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PREFACE

Volunteers today constitute a significant work force in the criminal justice
system, as individuals and in groups. At present estimates, the citizen volunteer
outnumbers paid workers in the system four or five to one. Exclugive of law
enforcement agencies, and above the misdemeanant court level, approximately 70%
of criminal justice agencies have some sort of volunteer programs,

But many of these are token programs, and even where they are not, sheer
massiveness of citizen involvement is not necessarily a benefit, Poorly managed
programs can lead only to mistakes on a massive scale, rather than the posmve
impact originally intended.

Recognizing the importance of proper volunteer program management, the
Law Enforcement Assistance Administration contracted with the National Informa-
tion Center, in October, 1970, for an 18-month project to prepare guidelines for
the development and operation of volunteer programs throughout the correctional
spectrum, juvenile and adult, in both open and closed settings,

This report is the product of that project. It was keyed primarily to a
national survey of existing volunteer programs in courts and corrections. It is
intended for the planners and leadership of these programs, professionals in
corrections, judges, directors of volunteer programs.

The national survey results, discussed in Section I, clearly ]ubtlfled LEAA's
concern for the development of program management guidelines and standards.
Thus, the best obtainable statistics indicated a yearly voulunteer turnover rate of
50%. Moreover, when agencies with volunteer programs were asked if their volun~
teer program could be improved in any significant way, only 3 of 238 respondents
said "no',

The survey also provided systematic hackground on the priorities for guide-
line information, as perceived by people in the field.

This report is closely geared to these expressed priorities. It also reflects
analysis of existing reference works in the volunteer program management area.
There are many of these, but they are sometimes difficult of access, and not
always well-organized under one or a few covers, Moreover, the rapidly develop-
ing field of volunteer program administration consigned many of these publications
to obsolescence, though only a few years old.

The above considerations led to the following emphases and strategies in this
book:

1, Relative emphasis on current informational needs in the field as
reported in the survey instrument.

2. These topics are gathered all under one cover, and organized for
ready reference by the user. The book is designed so that it can be read
through chronologically in logical sequence. However, the various topic
chapters can also stand by themselves for readers who are confident of
their knowledge in some areas but not in others.
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INTRODUCTION AND SURVEY METHODOLOGY

Purpose ol the Survey

An up~to-date national survey was considered necessary in ensuring the rele~
vance of the standards and guidelines to be proposed. Such standards had to take
cognizance of the following current characteristics of volunteer programs in the
Criminal Justice System:

The particular needs for outside technical assistance of those
who have not yet begun volunteer programs, and of those who cur-
rently have such programs.

The present status and level of sophistication in administration
of volunteer programs.

The types of volunteer programs in the Criminal Justice field,
to be used as models in establishing and expanding programs.

The attitudes of correctional personnel towards volunteers.

Tor purposes of this survey, respondees were provided with the following
general definition of 'volunteer': "Any service, materials or facilities offered
without pay by individuals or groups in the community. "

The general objective of the survey was as follows: ". . ,to discover ways
in which the Law Enforcement Assistance Administration, and the organizations
with which it works, may be of more assistance to you in the planring, development,
and imprcrement of volunteer programs in probation, parole, or institutions, "

A complete copy of the survey form, with covering letter, is reproduced in
Appendix A of this book.

The Target Population

The survey was designed to sample all major agencies in the Criminal Justice
System, with the exception of law enforcement. Moreover, only a relatively small
proportion of respondees, within the "miscellaneous' sub-sarnple, were explicitly
identifiable prior to the survey as preventional or diversionary programs,

Five-hundred surveys were mailed in August 1971, 294 had been returned by
November, 1971. The 500 surveys were distributed as follows:

A, 350 in the Known Clasg, 1, e. "reported to have volunteer programs,"
At the time of the survey, the National Information Centi*r had files on
2, 000 criminal justice agencies reported to have volunteer programs.




Among those; we chose the 350 which best met all of the following
three criteria: The report of having a volunteex program was as
strongly verifiable as possible, in terms of recency of contact, and
directness of contact (e.g. site visits, face-to-face confirmation,
ete.); appropriate geographical distribution in the United States; and,
having 50 cases in each of the following seven criminal justice system
agency categories: Adult Probation, Juvenile Probation, Adult Parole,
Juvenile Parole, Adult Institutions, Juvenile Institutions, and Miscel-
laneous. The "miscellaneous' category was intended as a basis for
extrapolating to sub-samples not within the main six, yet of correc-
tional significance, notably group foster homes, and close~in preven-
tion programs.

The purpose of the Known Class sample was as described in the
introduction to this section: to determine, as a basis for development
of program guidelines, the current status, procedures, and problems
of volunteer programs currently existing in the criminal justice sys-
tem. It was believed that the type of program management and problem
area information which was required is best developed from agencies
who already have some experience with volunteer programs.

B. 150 in the Random Class. The Random Class, as a secondary
objective of this survey, was defined as those organizations for which
it was not known whether or not they had a volunteer program. There
were three sub-sections: (1) 50 institutions, one in each state, alter-
nating randomly between juvenile and adult; (2) 50 probation depart-
ments, one in each state, alternating randomly between juvenile and
adult; (3) 50 parole departments, one in each state, alternating ran-
domly between juvenile and adult. (In cases where respondees have
both juvenile and adult responsibility, an effort was made to balance in
the sample conjoint-responsibility agencies.) :

The Random Class was selected randomly from national direc-
tories, except for the above sub~-sample criteria, with the following
proviso: no case would be admitted to the Random Class if there exis-
ted any notation in the Center's files that said agency now has, or once
had, a volunteer program. Thus, the Random feature is more pre~
cisely random among those agencies for whom no previous information
exists, indicating the presence of a volunfeer program,

The three purposes of the Randomn Class sample were: to check
on the actual percentaga of criminal justice agencies currently using
volunteers; to provide an estimate of increment rate in this regard
against the baseline of previous survey information; and, secondarily,
to determine, as sample size permitted, the particular needs for out-
side assistance of those who have not yet begun volunteer programs.

Pretesting

18 of the 24 items on the present questionnaire were unofgicialix(; pretesltggezn
‘ i respon ,
i tate, plus two in one state. Based on
a sample of 51, one in each 8 R . ate e o o those
[ thi indi factory statistical distribu ‘
sults of this pretest indicated satis ] .
ifx;: Ngte however, that three or four items of the questionnaire were modified

very slightly after the pretesting.
The addition of six new items : .
i i eri
t. Time constraints during the contract p lod ; ' ‘ ‘
ziise gix items. However, these items were gimilar to items from previous Sur

veys which had shown satisfactory statistical distribution.

to the survey was found necessary after 1{:’m—z pre~
od did not permit the pretesting of

Survey Returns

The following strategies were adopted, in the attempt to ensure adequate per-

centage return of the survey:

ade to ascertain accurate addresses for respondees

1.  Every effort was m person in most direct charge

in the sample, with particular reference to the
of the volunteer program, if any, at that agency.

on the survey form was made as strong as possible, in

letter
2. ~ The cover®e and each cover letter was personally

i i turn
urging the importance of a re s ove:
signed by the Project Director. (See Appendix 1}.

address envelope was included with each survey form.

as brief as possible, In fact, the somewhat

O 2 4. 03
shorter pre-test form of 18 items produced 40.0‘f 51 returns (7 Sé)thglén
three weeks of mailing. As for the longer 24—1te?m for@, contr;lc svera .
simulated taking the survey themselves, and estimated that on the a ge,
it would require about 20-25 minutes to complete.

3. A stamped return-

4. The survey form was kept

i ' e
Within approximately ten weeks of mailing, 294/500 or 522;@%:&2:@37@32{:1’
“hi i table, particularly smece
returned. This was considered accep R . e T oate of
b-sample categories, an
reasonably well-balanced between su . i O only one
i imitati time in the completion of project rep . nly ¢
practical limitations of ‘ O i fo. justiy
j ile instituti ‘he percentage return 1o
ategory, juvenile institutions, was t 1 Y
:Iollogw—gp ;nailing, which was done in that category. '.I‘ms. 10‘.N retulrn trnag :O s
been due to the fact that a national survey of juvenile mstltutton Vo \;n e; j Ece gm o
N just prior to the present survey.
had been launched by another agency Jus no
of the target group may have recently been asked to complete such a survey




Coding and Tabulation

Coding and tabulation of the re

] sponses ¥
Diepartment of Public Administratio nivaratty o ooted e June Ao,

n, University of Arizona, Tucson, Arizona
¢

GENERAL SURVEY RESULTS

Percentage of Return

Total survey return = 59% (294/500)

55% (82/150)
61% (212/350)

Random Clags Return =

Known Class Return =

With the single exce tion i
?Lchieved through only the oprig:it:z:&t::fatgluiSt o
}ng a reasonable amount of intey o,
Ing percentage return ag an indi
almost as high in the randomny

ve, this percentage return was
mail with no further follow-up, thus indicat-
est in the volunteer aveg among recipients, Accept-~

cant of interest, one infey is i
. . s that
2 In the lngens o this interest was

Percentage of Respondents Having Volunteer

Programs

Of the to'al number of respondents (294);

0
81% of the Total had volunteer brograms (N = 238/294) ! i

78% of the Random class had volunteer programs (N = 60/82)

84% of the Known class had volunteey programs (N = 17 8/212)

g
g

-One would expect a hi
. gh percent
in the known class, since the C

entl_s{ indicated that these reg
73% in the random class is, ho

age having volunteer pro

‘ grams
enter's fileg had previously and independ-~
pondents had volunteer programs, The
wever, subject to no such qualifier,

1e
“ee Appendix B for a bri i
S ief analysis of those respondents without volunteer

-5 -

Indeed, given the Center's active efforts in the past five years, to
identify all known volunteer programs, the presumption would be that
this class was relatively unlikely to contain agencies with volunteer
programs,

-We know from a recent statewide survey of municipal courts in
Colorado that only 16% reported having a volunteer program.2 We are
unable to compare this figure with similar data from this survey due to
the fact that so many respondents interpreted the first survey guestion
to mean source of funding rather than administrative responsibility.

In addition, many of those who checked "city" in this category may have
been city jails which do have a higher use of volunteers. However,
given the fact that the State of Colorado is relatively volunteer~oriented,
we can infer that there are greater problems and/or less interest in the
implementaticn of volunteer programs in city or municipal courts.

~-We =an assume that the percentage of agencies having volunteer
programs might be somewhat lower among the non-respondents. The
rationale is that an agency not having a volunteer program might have
less natural interest in returning the questionnaire, and/or tend to be
unwilling to go on record as not having a program,

However, even if all of the 206 non-respondents lacked a volunteer program,
the total percentage ""having volunteer programs’ would be close to 50%. Moreover,
this eventuality is extremely improbable, For one thing, 138 of the 206 non-return-
ees were in the Known Class, that is, written records existed in our Center's files

that they did in fact have a volunteer program, sometime within the past three years.

Conclusion: Exclusive of city courts and law enforcement agen~
cies (not covered in this survey) the percentage of criminal justice
agencies having volunteer programs is at least 60-70%, and may be

higher.

