntarYAction Centers, education and training a~tivities~ 
Jo~nt operatlon of a publications distribution" center with the 
National Info~ation Center on Volunteerism, national-level advocacy, 
the ~nmlal Natl.onal Volunteer Activist Awards, and a variety of 
:erv1C7s to corporate volUnteer pro'grams. One of its current pro
Ject: ~s an extensiveneig1:lborhood crime prevention project involv~ng volunteers. 

National Information Center on Vol unteerism (NICOV) 
P.O. Box 4179 " 
Boulder, CO 80306 
(303) 447-0492 

NI~OV is an. independent, nonprofit organization which has been in 
. eX1stence s~nce1966. NICOV developed from a local criminal justice 
volunteer program and expanded as requests for assistance in utilizing 
volunteers grew in numbe::- and.in scoP7' . NICOV provides training, 
need ass7ssment, evaluat~on, ~nformat~on, and consultation to the 
~eadersh~~pf Volunteer prog:r.ams in all human service areas. NICOV's purpose 
1S to' l~crease the effectiveness of volunteer programs Las well 
ast~ eX~lne t?e extent to which volunteerism is a viable means of 
meet1ng ]'ncreas1ng human service needs.. (See also the description 
of NICOV~ s Correc~ion: VOlunteer. Informati~n Service, in the preceding Crimi-
nal Just]'ce Organuat~ons and ProJects sect:.t.on.) , 

P~EASE N~TE: ~CVA.a~d NICOV are il1 process of merging into one organiza
hon" . wh1~e ma1nta1n1ng both Boulder and Washington DC offices'. The new 
organlZat1on p1.ans to begin operations in Summer 1979, and 1's expected to 
be able to provide a greater range and flexi:bility 0:6 serVices than was heretofore possible. ' . 
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2. Resources Closer to Home 

We are confident the national organizations'Iisted irrthe precElding 
section will do their ve.ry best to share relevant information and resources 
with you. But it will also be valuable for you to be in contact with more 
accessible resource grQupsin your geographiCal area. Especially if you . 
live in a la;rger community or state, you mig4t not be fully "aw!1re of these. 
Rather than provide a massive list of possiblities, across the nation, we 
will SUggest a locator process which may be used in many c~~unities. 

In general, the National ASsociation of Volunteers in Cr~minal 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, OU:L recommendation is to look first for 
more visible general vOlunfeerism groups, who in turn may be able to lead 
you to. criminal justic'e volunteer experts. 

," LOcally 

For general volunteer-involvement technical assistance, about 350",,400 
communities in the United States and Canada have local resource organiza
tions wnich go by such names as Volunteer Bt.;lreau, Voluntary Action Center, 
Volunteer Service. Bureau, and Volunteer Clearinghouse. These names, or 
some Variation of ' them, should be in your local telephone boo~ or city 
directory. If not~ you might also locate them 'through Uni ted'Way, or 
sometimes through city government. .' . 

As a back-up, you can write for the nearest location to: 

The National Center for Voluntary Action 
1214 Sixteenth Street, NW 
Washington DC 20036 
(202) 467-5560 

or 

.. 
The As'sociati"..)n of Volunteer Bureaus 
P.O. Box 1798 
Bouldet1 CO 80306, ~ 

() 

There are also about 250 local or regional associations of volunteer 
coordinators .in the United States. Frequently, the local Volunteer Burea.u 
or Noluntary Action Center will lj'e working with these associations or at 
least know about them. If not, check with people ;you know are volunteer 
coordinators j' or call the local hospital or Red Cross to locate the~7 . 
organizations' volunteer directors who may know about such an assoc1atlon. 
Often these associations are informal; they are nevertheless often valuable 
as vehicles for exchange of information and ide,as. 
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Statewide 

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.' , 

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 yciurGovernor 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 P~rticipation." ' 

Finally, if you still haven't been able to locate your state office 
by these means, write: 

Louise Leonard, President 
The Assembly 
c/o Governor's Office on Voluntary Action 
80 Washington Street 
Hartford, CT 06106 

or 

Barbara Sugarman, Director 
Program Operations Division 
Office of Volunteer Citizen Participation 
ACTION 
806 Connecticut Avenue, NW, Room 901 
Washington DC ~0525 
(202) 254-7262 
(800) 424-8580, . extension IS 
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