Growth Rate of Volunteer Programs

The most reliable recent baselines we have for growth rate in local programs
are Dr. June Morrison's national survey of juvenile courts and the Joint Cormnmis-
sion's 1968 studies: In 1869, Dr, Morrison determined that approximately 25% of
the juvenile courts in the United States had volunteer programs.® Our survey

2St:ate of Colorado, Judicial Department. "Results of a Survey of Use of Val-
unteers in Mumicipal Courts in Colorado, ' November 29, 1971,

3Dr. June Morrison, "The Use of Volunteers in Juvenile Courts in the Unifed
States, A Survey,'' the University of Arizona, College of Business & Public Admin-
istration, Divigion of Ironomic & Business Research, February 1970,
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program. Among these 2,000 we chose for the known group those for whom the
documentation of volunteer program existence was strongest, e.g. direct and rela-
tively recent correspondence from the agency, direct personal contacts, reporis,
brochures, etc.

The 16% of Known Class reporting no volunteer program were therefore those
who were, on previous evidence, most certain to have had a volunteer program in
the recent past. Moreover, it is a reasonable presumption that the percentage of
'no volunteer program' would have been as high or higher among the 39% of the
known class who did not v turn ihe questionnaire. ;

Two hypotheses could account for the above effect: Known Class respondents
did not give accurate responses either in the Center's files or on the questionnaire,
in regard to the existence or non-existence of a volunteer program at their agency;
they did give accurate responses, and the 16% figure represents the percentage of
volunteer programs which recently existed but now no longer do.

Clearly, future surveys should make an effort to resolve this directly by
incorporating a set of items beginning with "I you now have no volunteer program,
did you ever have one in the past?"

For the present, inferential reasoning prompts the writers to reject the first
hypothesis-~inaccuracy of files or responses--for two reasons; (1) As previously
noted, the 350 members of the Known Class were selected among 2, 000 files
hecause of especially strong and corroborative evidence that they did have a volun-
teer program sometime in the recent past; (2) We see no reasonable motivation for
an agency's stating on the gquestionnaire that it did not have a volunteer program, if
in fact they had one, Moreover, it seems highly unlikely that the responsible per-
son filling out the questionnaire would fail to be aware of the sheer existence of a
volunteer program in his own agency. :

The second logical possibility--program failure--remains. Prior to the
present survey the correspondence and contacts of the Center had independently
supported this conclusion; e.g. correspondence advising us that a volunteer pro-
gram was to be started, from the agency that had previously reported a program in
being; as well as direct reports of program failure. Indicants of this sort over a
six-month period, prior to the survey, though admittedly on a small sample, had
nevertheless led the Center to estimate a failure perceatage as high as 25% over the
preceding two-year period.

Another indirect corroboration is the previously cited evidence that many
existing programs have failed to grow. This is at least consistent with the hypo~
thesis that some have actually declined. Also, the present survey provides sub-
stantial evidence of troubles in existing programs. This is consistent with the
hypothesis that 15-25% of previously existing programs could have been over—

.whelmed by such difficulties. For example, when asked if their present use of

volunteers could be irproved, only 2% of our survey respondents say 'mo."

From all the above, the best inference we can draw is as follows: A fairly
substantial percentage of volunteer programs which existed in the past no longer
exist. The failure-percentage is estimated at roughly 15-20% over the last two
years. We can recommend with confidence that future surveys concentrate on this
"moribund" sector of volunteerism. v

It seems evident that even now, many agencies have found it easier o begin,
rather than to continue a program, It may well be that the evangelical pressure
nationally to begin programs has not been matched by technical and material assist-
ance resources sufficient to ensure their well-being,
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7 SURVEY RESULTS QF
RESPONDENTS HAVING VOLUNTEER PROGRAMS

This section describes the 81% of respondents who 1
brograms in terms of (1) administrative responsibility;
(3) tvpe of offender: and (4) type of agency.

eported having volunteer
{(2) section of the country;

Administrative Responsibility

The figures in the following table repr
having voluntecer programs in each of the administrative categories. It should be
noted that many of the respondents interpreted this question to mean source of
funding rather than administrative responsibility. This is evidenced by the high
herecentage of responses iu the "other!! category, which was used to group those
who checked more than one category (e.g., state and city, county and federal, ete.).

With this provise, a relatively even distribution can be seen for each of the catego-
ries.

esent the percentage of the agencies

TABLE 1
Administrative Responsibility Under Which Agency Operates (Question 1)

Administrative Total N Have Volunteer Percent
Responsibility Returned (294) Programs (238) %

State 122 102 84

QOther 67 53 79

County 65 52 80

City 17 13 78

Federal 10 9 90

No Response (N.R) 13 9

Geographic Dispersion

The fairly even distribution of those having volunteer programs by section of
the country is illustrated by the table below. No single area of the country would

appear to be either far ahead or fay behind in the percentage of criminal justice
agencies using volunteers,

-9
TABLE 2
Geographic Distribution
Section of the Total N Have Volunieer Pe;ocent
Country Returned (294) Programs (238)
West 73 62 86
N. Central 85 73 86
South 76 62 N 82
New England 51 39 76
Unidentified 9 2 -

Type of Offender Served by the Agency

This category was broken down by age, sex, and offense land' i;s a;celattle;lnzgly

to the number actually having volunteer programs :cﬁthe‘rt ltham L};ﬁn;c;mn Sreo floffen.der
i i r programs dealt with com
Most of the agencies having volunteer program ‘ :  favontle
i ' hus, 46% dealt with combinations o ,

types rather than any single type. Thus, . h 00 o
aillzﬂt, and youthful offenders; 60% were responsible for both males and females;
and, 46% had both felons and misdemeanants.

TABLE 3
Type of Offender Agency Is Responsible For {Question 8)

Have Volunteer Programs

Type of Offender N = 238 Percent %

NIY

3 B e 61 26
Juvenile v .8 28
Adult : 2
Youthful Offender , . I
Other® 1 X ;
No Response _

? Byﬁ:ﬁ | 49 20

8 7

Female 1i3 _ o
Male and Female iy 5
No Response

¢) By Offense 5 L6
Felony > -
Misdemeanor o >
Felony~-Misdemeanor o hy
No Response

. g £
5The "QOther" category in the above table represents various combinations o
the categories: juvenile, adult, youthful offender.

pae=
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~-Institutions rank higher than either probation or parole, in per~
centage having volunteer programs.
The following table gives the percentage of agencies having volunteer pro- ~Probation ranks higher than parole in both juvenile and adult

grams in each of the major sample categories. The recent Colorado survey of i
municipal courts (referred to previously) is included in this table, categoTies.

Type of Agency

~Juvenile parole ranks lower than the other six categories in per-
centage having volunteer programs.

1

TABLE 4 The first two conclusions, and especially the first, are contrary to common
Type of Agency belief at the time of this survey. This belief held that volunteer programs were
o e V(;luntee = . more frequent \&fith juver.xiles than V\fith adults, and in open rather than closed set~
Agency N Retarned P rogram r eqrcent tings. Speculatively, this could still be true as regards total involvernent, if adult
) 8 : 9 . and ingtitutional programs tended generally to be more "tokenistic" than juvenile
Miscellaneous 24 22 92% and open setting programs. Moreover, including city-municipal courts, at only
Adult Institutions 41 37 90% 1670 as part of_the tot'al. adult pictu,re, and'rememberin;:; that‘ the majority of adult
Juvenile Instituti offenders are in municipal courts it remains true that juvenile programs are more
stitutions 61 54 89% frequent than adult ones,
Adult Probation 57 46 81%
Adult Parole 59 To summarize: (1) Existing evidence indicates that city-municipal courts
23 79% (courts of lower jurisdiction) and juvenile parole are the principal areas in the
Juvenile Probation 56 492 75% criminal justice system which have a low frequency of volunteer programs. (2)
Juvenile Parole 96 14 540, Exclusive of city courts, the proportion of volunteer programs dealing with adult
0 as distinct from juvenile offenders, is higher than previously supposed.

e wm e e e -— —~
-— -~ - A L I T T O b
- Ll i T

(City, Municipal courts,
Colorado)? 76 12 169, For purposes of practical strategy, one can conclude that a greater emphasis

* than heretofore is needed in guidelines and implementary assistance for the develop~
ment of volunteer programs in juvenile parole, in city courts, and in programs deal-
ing with adult offenders.

The writers assume that the preponderance of technical assistance and guide~
line materials heretofore have emphasized juvenile rather than adult offender pro-
grams, We believe this assumption well justified. However, more emphagis needs
10 be placed on guidelines and technical assistance to volunteer programs which

-In all three comparisons possible, the adult agency ranks higher . - deal with adult offenders, wherever adult program development and management
than its juvenile counterpart in percentage having volunteer programs. . prohlems differ significantly from those associated with juvenile programs,

. Generally the differences between categories are too small for absolutely
firm conclusions. The following trends are at least suggestive, however,

6 .
The miscellaneous category is intended™as a basis for extrapolating to
sub-classes not within the main six, yet of correctional significance, e. g. group
foster homes, '

7
A separate survey, though conducted at the same time as the present one,
and referred to previously in this section, Due cautions to be observed in cross-~
comparison of the two surveys, ‘ |
g
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Size. Extent and Coverage of Volunteer Program

Age Factor

TABLE 6
TABLE 5 Average Number of Volunteers in Use Each Month
Length of Time Agency Has Had Volunteer Services During Past Year (Question 3)
Without Interruption (Question 2) | " Total (N = 238) ©
Total (N = 238) Number of Volunteers N Percent %
Age of Program N Percent % Under 10 54 93
22 9
Less than 6 months 11-25 66 98
€ mo. to 2 years 78 33 26-75 59 95
65 27
69 29 v
More than 7 years No response 8 3
No response 4 2
TABLE 7

Fifty-six percent of the reporting volunteer programs are two years old or
more. Almost 80% of the programs are eight or more years old, and only 9% are
less than six months old. Total (N = 238

One inference that may be drawn from this is that a substantial number of Amount of Time N Percent %
programs can no longer explain their difficulties as due to being new and untried.
If, for example, you've heen in the field eight years or more, you are long past
reliance on '"the honeymoon effect.' We mention this because there is a certain Once a week 154 65
tendency among volunteer programs to overestimate their achievements and over-.
look their problems, due to the newness of the volunteer effort in the criminal jus-
tice system. In general, the volunteer movement is not as new as many have Less than once a month 10 5
assumed it to be. '

Frequency of Volunteer Services Contributed (Question 4)

2 or 3 times a week 32 13

Once a month 27 11

No response. 15 6

. Almost exactly half (51%) of the programs have 25 volunteers or fewer. Only

' 21% have more than 75 volunteers. Most volunteers (89%) serve once a month or
more frequently. By far the most typical pattern is once a week (65%) with approx-
imately equal percentages serving more and less frequently than that.
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TABLE 8
Percentage of Offenders Served by Volunteer During Past Year {Question 9)
Percentage of Agency's . Total (N = 238)
Offenders Served N Percent %
Under 25% 113 47
25-50% 51 21
75-100% 38 16
50-75% 18 8
No response 18 8

Only 16% of the programs say that volunteers sexrve 756~100% of the offenders
in the agency. Almost half the programs (47%) say that volunteers serve less than
25% of the offenders in the agency. This percentage-served would probably have
been even less favorable had we phrased the question as percentage of offenders
regularly served by volunteers. 8 Extrapolations from the table below throw some
light on this.

TABLE 9
Number of Offenders Agency Is Currently Responsible For {(Question 7)
- Total (N = 238)
Number of Offenders N Percent %
Under 50 29 12
50-149 39 16
150-499 69 29
500-999 36 15
Qver 1, 000 54 23
No response 11 5
~

SWe did not do so because of the possible complexities and ambiguities for
the respondent, in such phrasing.
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Let us assume rather generously that a single volunteer working in a typical
once-a~week pattern could give "“regulaxr" service to two offenders.

Note then that while only 12% of the agencies have fewer than 50 offenders,
51% of the programs have fewer than 25 volunteers, Similarly, while 67% of the
agencies have 150 offenders or more, only 21% of the programs have 75 volunteers
or more. A reasonable inference from this is that a ratio as high as one regularly-
serving volunteer to two offenders is the exception rather than the rule in agencies.
The extreme case may indicate this even more strongly. Thus, while'23% of agen~
cies have 1, 000 offenders or more, a similar percentage cut-off point for volunteers
(21%) leaves you with only 76 or more' volunteers.

Inferential Conclusion: Only a distinet minority of programs can claim to be
rendering regular volunteer service to a majority of offenders.

Kinds of Volunteer Jobs

Respondents were given 12 categories, plus "other", in which to describe the
kinds of jobs their volunteers were doing., Fach of the 238 respondents could check
as many categories as were applicable and a total 1,177 responses were made. This
provides a rough "program diversification" index. The average program describes
itself as having approximately five different job categories in which volunteers serve
(although it is possible that sometimes a single program or volunteer was viewed as
fulfilling more than cne job category). In the same diversification vein, each of the
top nine volunteer job categories in the table below exist in at least one-third of the
reporting agencies.

While the present survey indicates that volunteer programs are fairly well
variegated in the criminal justice system, there is still room for creativity in addi~
tional volunteer program ideas,

P
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TABLE 10
Kinds of Work Volunteers Are Now Doing (Question 5)

Percent of 238
Respondents or
Volunteer Job Total Programs with
Category Responses This Job Category
1. Counseling & Guidance 141 59
2. Teaching/Tutoring 130 55
3. Recreation 116 49
4, Sponsorship-Visitation 112 47
5. Contribution of Materials/
Facilities 99 42
6. Religious Programs 97 41
7. Entertainment 96 40
8. Job Placement 84 35
9. Arts and Crafts 82 34
10. Assisting Offender fielf~Help
Group 68 29
11,  Other?® 60 25
12, Pre-Release Preparation 53 22
13. Vocational Training 34 14
14, o Response 5 2

General Conclusions: The clear predominance is in volunteer positions pri-
marily involving direct contact with offenders. Moreover, the top-ranking positions

tend to be those which emphasize continuous regular contact with offenders, notably

counseling, tutoring and sponsorship/visitation which rank 1, 2, and 4 respectively.

Recruiting Methods

Respondents were asked to check the ways in which they recruited volunteers
(from among the following alternatives). There is some possibility of interpreting
these responses as suggesting a relatively passive approach to recruiting, though

9Most of the "other" responses could be redistributed into fixed answer cate-
gories without altering the preference ranking. Those which actually belonged in
"other, " in order of preference: Volunteer Probation Officer, clerical, and family
assistance.

PRI
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TABLE 11
How Volunteers Are Recruited (Question 10)
Number of Percent of Programs
Recruiting Methods Responses (N = 238)

1. Voluanteers approach us 190 80

%, One volunteer tells another 184 77

3. Contact with agency staff 157 66 ,
4, Organization membership 110 46

5, Mass media 87 37

8. Other10 69 29

7. No response 1 .4

this 1s highly inferential. >

The one-volunteer-tells-another approach (rank 2) is described in the
recruiting chapter as having considerable merit in some respects. Moreover, the
relatively infrequent usage of "mass media' here, agrees with our recommenda-
tion that this approach is fraught with pitfalls, and should be used with caution even
when there is little alternative (e.g., mass recruiting in metropolitan areas).

Respondents were asked to check or note all the organized groups which had
provided them with volunteer services during the past year.

Organized groups are apparently an important factor in volunteer programs.
Only 10% of the programs report that they do not receive any assistance of this
type. The writers' view is that most present technical assistance and guideline
materials today emphasize working with volunteers as individuals. Group parti-
cipation tends to be more taken for granted. But the relative importance of groups

10'l‘he largest sub-~category in "other" was speaking engagements; the next

largest was colleges.

llWhile the agency characteristic "passivity" may seem evident in the high-
est ranking recruiting method-~""Volunteers approach us"'-~this interpretation may
not be valid. Thue, the only obvious active recruiting method listed among the
choices is ""mass media. " To a lesser extent, "one volunteer tells another,"
"contact with agency staff,'" and "organization membership' could also be active
methods but this is not sufficiently clear, Knowing that "volunteers approach us"
is the most often used method, still does not explain how these volunteers became
aware of the program initially, Furthermore, this question allowed for multiple
responses, so that those who checked 'volunteers approach us'' may also have
checked one or more of the other methods as well.

5
9
5
;4
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ABLE 12 Others also mentioned were: Red Cross, Volunteer Bureaus, PTA, Salvation
TABLE 1 Army, Service Clubs, Senior Citizens, Civic Groups, Ethnic Organizations, and
Organized Groups Providing Volunteer Services During Past Year (Question 6) the military.
Total Responses Percent of 258
Group From 238 Respondents With !
Respondents This Group Volunteer Requirements and Screening
1. Churches 142 60
2. Colleges 117 49 . f‘
3,  Other 107 45 TABLE 13 ]
4 Jaycees : 80 34 General Requirements Typical Volunteer Must Meet (Question 12) i
5 Alcoholics Ananymous 73 31 Total (N = 238)
o General Requirements N Percent
6. No groups 23 10
Meither Education or Experience 120 51
7 Seventh Step 10 4 ¢
Both Education and Experience 64 27 :
8 No response 8 3
Experience Only 34 14 i
Education Only ’ 12 5 i
N 8 3 .
suggested above, indicates that the possibility of improved guidelines, strategies ;
and "methodology" for working with groups ought to be looked into. Accordingly, ‘g
the chapter on the Westchester Citizens Committee in Section IlI, was included, to
illustrate the range of creative contributions citizen groups can make to the crimi- !
nal justice system, and their mode of operation. In Question 11, respondents were asked to check all of the screening methods
Churches are the most frequent contributor, representing well over hulf the they used, among the following alternatives. The 238 respondents generated a total i
programs. Colleges are also frequent contributors, as are Jaycees and Alcoholics of only 359 responses to this item, indicating that programs often use only one i the ‘
Anonymous. The total range of groups involved is guite large, as evidenced by the approaches and rarely more than two. ;
high percentage in the "other" category. This category, when broken down, )
revealed that womans' organizations, associations and clubs (including Junior ﬁ
League of Women Voters and AAUW) were ranked the highest, The following, in 1
order of preference, were also listed: TABLE 14 £}
Method of $creening Volunteer Applicants (Question 11)
~Kiwanis, Elks, Lions, and Rotary Clubs
) Total Percent of Programs
_frusiness and Professional Organizations {including Bar Asgoci- Method of Screening Responses (N = 238)
ation
1. Interview 211 89 ;
-Youth Groups (including Boy/Girl Scouts, YMCA, YWCA, 4-H, ,
ete. ) . 2, Reference Check 121 51 ’
-Social Welfare and Law Enforcement Agencies 3.  None 11 5
~-Music, Art, and Drama Groups 4.  Fingerprinting 9 4 %
~-Prisoner Aid Associations or Programs 5.  No response 1 3 Lf
~-Drug Abuse and Mental Health Groups ﬁ
Ay ;
(S
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About a guarter of the programs require volunteers to meet both educational

4% of ro i ' in-servi 0%
and experiential standards. However, about half require neither. Though this Only 14% of the programs provided some form of in-service training at least

ety b e s i e 02

alternative was not provided for in the question, experience has shown that many ' ?nce a month, An increased investment in regular in~service training of volunteers

programs look for personal qualities like character, maturity, or concern on the is recommended. !

part of their volunteers. While the orientation methods ranking 1, 2, and 5 might be systematic and
Interview is by far the most prevalent screening method with almost 90% of productive, they may also be quite casual. Our chapter on orientation and training f

the programs reporting that they use interviews. Reference checks are also used of volunteers will stress the need for the more systematic approach, and the dan- <

in about 50% of the programs, and between them, interview and reference checks gers of the latter should be stressed. ‘

account for most of the responses to this question. /
Both these methods are in fact recommended in the chapter oan screening, but,
given the high solunteer turnover rates reported elsewhere in this survey, more

effort and expertise must apparently be put into them, and auxiliary methods also -
Program Supervision

developed.
The following questions (17, 18) were designed to determine the extent of ;
staff input committed to leadership of the volunteer program. Respondents were ;
Volunteer Orientation asked to mark only one alternative for each question. ]

Respondents were asked to check ail applicable alternatives below, in regard :
to their volunteers' orientation. 732 responges were generated, indicating that the f
average program employs approaimately three of these orientation procedures. TABLE 16 %

. Who Acts as the Supervisor of Volunteers or
Director of Volunteer Programs? (Question 17)

B A Gt

TABLE 15
Total Percent of
Type of Orientation Volunteer Receives (Question 13) Category Responses Total Programs
- . Number of Percent of N . -

Type of Orientation Responses Programs 1. Paid staff, full time 98 41
1.  Interview with supervisor of other : 2. Paid staff, part time 63 26

agency personnel 188 79 ‘
2. Instruction from staff 169 71 3. Other 48 20
3.  Written manual 118 50~ 4, Unpaid volunteer , 15 6
4, Formalized orientation program 102 43
5.  Instruction from other volunteers 78 33 5. No one 8 3
8. Inservice training, less often than . 1s

once a month a9 06 6. Subsidized volunteer 3 2
7.  Inservice training at least once a month 34 14 7. No response 3 2
8. Training provided by other agencies 24 10
9. No response - 5 2
10. None (no orientation given) 2 .8

Only two programs reported giving no volunteer orientation at all, The
remainder, those who did provide some type of orientation, probably utilized two
to three of the five highest ranking forms of orientation.

.
;
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TABLE 17

On the Average, How Many Hours Does the Supervisor of Voluateers or Director
Devote to Administration of the Volunteer Program(s) Each Week? (Question 18)

Total Percont of
Category Responses Total Programs
1. 5 hours or less 106 44
2, 21-40 hours : 35 15
3, G-10 hours 34 14
4. 40 or more hours 31 13
5. 11~20 hours 18 8
6. No response 14 6

A majority of the programs (67%) have a full or part time paid person assigned
to the volunteer program. However, this is a full-time paid person in less than half
the programs. Indeed, since it is unlikely that volunteers and subsidized volunteers
would work full-time as program directors one suspects that less than half the pro-
grams have cither paid or unpaid full-time leadership attention of any kind,

This conclusion is further strengthened in two directions. Respondents'
comments indicated that some of those who marked "full-time paid director” did so
simply because this was a full-time paid person, even though part of this full-time
went to programs other than volunteers. This is further corroborated by the fact

that although 41% of the programs reported having a full-time paid director, only
13% reported investing 40 or more hours a week to the program. And finally, most
of those listed in the "Other" category were regular staffers who also directed the
volunteer program as part of their regular job.

In other words, while the first question established clearly that mosti programs
do pay their director in some fashion, the second guestion is the one which most
clearly establishes how much time that director or coordinator devotes to the pro-
gram.

Here it is seen that only 28% of the programs invest 21 or more hours in
supervision of their volunteer efforts. Even assuming a distribution of respondents
toward the upper end of the 21-40 hour cat?egory, it seems unlikely that more than
20% of respondents invest approximately full-time (35 hours or more) leadership in
their volunteer program.

Conclusions: Approximately two out of three programs pay their
Director of Volunteer Services. However, only one in four programs
invest more than half-time in leadership of their program, and pro~
bably no more than one in five devote full-time.
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Compare this now to size and extent of volunteer programs. The average
program had 61 volunteers a year ago (Question 14, discussed later). Assuming
that they have done no more than hold their own and also extrapolating from ros-
ponses to Question 3, the average program today may be estimated as having 60-
70 volunteers., Tor a program this size, our systems analyses in the section on
Planning Programs would recommend a full-time director concentrating exclusively
on the volunteer program. Yet, no more than 20% of programs have such a person.

Clearly, whatever agency leadership may be in terms of quality, it is of an
insufficient quantity. The chapter on planning will accordingly stress the nged to
provide from the very beginning, through budgeting, etc., an appropriate amount
of invested leadership time in the volunteer program. This entire book will stress
how critical this investment is, in the success of the program, documenting the
range of functions such leadership must discharge adequately if the program is to
be effective.

Tor the present we can only conclude that there is a serious deficiency in
staff time committed to the full realization of volunteer potential in the criminal
justice system.

It will be noted that the same conclusion is indicated throughout the survey
data in regard to specific program management functions such as recruiting, orien-
tation, record-keeping, etc. The present set of responses suggest that even where
the program director has the motivation and expertise to perform these manage-
ment functions properly, he is unlikely to have the time to do so.

Program Strengths and Wealknesses

The Previous section has in a sense also analyzed program strengths and
weaknesses in terms of more or less objective indices, e.g. time investment,
sophistication of management procedures, etc. The present section attempts to
get direct staff reactions in regard to the same sorts of features.

Tirst, respondents were asked to estimate the degree of general acceptance
of the program.

TABLE 18

Do You Feel Regular Staff Accepts and Understands the
Volunteer Program (check one). (Question 19)

Total Percent of
Category Responses Total
1. Yes, satisfactorily : 123 ' 52
2. Needs improvement 92 39
3. No response 20 8
4. No 3 1

o P S e e T e
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The striking thing is that only about 50% of respondents with programs were
reported as having satisfactory staff acceptance and understanding of the program.
In the first place "satisfactory' is by no means a highly positive term, such as
"excellent." In the second place, these are agencies in which a volunteer program
already exists, and in many cases has existed for some time. (30% of the programs
are 8 or more years old; 56% are two or more years old--see section on age of pro~
gram,) Finally, this estimate was made by a respondent, who in general might be
expected himself to be more than ordinarily committed to and optimistic about the
volunteer program.

Conclusion: About half of volunteer programs surveyed exist in
an agency where regular staff "satisfactorily" accept and understand

the program.

For a program existing in such a regular staff context, one can surmise con-
siderable potential for counflict and poor prospects for full development.

Accordingly, the subsequent text will emphasize the need for developing posi~-
tive staff commitment to volunteer programs as part of the planning process. In-
deed, in Question 24, concerning needs for outside assistance, the most frequent
response was "'staff orientation, "

We now proceed to analyze staff reactions in more detail. In all cases, it
should be remembered that this is an estimate by the respondent, who is, presum-
ably, more than ordinarily involved in the volunteer program.

TABLE 19

Insofar as Staff Does Accept and Like Your Volunteer Program,
What are Some of the Main Reaszons They Like It?
(Check all applicable reasons) (Question 20)

T L e
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Total Percent of
Category ' Response Total Program
1. More attention given to offenders 186 78
2, Helps to tap into available community
Tesources 162 68
3. Betier contact with community,
improves community relations 160 67
4, Volunteer has better chance to form a
good relationship with offender ~ 105 44
5, Source of good new ideas 103 43
8. Help to free staff from routine jobs 2 39
7. A range of special gkills staff doesn't
uidinarily have 83 38
B..  Other 40 17
9, No response 16 7

- 95 -

The 238 respondents generated 947 responses to this question, an average of
four main reasons per program.

The reasons staff likes volunteers seem generally consonant with what volun~
teers are actually doing (Question 5), notably personal contact with offencers rank-
ing high (1, 4) similarly the volunteer as a relatively specialized person and an ad-
ministrative worker ranks relatively low (8,7), though still appearing in a fair
number of programs.

Moreover, the volunteer as a source of new ideas had previously been thought
to be a relatively low-acceptance role and even threatening to staff. If anything, it
comes out higher here than expected. v

The volunteer as a link to the community and its resources shows up most
clearly here as a role which staff are aware of and approve (ranks 2, 3).

Conclusion: The main reasons regular staff likes volunteer pro-
grams are (1) more attention to and better relationship with the
offender and (2) better contact with the community and its resources.

As noted, these are quite consonant with what volunteers are actually doing in
the criminal justice system today. However, there is still a need for expanded roles
especially suited for the special skill volunteer, and further acceptance of volunteer
input regarding program objectives and strategies. The chapter on evaluation will
underscore the latter point, and Section III of the book generally aims to establish
more diversified concepts of the volunteer's role potential,

We now proceed to a more controlled problem analysis of volunteer programs,
from the respondent's viewpoint,

TABLE 20

Could Your Present Use of Volunteers be Improved in Any Significant Way?
(Check One). (Question 22)

Total Percent of
Category ‘ Responses Total
Yes 143 60
No 3 1
No response 92 39

This was a relatively straightforward question, in our opinion. The response
categories, in any event, were a simple "'yes" or 'no. " We are therefore incli}le(}
to view the relatively large "mo response'' percentage as, in large measure an indi~
cation of defensiveness, or at least uncertainty. ,

But the striking point is this., Only 3 of 238 respondents (1%) were willing to

|
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say positively that their program could not be significantly improved. Bat even
mc?re conservatively: Among those responding to the question 143 of 146 or 98%
said that’ their program could be significantly improved. ’

This _strikingly confirms the existence of program problems which the surve
uncovered in various other question areas. It further suggests that staff are clearBIT
a\‘/vare that such problems exist, and this may ke a hopeful starting point for effortsy
directed towards necessary improvements. Both points above also support the need
for a set of program management guidelines such as are offered by the present book

. The following two questions were designed to determine more specificall the\.
purtm.ular problem areas in volunteer programs as perceived by reSponden‘; y'.I‘he
were intended as a general cross-check corroboration of basically the sam - ri- ¢
ables, phrased somewhat differently, s

TABLE 21

Insofar as Staff Dislikes and Does Not Accept Your Volunteer Programs
What Are Some of the Main Reasons for This ? ,
(Check all applicable main reasons). (Question 21)

Total Percent of

Category Responses Response
‘1. They make it harder to control offenders 80 34
2, Get to o all the "good guy'" things with

off~nders, we become even more the

“"bad guys" 67 28
3. Too naive, don't know what it's all about 50 21
4. Take more time than output justifies, we
i can do job easier directly 39 16
o Interrupt the regular routines of the agency 34 14
6. Too critical of the system without under-

standing it 27 11
7. Undependable, can't count on them 27 1
8. Get more credit than we do 26 11
9, We feel out of touch with the volunteer

program
10, Other fig 0
11.  No response 24 I
12, Get aver-involved with offenders 15 Y
13, Theyll take money away from regular -~ ’

salaries 12 5

. f)n the \Yhole, staﬁ_ produced fewer reasons for disliking than for liking vol-
} delu.s (prc?'wus question). As for the disliking reasons, prior to the survey it
i been believed that ranks 3, 9, 12, 13 were more important sources of

IR

discontent than they appear to be: taking money away [cown regular salaries,
over-involvement with offender, lack of conmununication ..t program, volunteers
getting more credit than staff,

As for the last, however, a related matter ranks high on the list {#2): volun-
teers get tu do all the “"good guy" things with offenders while we become even more
the "bad guys." The high ranking here is significant finding, for the preponderant
concept of the volunteer's contact role today in the eriminal justice system is a
non-authoritative friend. When discipline is required, regular staff is involved,
but when friendship is all that's needed, the velunteer pretiy much keeps it to him-
self.

Inference: The currenily predominant friend role of the contact
volunteer may be a source of conflict with regular staff,

The choices here are: {a) continue the role and simply try to ignore or
over-ride staff resistance; (b) attempt to orient staff towards more acceptance of
this role or (c) seek more emphasis on other productive roles for volunteers, which
would not have such unpleasant fall-out for staff. The latter alternative is one of the
concerns of this book,

This friend role area may also relate to the major category of concern for
staff: accountabilify and control. Thus, friends are not primarily seen as control-
lers of offenders. Ranks §, §, and 7 also seem generally related to control and
accountability: interrupt regular routine, too critical, and undependable, '"We can
do the job easier directly" (rank 4) might also partly reflect the same control con-
cern, as might "too naive' (rank 3). -However the latter seems somewhat inconsis-
tent, given the apparent lack of systematic volunteer training effort (Question 13).

Conclusion: A primary reason for staff dislike of volunteer pro-
gyams is their belief that such programs produce a lowering of offen-
der control and accountability in agency operations,

One suspects a vicious circle here:  You can't have control and accountability
unless, as a minimum, you are willing to invest sufficient time in supervising the
volunteer program. Correctinnal agencies generally do not do so today. There-
fore programs are (or strongly appear to be) insufficiently acconntable to the agency.
Therefore staff dislike the program and are unwilling to invest time in it.

The major objective of this hook is to break this vicious circle. Its guidelines
for program planning and management are intended to provide a sufficient amount of
expert program leadership to ensure adequate accountability and control. Such
effective wanagement would also provide valid counter-arguments to the ''takes
more tinie than cutput justifies" reason (rank 4), The system analyses alluded to
elsewhere in this book indicate that a well-run volunteer program can anticipate
approximately 15 hours of volunteer time returned for every hour of staff super-

visory time invested.
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TABLE 22

What Are Some of the Main Problem Areas Needing Improvement
In Your Present Volunteer Program ? (Check all applicable). (Question 23)

. Total Percent of
Category Response Programs
1, Better volunteer screening 128 54
2. Need more dependable volunteers {high
turnover) 107 45
d.  Need more appropriate kinds of people
as volunteers 103 43
‘1. More control of volunteer's relationghip
with offender 100 42
9. Beller reporting of volunteer activities 96 40
6. Better organization of program generally 89 37
Y.  Other 81 34
5. More money to defray volunteer program
expenses 75 32
9. Improve volunteer orientation of training k) 26
10.  Allow volunteer more contact with offenders 61 26
11, Improve relations with regular staff 55 23
12, Volunteers take too mueh staff time 35 15
13.  Not enough volunteers 34 14
4. Improve velations with community 33 14
13, Better staff supervision of volunteers 31 13
5. Create more jobs for volunteers 25 11
7.  Give volunteers more responsibility and
freedom 22 9

-

The respondents generated a total of 1,138 responses, approximately five
problem areas per program, on the average,

. Once again, program control and accountability is the primary theme. The
{?u‘st three ranked responses phrase it in terms of people; essentially all of them
fnvolve improved screening, The fourth-ranked response states the need for con-
trol directly, and "better reporting and organization” (ranks 5, 6) implies strongly
that more volunteer accountability is wanted, This theme is further reinforced by
low-ranking responses. Getting more volunteers and creating more volunteer jobs
and more volunteer responsibility and freedom (13, 16, 17) are among the very ’
lowest on staff's priority list. Nor is allowing more volunteer contact with offend-
ers o partieularly high priority (10).

Conclusion; In general, staff would appear strongly to prefer
better control of the existing program rather than enlarging or diver-

sifying it,

-29 -

As noted before, the screening aspect of control is the most heavily weighted
(ranks 1,2,3), and a large portion of the ensuing text concentrates on guidelines in
this area--including selective recruiting as well as improved screening of applicants,
once recruited.

Respondents appear to want to get the control job done pretty much all at once,
at the gateway to the criminal justice system, screening. Orientation and training of
volunteers are apparently not perceived as focally important (rank 9), though, in
fact, volunteer orientation is also an important means of ensuring program accounta-
bility.
Along the same line, "better staff supervision of volunteers! rank 15th ‘out of
17 problem areas! Only about 10% of the respondents mentioned it.

The writers feel there is an anomaly here. Staff wants more control of the
volunteer programs hut is unwilling to invest more expertise in doing 50+2 But who
will do it if staff does not? Apparently, again, the thrust of opinion here is that
screening can by itself produce volunteers who are so reliable and accountable that
they need be given little attention thereafter, The following guidelines specifically
reject that view, and place quality of ongoing supervision as a central factor in the
effectiveness and control of volunteer programs.

The only alternative is for the agency to delegate virtual control of their vol-
unteer program to an independent or semi-independent agency {probably private), in
the hope that this auxiliary group will run the program to staff's liking. The pros
and cons of this alternative are discussed later.

Program Turnover Rate

Turnover rate (rank 2, Table 23) is a critical index of the success of volunteer
programs. A high rate is generally indicative of problems in volunteer motivation
and program leadership, and it strongly suggests that volunteers are unable to give
offenders or the agency the consistency of service which would normally be required
for effectiveness.

Moreover, voluntesr undependability, of which turnover rate is one reflection,
is a frequent reason for staff resistance to volunteer programs. As previously noted,
respondents ranked '"need more dependable volunteers' second out of sixteen prob-
lem areas needing improvement in their programs,

The following table confirms staff perception as to the seriousness of this
problem. Among those responding to the two questions in this area-~and we will
deal later with the "no response'' aspect--the figures were as follows:

12For an independent resource on how little staff actually know now ahout
supervising volunteers, see the results of a survey done in Hennepin County:
"Training Staff for Volunteers: IV, A Research Clincher, ' Volunteer Courts
Newsletter, (Vol. 5, No. 1) February, 1972, p. 12,
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J
TABLE 23 iﬁé Among those respondents capable of replying to this question, estimates were
as follows: Approximately 40% of volunteers drop out within three months of begin~
Estimated Number of Volunteers One Year Ago, ning service or even before. 62% of volunteers dropout prior to 6 months of service.
Versus Those Still Remaining Today. (Questions 14, 15) A reasonable interpolation would be that the average volunteer who drops out does ‘
' « so before he has completed 4 or 5 months of service. !
Total Volunteers: Average Number These data accord with the general belief in other volunteer service areas, i
All Respondents Volunteers Per that there is a '"volunteer death period" 0-4 or 0-6 months after beginning service,
To This Question Respondent Program , when volunteers are especially drop-out prone. Initial enthusiasm has worn off, ’
One year ago 11, 817 61 and the re‘alities of ongoing service begin to weigh upon the improperly screened or ‘
poorly prépared volunteer. This supports our later emphases on the need for bet- ;
Number of these same volunteers E ter screening, and also the need for in-service training to support the volunteer in 3
still with program today 4,586 30 his ongoing work, Moreover, the implication is that this in-service support should :
begin as soon as possible after service begins.

The average yearly volunteer turnover rate for reporting programs appears to Record-Keeping :
be almost exactly 50%. We can only assume it is at least as high for non-reporting ‘
programs, Itis, however, possible that some parole and probation programs only ‘ Responses to the previous three questions provided some originally unintended 5
intend to sign up their volunteers for less than a year, e,g. nine-ten months. information on record-keeping in volunteer programs. :

Nevertheless, the approximate 50% yearly volunteer turnover rate indicated The 'mo response'' percentage was high in all three questions. It is reason- ’:f
here must be considered a serious indictment on the quality of typical volunteer able to assume that ""no response'' meant ""don't know, ' in regard to these rather &
programs at present. More specifically, the implications are clear as to the need basic program statistics. (Indeed, we have no assurance that those who did res- .
for improvements in selective recruiting, better screening, better volunteer incen- pond could always do so with accuracy.) ;l{h
tives, and better program leadership generally. Given the above assumptions: 13

As a beginning in attempting to remedy this situation, we must try to under- 54 of 238 respondents (23%) did not know how many volunteers were in their D
stand when volunteer dropout is likely to occur. Of the 238 volunteer programs, program a year ago. .

147 replied to the following question. 80 of 238 respondents (34%) could not tell how many of these same volunteers

were still with the program today.
91 of 238 respondents (38%) could not identify even roughly the time periods
when most of their volunteers were dropping out,

TABLE 24
Estimate of Time When Most Volunteers Drop-Out. (Question 16; - rion;ﬁuiio};: ﬁ;@oigixizi:iiigﬁ Iﬁ:a requiring considerable :
provement i .
Total (N = 147)
Pe “rent of Those If a program does not even know clearly such basics as who works for it, and
Drop-Out Time N hesponding when they begin and end work, it can hardly be expected to achieve minimum pro-
Between orientation and beginning of ’ gram accountability and control. And as previously shown in this survey, staff are
assignment 20 14 ‘ concerned about these general aspects of volunteer programs.
.
0-3 months after beginning 38 26
4-6 months after beghning 38 22 Need for Outside Assistance \'
7-9 months after beginning 29 20
10-12 months after heginning 16 24 Finally, respondents were asked to phrase problems in terms of the assist- i
ance they might need from outside sources. s
= Other 3 2 [
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TABLE 25

What Kind of Cutside Assistance (National, State, etc.) Might You Be Able to Use
In the Development of Your Volunteer Program ? (Check all applicable), (Question 24)

Total Percent of All
Category Responses Programs
1. Materials or suggestions for orienting
staff to volunteers 159 67
2, Guidelines for program management 157 66
3. Conferences or workshops on
correctional volunteer programs 150 63
4, Training aids or materials for volunteers 143 60
5. Don't need any outside assistance 111 47
8. Funding and financing 49 21
7. Other 28 12

The 238 respondents generated a total of 797 responses fo this question.

Almost half the respondents (47%) said that they did not need any outside
assistance, Yet, the responses to question 22 indicated that the vast majority of
respondents, possibly as many as 98%, believed their program caxld be improved.
The inference is that o number of programs, while conceding they nave problems,
feel that they are better able to and/or would rather try to solve them by themselves.

Among the needs for ocuiside agsistance that were mentioned, funding and fin-
ancing ranks last, distinetly lower than the other mentioned areas.

This is one case in which the present guidelines will differ substantially from
the priorities established by survey responses, Even though respondents do not
place high priority on this area, our guidelines will devote an entire chapter to it,
We do this because we do not feel that any of the other problem areas pointed to by
this survey can ordinarily be addressed without increased funding as a neeessary
(but not sufficient) precondition, For example, how can programs oxdinarily
expect to achieve reasonable effectiveness and accountability, unless they can
improve on a situation in which only one out of five or six programs devote full-
time leadership to the program (Question 18)? Since it is exceedingly rave to find
a volunteer who can work 40 hours a week in this capacity, more money is needed
to hire people for the task, Without more money, how will training aids and mat-
erials for volunteers be purchased? And hgw will staff attendance be supported at
any of the 40 or so state, regional or national conferences on correctional volun~
teerism held each year?

The top four priority "needs for outside assistance" mentioned were similar
in frequency, each mentioned by about two-thirds of the respondents. This book
takes definite direction from them. Thus, it is a set of guidelines for volunteer
program management (ranked 2), Secondly, the chapter on orientation of volun~
teers emphasizes the importance and describes the availability of training aids and
materials for volunteers (rank 4), Finally the present report is, to our knowledge,

o i R
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the first publication in the volunteer area to give considerable attention to orienting
staff to voluateers (rank 1), It is indeed heartening that respondents are so clearly
aware of this need--as well they should be, given the tenor of re§ponses through?ut
the survey--for its critical nature has only recently been recognized by observers
eer movement.
of the ;‘,?izillty, the need for workshops is a healthy reminder tha.t the written word
does not suffice by itself in communicating guidelines for effemtwe program man-
agement. The uniquely stimulating interaction of well-designed \\{orkshops mustr
supplement the printed medium. As noted previously, .there are in ?act a gc?odly
aumber of such workshops around the country, and their number is increasing.
We can only assume that people are not being made propfarly aware of the exist-
ence of these workshops, or, if they are aware, cannot find fun§18 to attend them.
In the experience of this Center, which has run or participated in many such
workshops in the past four years, lack of funds is all too frequently the reason,

CONCLUSIONS

It is evident that today the frequency of volunteer usage in the criminal jus~
tice system is growing widely throughout the country. Whe1? ;u-ugmms‘g;row they
need better and more effective management merely to remain a» uﬁ‘:ectlye as when
they were smaller, This survey points to the fact that more experﬁgg %m ?}?,VO?"
unteer program management area is sorely needed. The movement, i ’im- ¢ the
adolescent stage; it must become more sophisticated in its approaches t, and
uses of, the ever-increasing wealth of available volunteer resources.

Today's basic problems can be summed up: High turnover‘rate, 1aclf of ‘
staff commitment and knowledge, lack of full-time paid 1eadersh1p, low vci.}unteex
dependability rates, inadequate record-keeping and management in genefg\i .f .

The sponsoring agency, from the Director all the way c?own to the isttom o
the staff ladder, must take more responsibility for dealing with these p.:roble.ms .

Good management will instill a feeling of self-fulfillment and satxsfgctlon in
the volunteer. It is a matter of enabling the volunteer to feel that he/she is ne‘eded,
is doing a worthwhile job, is bettering himself as well as those less ff;rt}u.xmte in
the community, and is realizing his potential as a humane, .c?ncern‘:az:t citizen.

To accomplish these objectives the agency must he willing to iavest ?hfa
needed time i its program. First, the agency's personnel must be, at rmmm“um,
not hostile and willing to give positively of themselves in oz_:der that the;\ “vc.alunt:;r
program may realize its potential. This means that effect‘lv.e and reahe,nc. st‘
orientation must be initiated in the planning and/or revitalizing phase. This is
crucial to eventual program success, or failure. From this should emerge rea}—
istic objectives in the following phases of program m.anage.ment: focu:%s.ed rec?uxt—
ing, thorough screening, meaningful and realistic orientation and training, proper
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matching, viable and relevant in~service training, objective and consistent record-
keeping, etc. These phases are all part and parcel of the critical need for ongoing,
concerned, informed and supportive volunteer program leadership.

Such staff objectives as better program control and accountability will auto-
matically follow when the volunteers feel that the above program phases have been
seriously approached, and resolved. There is no substitute for invested staff
time and expertise, in this regard, if volunteer programs in the criminal justice
system are to be more than incidental and accidental.

R
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SECTION II

GENERAL PRINCIPLES OF PROGRAM MANAGEMENT
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The purpose of this section is to provide general guidelines for the planning
and operation of volunteer programs in the criminal justice system. These

guidelines are intended to be generally applicable, regardless of program type.

g
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PLANNING AND GEARING UP

Introduction: Definition and Purpose of Planning

Thig chapter is addcessed to correctional executives and judges, and those
people recpoinsible for voluntesr program planning, deveiopment, and administra-
tion,

Planning, as described in this chapter, includes not only the initial planning
which oecurs prior to program implementation, but also replanning and growth
plaraing, which operate on an established program to improve or expand it. Vol-
unteer program planning should be a continuous rather than a one-time process.
Moreover, since initial planning and continuous or growth planning involve essen-
tiully similar operations, they will be considered as one here, unless stated
otherwige. In practice, growth planning may sometimes prove to be the more
difficult process due to the complexities involved in dismantling or revising
established but ineffective procedures in order to start fresh.

Ihe Rationsle for Plunning

Our recent national survey strongly imples that volunteer program today are
ot well-nlanned.  The need for better program organization was specifically men-
doned by respondents, Moreover, only 2% of survey respondents were satisfied
with their present level of program effectiveness. Finally, the survey results
{0y thor with the experiance of the National Information Center lead to the esti-
mate thot one oud of every four or five volunteer programs fails sometime within
ity first iwo years of existence.

Moreover, hrough careful plamning, one can anticipate and avoeid later pro-
grom problems, Once a program begins, it tends to establish its own procedures
and generate its own momentum, It is far easier to anticipate and deal with prob~
lems befure the program gets rollirg than it is to change ineffective procedures
onee they hecome rooted in evervday operation.

In summary, we believe that well-considered planning can do mwuceh to avoid
program problems and prevent program failure.

Amount of Planning Time Required

When starting a new program or reworking an existing one, we recommend
vou spend at least three or four months planning before the first volunteer arrives
on the scene. Possibly, veu should even spend as long as four or five months
planning,
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There is a right time for moving from planning {o action, usually sometime
within the recommended three to five month thinking period. It is a pﬁrt of good
planning to be able to identify that propitious moment and then move, Remember
that planning cannot iron out all program problems--some aspects will have to be
tested out through actual experience. Moreover, some staff may unconsciously
prolong the planning period because they fear the program is not ready to be ‘
implemented. Planning thus becomes an excuse for inaction or at least a delay-
ing action.

Planning should not be more sophisticated than the scope and nature of the
program. For example, in a rural municipal court, extensive planning may be
unnecessary. The best plan here may be to begin with only one or two volunteers
who alre~dy have much of the background required, for example, a retired insur-
ance ageut is already somewhat qualified to conduct pre-sentence investigations.
Then once the program has been implemented continuing planning can eventually
expand it, while sophisticated initial planning would only have delayed it.

You must be sensitive to all these possibilities. Throughout this chapter be
aware of the guidelines implicit in: We have planned sufficiently, nowis the time to

begin,

Who Are The Planners ?

N

In our experience, there is no single individual or group who is designated
as the planner. There are several models to examine and there is no right or
wrong way. Very often, the program planner is the person who is the most
interested in a volunteer program and takes the initiative to start planning for one,
That person can be a criminal justice agency director (e.g., a judge, a warden,
etc. ), line staff (e.g. probation officer), or a private community group (e.g.,
Junior League, YMCA, etc.).

Very often, the criminal justice agency director or line staff person will do
some of the initial planning and then hire a Director or Coordinator of Volunteer
Services to complete and then execute the plan.

Whoever the planner happens to be, however, the following people should be
involved in the initial planning: the client, line staff, agency director, and com-
munity group(s) that will be contacted for assistance. The client will receive the
planned for services of the volunteers; line staff will be supervising volunteers;
the agency director is responsible for programs conducted within his ageney, and
the community will be involved as volunteers--all must work together in order for
the program to succeed.

Because the Center considers the involvement of staff (including top man-
agement or the agency director) to be so important, and often neglected, the
following section outlines reasons and strategies for involving staff.

Ty
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Involving Staff

A volunteer program will not live without staff acceptance, understanding,
and support. There are two reasons for this: (1) Good volunteer programs involve
a lot of work for staff. If thev're not committed enough to do this work, the pro-
gram withers, (2) Volunteers are paid in job satisfaction rather than money,
Knowing that staff appreciates their work, and is willing to give them leadership,
contributes greatly to that satisfaction. If volunteers don't get that "paycheck, "
they often quit or perform indifferently. If you ever have a high volunteer turn-
over rate, look at staff just as hard as you look at volunteers.

For these reasons, unaccepting staff need not actively or deliberately sabo~
tage a program, all they need to do is be indiffersut, Because of their attitude,
the program they believe will fail (or unconscious? hope will fail), will indeed

fadl,

Definition of Staff

"Staff" refers to the following three levels: (1) top management (judge,
correctional executive, ete.); (2) middle management (depending upon the admin-
istrative organization, can be chief probation or parole officer, or captain of the
guards in a prison, ete,}; and, (3) line professional staff (probation officer,
parole officer, guard, ete,)

In some agencies, a proportion of non-professional staff should also be
involved. Your emphasis here depends on the ageney and the extent to which
non-professional staff can harass or block volunteers, An indifferent cx hostile
gee retary, even though not directly supervising volunteers, may still come in
contact with them frequently, and really turn them off,

If volunteers are actually doing routine office work, non-profezsional staff
are even more likely to be threatened, By contrast, the self-confident profes~
slonal knows he has unique skills which no lay person can supplant; in fact, vol-
unteers can free him to use these skills by relieving him of non-professional bur-
dens. 'The clerk, or even the guard, is less likely to be so secure,

Strategles for Involving Staff -

The hasic elements are given helow, with details relegated to the next
chapter, "Orienting Staff to Volunteers, " Please note that this is a process which
nct enly precedes the program, but continues throughout its life,

Here are some general pointers:

Be sure staff has ample opportunities to ventilate their anxieties in an open
atmeaphere oft "Tet's get it out on the table and talk about it; sure you have
worries, evervbody does at fivst, "

Staff unexperienced with volunteers may have realistic anxieties; the
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main ones may be:

Are volunteers effective with offenders and with clients ?

If they are effective, will I lose my job or will it lose its
importance ?

. Will I have to take the rap for their mistakes without adequately
being able to control what they do? (e.g. breaches of security h
confidentiality, ete, ) v

Will volunteers -accept supervisory control from me, especially
when some of them may have a higher socio-economic and educa-
tional status than I do?

This book, and its listed references, contains reassuring answers to all
these qL}estions, but you have to get the questions out in the open first.
Give staff ample opportunity to talk with staff in other agencies using volun-
teers, or someone on your own staff who's had positive experiences with them
Moreover, '"do-gooder'" and "drudge' stereotypes of the volunteer tend t;)
vanish rapidly afer your staff has had a chance to talk to one, or a few, veteran
volunteers in courts or corrections. They're almost always impressiv;a people,
; Staff shf)uld be given the maximum participative input into the program

rom the earliest planning on. Make staff feel that the program is theirs Ox,le
of their deepest fears is that it will belong primarily to someone else the‘n be
foisted on them; "like it or lump it ’

Regarding line professional staff, if you wait to convince all of them, in a
larger agency, you may wait forever, Try to identify the more receptive ;ndivi~
fluals and work with them, Try to build the program so that volunteers will come
In contact primarily with receptive staff, Let non-receptive staff sell themselveg
later by talking to staff who have had positive experiences with volunteers. )

Throughout the above process you must be alert to distinguish between
merely verbal support, which isn't enough, and active commitment, which is what
YO%I nee.d. You must rely on your own perceptiveness here, and your previously
g_amed insights into the response styles of your staff, Here are a few hints for
finding committed staff. ' o

Among the better prospects are staff who have had previous experience with
volunteers, talk about it positively, and even take some lead in answerine uother
§taff questions, Also, asking a lot of questions is not necessarily a nega?ive sign
}f the questions are good and relevant. But beware the person who keeps repeat- ’
}ng the same question when in your judgment that question has been answered sat-
lsfact'orily. Also, be a little careful about the quiet one who doesn't ask any
qu.estlons. Furthermore, the person who suggests roles for volunteers, but only
trivial ones, may well be among the unconvinced. Program planning committee
giglvotlz I\‘x;hgoc;o t}l;f;ir honz}fal\vorlc promptly and effectively are good bets; those who

. ware the person ing
DT0gTms Tl person who seems to want to plan forever, delaying
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Elements of the Planning Process

The planning process for a volunteer program involves essentially the same
gteps as the planning process for any social service program. Basically, these
steps are as follows: (1) Identify the needs of staff and offenders; (2) Establish
goals, and priorities among them, to meet these needs: (3) Select the volunteer
program; (4) Determine the administrative structure; (5) Identify resources;

and (6) Program monitoring.

Identifying Needs

A volunteer program must grow out of agency needs and the needs of your
offenders. If it does not, it is a waste of your time and the time of your volun-
teers, and the program is unlikely to survive except in token form.

There are two sources of program need information: first, staff assess-
ment of need: and secondly, the unmet needs of offenders. Your offenders should
be solicited for their input, as well as your staff.

In both instances, whoever has major responsibility for program develop-
ment should conduct and evaluate these need-surveys. If your Director of Volun-
teer Services is already on board, he should perform this task.

Staff Needs

There are many ways in which you can sound out staff as to the needs they
helieve volunteers can fill. For example, the chapter on evaluation has a sug-
gested series of questions for staff, designed to secure their continuing input into

the volunteer program. Informal interviews or rap sessions can do the job.
The procedure described below is somewhat more formal, but it has been
used successfully in this regard, and illustrates the elements in the process of

identifying staff needs,

1. Ask each staff person independently to make list A: an activity
analysis of the things they have done on the job the past two or three
workdays, in approximate order of frequency.

9. After staff has completed list A, ask them to check off the things
they had to do but would rather not do, preferring to be free from
them for better investment of their time.

3. Discuss these latter as things volunteers might do for them.

4. Now ask staff to make list B: The things they would like to
be doing but never, or almost never, have time to do.

-d] -

5. Discuss these as things volunteers might do.

8. T1:y not to tell the staff why you are asking them to petvform ihis
analysis, prior to steps 3 and 5.

7. You should, perhaps, assure them that you don't want to zee
the complete list: that may be threatening.

From the above :uformation, vou should then work with the staff to develop
some basic ideas about job descriptions for your potential volunteers Rmiiétig
job descriptions, with realizable and relevant objectives, are essent{al fm‘" ‘l'vinvfr
the volunteer the impression that staff is commitled fo eifective leadership ind ”

moral support. Job descriptions give a sense of pregram solidarity and continuity

These descriptions should tell the volunteer basically what he mav be duing, how
he may be doing it, and, of course, why. / ’

Offender Needs

. Staff input and an examination of statistical data on your offendez population
w11¥ develop much of this, but you should also ask your offenders'dire;tlﬁr Wh;lt |
their unmet needs are, and hence what volunteers might do for them Ir{terview
as opppsed to questionnaire technique would be preferable here. S

Yox.xr approach to offender input should be sensitive and diseriminating
Son}e of it may be extremely valuable; some of it will not be. For example -the
typical incarcerated offender, when asked what his unmet needs are, is like;lv to
say something like: "I want to get out of here, now.' Analyzed no‘further ilnn
th:%t, the need-indicated volunteer program would be one in whic’h volunteers h;‘lp
prisoners escape! But if you insist that the prisoner realistically address. the
proble.m 'of how he can legitimately get out and stay out, e.g. the‘ r;levulop')ment of
:} re'ahsuc parole plan, or job planning, you can indeed develop viable vohinteer
job ideas.

_ Examining the available statistical data on your offender population can aid

zgﬁlzn is‘fettillrxg pfiority needs., For example, if you discover that 60% of your

0 en e '] o s s -‘ g
aculs ofter lc tzfo ;a;:ogrs;;t.h grade reading level, you should consider inaugurating

Agency Needs

. Presumably, the effective criminal justice agency addresses itself primar-
ily to the rehabilitative needs of the offender, and staff work-needs within that '
framework, Therefore, agency needs should essentially be covered in the survey
of st.af-f and offender needs, described above. However, to some extent, the ‘
at?m%mstrative situation of the agency may restrict its ability to opei‘ate’ fully
w.'lthm the broad framework of offender rehabilitation, For example, a correc~
tional institution may have little or no control of the parcle process’for its ,
released offenders, This can certainly be viewed as an mmet need" of the
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institution, in terms of defining volunteer jobs.

It is only as agency needs have essentially no direct relation to offender
needs, that their use in developing volunteer jobs can cause trouble. TFor example,
in a few instances, agencies have attempted to recruit and use volunteers pri-
marily to lobby for {he agency before the public, and local or state units of govern-
ment, more or legs regardless of whether this deals directly with the rehabilita-
tive needs of the offender. Such efforts tend to provoke resentment among volun~
teers, the community, and the legislatuve.

Latablishing Volunteer Program Objectives

The critical aspect of program planning is goal-getting. The establishment
of measurable objectives ig crucial to designing the monitoring and evaluation
component of your prograni. Once goals and goal priorities are set and a program
is selected to achieve these goals, your monitoring and evaluation component will
tell you to whar extent you are or are not achieving these goals.

While goal gsetting should be part of your initial planning, once the program
is launched, ongoing feedback from experience should be reflected in a continual
process of gonl readjustment, Later, you may even want {o set new goals or build
entire new programs, based on newly identified needs or in an increasing aware-
ness of the potential of volunteers.

How does one set program objectives, once the needs of staff and offenders
have been identified? Basically, this process involves six steps or questions to

be answered:

1. Whaf chauges does the program seek to make? Do you want to
change behavior, attitudes, knowledge?

2. Whom, what type of offendex(s), is the program aimed at?
Who are the clients to be served by the volunteers? Should the
volunteers be working with juveniles or adults? Felons or mis-

demeanants ?

3. When do vou want or anticipate the desired change to occur? Are
you looking for short-term or long~term effects, or both in time?
Some objectives, such as eliminating delingquent behavior, may
take longer to attain than others, such as teaching a job skill,

4. How many objectives are desired? Should the program be aimed
at single or multiple changes, Attention should be given here
to unanticipated consequences.

5. How much effect ig desired? Do you want to lessen the serious-
ness of thy offense or eliminate unlawful behavior entirely?

6. How will the objectives be attained--what means will be used?
Thig step is reslly a bridge to the next step in the planning
process, that of selecting youy program,

v

J“I‘he above steps are adaptfed from Edward A, Suchman, Evaluative Research,
New York, Russell Sage Foundation, 1467.

B

TETE TR

‘ In thi§ process, as well as in identifying needs, priorities must be estab- !
lished. This is because it is unlikely that you'll have sufficient resources to i
mount a volunteer program which addresses all the identified needs and objec~
tives. ‘ |

. o

Selecting the Volunteer Program .

Two general guidelines should be followed when selecting the type and scope .
of your program: (1) learn from the experience of previous and exisIﬁng volunteer b
programs; and (2) start small, but do not stay small, '

Learn from Experience. Oncs vou have established program objectives, you |
sho'uld be willing to learn from the experience of existing volunteer provrams,
While we warn against slavish copying, you can profit equally from knofv}edge‘ of
avoidable mistakes other programs have made and the successes they have i
achieved. We therefore suggest you consider precedent as to what V‘olunteers
acfually have done in programs around the country, ‘

Court and correctional agencies now have volunteer programs in juvenile
an.d adult probation, parole, detention, and in institutions. They have made some
mistakes and there is no reason for you to make these same mistakes again. f:‘*'

’.I;hey've recorded some real achievements and you should be aware of how they did
it.

' . Vo.lunteers have been used in an almost infinite variety of roles in the crim- j":*
inal ;.‘ustlce system. They have been used to provide direct and personal service i
to clients, administrative and clerical suyport, medical assistance, contributors
of money, materials, facilities, etc. L% type of volunteer progra;n and volun-
teer role which you select will depend pen your needs, objectives, and the
resources available, ,

Section IO of this hook is concerned with describing a variety of volunteer
programs which seem to have survived the test of correctional exﬁerience. At

if:s‘t one of your planning committee should be fully conversant with these op-
ns,

In addition to reading about other volunteer programs, itis also recommended
that you talk to someone who has a volunteer program, visit a nearby program, and
contact your state coordinator of volunteer services. Names and addresses of,
state volunteer coordinators are listed in Resources Section IV, as of mid-1972
If you don't have a state coordinator, ask the National Center. ’ ’

Start Small, I there is one universal maxim of the correctional volunteer
m'0vement, it is: . start smail., No matter how good your planning is, some "hugs }
;vﬂl always remam‘in the program, and it is much easier to work them out with a
ew volunteers. With many volunteers, the impact of mistakes is massive and
far harder to reverse, Starting smeall can be viewed as a pilot test of your pro-
gram plgns, designed to feed back into the further perfection of these plans.

) ""Start small" does not say "stay small." To be sure, there are a number of
Specious advantages in staying small, A small program requires little extra 5
effox:t, attention, or funding. Yet it can be pointed to with pride should anyone
ask if you use volunteers, 1
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In short, staying small is a temptation to tokenism. It must be resisted.
(iiven 9-6 months experience with your small pilot program, you should begin
gteadily to expand your pumber of volunteers, if feasible and needed. In so doing,
consider these general guidelines on the maximum number of volunteers in any one
First of all, estimates today are that anywhere from 30-17 0% of your
offender population can benefit in some way from the services of volunteers.
Second of all, for every 50-75 additional volunteers you acquire, another new pro-

fossional staff member should ideally be added.

program,

Dctermine the Administrative Structure

Volunteers as Unpaid Staff

The trend here is to incorporate the volunteer program into the agency. Paid
agencey staff would supervise the volunteers. Accountability of volunteers to staff
has to be determined-~-ask yourself these questions: Who will volunteers report
to? Who will supervise their work? Who will be responsible when things go
wrong?
The professional staff roles will change somewhat from pre-volunteer days.
Tirst, the professional will become more of a diagnostician, with primary respon-
sibility for deciding which offender fits where in the far broader range of rehabili-
tation options made possible by volunteers. Secondly, he jumps one grade in

leadership level, Lven the lowliest line professional might become a supervisor--

of volunteers. 2 Generally, the basic principles of supervision of paid staff apply

to volunteer supervision as well, However, if anything, supervision of volunteers
is even more demanding than supervision of paid staff because, in the first place,
volunteers are part-time people not often in the office. Hence, communication
gkills are sorely tested. In the second place, you cannot paper over your mis-
takes with greenbacks, because the volunteer takes his pay in leadership (yours),
in satisfaction (which you must provide), and in the rewards of working with a
hasically compatible offender (but only if your volunteer-offender matching is
effective).

Incorporating volunteers in your.agency will require some reallocation of
time.  Ask voursell how much time you want to invest in the volunteer program in
relation to the amount of volunteer time returned in service to the offender and
{he agency. You should consider ways in which this input-output ratio can be

9
“In orienting staff to volunteers, one of the principal subject areas has in
fact been: how to supervise volunteers, (See next chapter).
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:’112.22 ‘m;)\;tp iiltﬁragle to ym; while still keeping the program adeguately super
. . ix D goes into some detail here, b ata avai ble fre .
different programs reveals the ratio of staff timeu;li?:t c’:;th;o:;-zlﬁcla(g?'fmm e
f:;i:s il;oml 1t to3 10 or 1 to 20, in a well run volunteer program, It 111:2; ggtle)tin
L req,u ire;(fi | eoSS i&i :eegn;n'mg of program's where more organizational effort
troubleShoo,t' 58 voun t;rs 1a\{.e been I:ef:rm’ted, and there are more problems io
Tt oot inefﬁni‘er;. ; 18 }"auo rem.athng very low for a long period of time
gt dndlente , -01es in sup‘ex.'vmmn. Likewise, a very high ratio might

g nsifficient supervision. i

Volunteers ay an Independent Auxiliary

All the abov
qccount?lbihet ahove a~ssTunes the use of volunteers as unpaid staff, directly
;ng‘ alte;mc; 0 _\.out lxlmthlcxll vour regular staff structure, A quite frequenth; exist
ative is the independent-volunt ili ; )
eer auxiliary model, In thi
ing & ternatly A . In this model
o o Zua;tiomzd to %roc;eed {perhaps after some screening and job asysign
N\ le independently of the agency., T1 )
by yo \ he volunteers m 1
organized into an auxiliar ich: i B onde,
vy which functions relati
‘ A vely, or totally, i . ol
ooy, and 1o 1o . g v, totally, independent of
\ sponsible for performing t
‘ ng all or most of the g
e y : . ir volunteer pro-
g dmﬁ}mmic?ngeme;;t.functllcc)lns such as recruiting, screening, treining superlzrision
an 2 g. 1is could occur either i isti . : ,
s} in a pre-existing organizati i
o nancing: T g organization, e,g. Bi
S, ex-offender organizatio iti 4 specifle
: : : ‘ n, or a citizen group organi ifi
ally to provide service to an agency's offenders growp organized spectfie-
The a2 - . 3 ) . = : ’
ork o nf:‘;l}:un-al ]uftlce agency administrator or appointed staff will need to
anics of incorporation with th
e head of the vol ili
ok out mec i volunteer auxiliary
supervision, accountability i '
. v and reporiing 1t
seues suel sior \ poriing need to be clearl
defing ne person within the agency should be appointed to int y '
il ersect with the
The advantag i ili
idvantages of this "auxiliary' model are, first of all, that it requires

"lesg inpul of effort
rt and money on , rt L .
. the agency's part, for a given amount of volun-

teer servi i
o 5 qu‘?tl;egmed' tZl[ndee.d, if you are a smaller agency with no staff, or can
any to manage the volunteer program, thi : : o
. is model may b
choice. As i ¢ i that, Y Sitfroutios »
e econd. possible gdvantage is that, in case program difficullies arise
you ¢ b ot perceived as being solely responsible for them ‘ ’
he m Lenti i :
Srincipal o oz%el .1also has potential disadvantages from an agency's viewpoint. The
e | ;z(:st.t hat yo.u l?ave far less control of the program m{d must count.on
iy o c:o lzéted similarity in objeclives between you and the auxiliary for
s must% ou \ ) ha\,:e, The choice among these two models, or variations .of
ool ) e yours' in terms of your planning committee's appreciation of
al and agency conditions and situation,

Other Aspects of Administration: Funding-Insurance

1 . ‘

1
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Tirst in regard to funding and finance, volunteer programs do cost money.

While our survey showed that funding is not a major concern of program planners
and leaders, semi-starvation is the rule rather than the exception in volunteer
programs today. This area is therefore allocated an entire chapter later in this
book. It is mentioned here only to stress that program financing should be an
integral part of the planning process from the very beginning. This component of
the final plan should include two major steps. First, you should cost out the pro-
gram 80 you can eventually construct a complete preliminary budget. Secondly,
unless you've already been assured of funding prior to or during the planning pro-
cess, then proceed to list probable funding sources, and prepare approaches to
them.

There is often a paradox here. Some funding sources will not finance you
until you have proven yourself in volunteer program performance, But it is dif-

ficult to prove yourself in performance until you have some funding, In this regard,

gome funding sources will be satisfied with a strong evaluation component built in
to the plan; thatis, a clear promise to demonstrate program effectiveness,
Another approach is a gmall pilot program, inexpensive or absorbably into your
pre-existing budget, which is nevertheless adequate to demonstrate results,

Somewhat the same kind of practical consideration as funding is the matter
of insurance and liability in regard to volunteer programs. Most planning com-~
mittees run into this issue at some point in the planning process.

Actually, there have been virtually no recorded disasters in regard to lack
of accident and automobile coverage for volunteers, or liability coverage for the
agency itself, for volunteer programs, The authors believe this issue tends to be
over-emphasized by planners. Nevertheless, a number of administrators are
concerned about this point, and the time to do something reassuring about it is
during your planning phase. Appendix D indicates that this matter can be handled
adequately and, if you are indeed concerned about it,amember of your planning
committee should study the details there, and report back to you.

Identifying Resources

Concurrently with defining need and goal priorities, you must also deter~
mine the potential of available volunteers resources to meet these needs and
achieve these objectives. There is no guarantee that volunteers potentially
available to you can meet every need, or even any particular high-priority need.

Knowledge of your community is essential to identifying the available

3There is an even more fundamental question here, which this chapter does
not argue: What is the effectiveness of volunteer programs in general? Do they
worl at all? This book assumes that its readers subscribe to the potential value
of volunteer programs in courts and corrections, and simply want to know how to
implement these programs for maximum impact.

o ’
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Z;)l{unitfeer p}citential. g;ontact your local Volunteer Bureau or Voluntary Action Cen
, if you have one; they will probably have already d initi ]
. 4 O
quired to determine what resources are available ¥ done the Initial egworic xe-
e dAdl?st of n.atlonal qrg?nizations which do assist local volunteer programs is
37113[ gAe I;n Section IV of this book on resources. Such organizations as Red Cro

; TA, Alyxe.rlcan Bar Association, Junior League, etc., are currentl o
operating or assisting local volunteer programs in courts—-corr,ections Ask 5tihem

for information and assistance ther source v

istan Othy 'S are local colieges
. - . . S Of Oluntee

and uanGI‘SltleS, and ChU.I'CheS. : : .

Program Monitoring and Evaluation

o Vﬂua]f?iiiligl?%utﬁi instruments and procedures for continuous monitoring and
Y rogram is another aspect of program pl i

procec'lTures. for accurate record-keeping are essentigal planning. Forms and
pl'OgT'a;l}llewlirift;:megts and procedures used for monitoring and evaluating your

j pend upon the objectives you have establish

T P ed. For exam i

;25 Zﬁ t};e bObtJ'eCtlves of your volunteer program is to find jobs for a certa?rllelluiu
these pio%aiiloners’ you should have some means of determining whether or not
téers Quartonfirs are, in fact, being employed through the efforts of your volun-
dinat(;r ol zrp;; fix;c;ﬁress riportlf by your volunteers and your volunteer coor--
T ’ ¢ check with th i .
objective is being achieved. e probationer, will tell you whether your

E . :
Whethervelc;z objective should be measured and measurable, If you don't know
whether i’t i: prodgra.m is achieving what you intended, then you may not know
or failures ;flzr]g?l EZ;I:% 1:1;&11{1; or good. Others cannot profit from your successes
objectives, em whether or not your program achieved its intended

EV -] [5 .
cussion lfi;lztion- aéld record-keeping are dealt with in more detail later., The dis-
for evaluati s intended to alert you to the fact that instruments and procedures

ion must be part of your initial and continuous planning
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The Director of Volunteer Services:4 Who, When and Where

It was not qguite right previously to have said that the introduction of volun-
teers as unpaid staff simply raises your staff pyramid one level. A new and cru-
cial position is introduced: Director or Coordinator of Volunteer Services.

Indeed, the quickest way to gauge a volunteer program is to look at the Dir-
ector of Volunteer Services. If he or she is a quality person, carefully selected,
ad at a supervisory level in the hierarchy, the program is being taken seriously;
if he/she ig not, it is not.

It does not matter how good your objective-setting is, or your program or-
ganization, or your ability to involve staff gencrally., If this one person is not
effective, everything else will flounder.

Therefore, a central goal of planning is the hiring of the best possible per-
gon for Director of Volunteer Services, and the placing of that person in a posi-
tion in the agency where he can do the job. Depending on the size of the program
this person may be a staff person working part time on the volunteer program.

It is very important that a suitable Director be hired as early in the planning
process as possible, preferably at the begiming, As a practical matter, this may
not be possible, since funds may not be available until the program actually begins.

But where practically possible, it is a priority. Otherwise, the Director of Volun-
teer Services labors under the difficulty of inheriting plans someone e¢lse has made.

Job Degcriptions

To repeat: the volunteer program stands ox falls with the Volunteer Program
Director. This will be evident from the job description of this position, and we will
lat people in the field speak for themselves on this point.

First, here is a job description for the position, put out by the State of Wash~
inglon in 1971, This particular description includes implications for area-wide as
well as local program coordination.

Plans, initiates, promotes, facilitates, directs, and evaluates
a program of volunteer services, \assisting' the criminal justice agency
to wtilize citizen participation to the maximum on advisory bodies, in
direct services to applicants and recipients, in supplementing the
efforts of the various staff services, and in increasing public under-

standing of the agency and the persons it serves.

‘L'l‘hroughc»ut this section the title "Director of Volunteer Services" is used.
The title "Coordinator of Volunteer Services, ' also used, describes essentially the
s ame job, The authors prefer and recommend the ""Director' designation, as more
accurately reflecting the true responsibility and importance of this position.
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Part'lclpates in program planning, policy development, in the
prfaparatmn of guides, development of fraining and orientat’:ion mat:
er.1als and press releases relating to citizen participation Mainz-l- i
tains relations with community and state organizations of .volunteers

Specific:
o ]% Gather materials, with staff aid for the orientation and train-
g o .voluntee'rs and local directors of volunteer services; partici-

pates in the orientation and training of staff regarding the iaul*poses
methods, and values of volunteer services. ’

L}

2, Formulates the objectives of citizen participation and rec-
omme.nds p?.t'ten-ls of organization, standards, and policies for the
effective utilization of volunteers at the state and local level

i 31;.' Provides consultation to local agencies concerning the
' .1a ion, d.evelopment, evaluation, and expansion of g program of
citizen participation.

4. Participates with pro i i
: . gram directors in developing policy for
the plgr.mmg, administration and delivery of probation parole yld
rehabilitation services, ’ '

5. Delineates methods for re cruiti .
i n, - e
utilizing volunteers. g, selecting, training and

6. I\fIamt'a%ns liaison with state agencies and organizations con-
cerned with citizen participation,

7. Suggests resources and criter;
eria for the selectio; iti
members of advisory bodies. Hion of citizen

o ? Maintains .records concerning such matters as the numbers
volunteers serving and the nature of their services.

.9.‘ Kfaeps abr.'east of program developments affecting citizen
p.artlolpatio.n and informs state staff and local agencies of innova-
tive and creative uses of volunteers, ‘

1(?. Reprc?sents the Criminal Justice Agency and program at
meet.mg relating to citizen participation, participates in professional
meetings and prepares material for publication.

Secondly, here is a description of her job written by an experienced and

highly capable Director of Volunteer Services.

Duties:

e 1 tC(;niult with the County Probation Officer and the Chief
puty to determine policy and establish lon ri-ter
for volunteer program, § ond shori-term godls

2. Participate in administrative decisions pertaining to current
and new use of volunteers. |




entire Chapter 11 of 'Using Vo
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re volunteers canbe utilized

5, Actively investigate areasS whe
Administrative Staff.

making appropriate recommendations to

4. In cooperation with the Volunteer Bureau Staff, formulate and
implement methods to recriit volunteers ;rom all facets of the com-
munity including college students, genior citizens, former and cur-
rent clients.

5. Confer with Probation Department Administrative and line
staff and appropriate Volunteer Bureau Staff to establish needs for
orientation and training of volunteers. With the advice of the train-
ing officer, design and implement fraining programs for both volun-
teers and staff where appropriate.

6. Interview and screen all interested potential volunteers
apprising them of the goals of the agency, purpose of the volunteer

program and responsibilities and duties of both volunteers and staff.

7. Keep staff informed of available volunteers suitable for
placement. Receive all volunteer requests and make referrals to
appropriate staff.
follow-up and supervision of volunteers
ative Staff. Maintain and fur-
ties as required by the County
ector of the Volunteer Bur-

8. Maintain system for
as determined necessary by Administr
nish current records of volunteer activi
Probation Officer, and the Executive Dir
eau,

9, Provide ongoing contact with the volunteers through a news-
letter, workshops and in-service training.
aison with other County volunteer pro-

10. Develop and maintain 1i
purposes of coordination, referral and

grams, public and private, for
to avoid duplication of services.

11. Be available to fulfill speaking engagements with community
organizations to inform them about the volunteer program and encour-
age their participation and support of the volunteer activities.
statewide and national
ch gave a direct rela-

d the skills of the

12, Participate when appropriate in local,
organizations, workshops and gonferences whi
tionship to the jmprovement of the program an
ecoordinator,

18. To perform other duties as assigned by the
and County Probation Officer.

Volunteer Bureau

on of the volunteer coordinator's position is given in the

Another job deseriptl
lunteers in Court Settings, A Manual for Volunteer
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P i 3
Probation Programs, " (see Resources--Section IV).

Qualities and Qualifications

Clearly, we are talking about ¢ :
’ g oabout a demanding nazition, 1oty ‘
: . . y noaition, Lot oa aunlyze what to
lovk f_or in such a person in terms of three major categories: humen V X {-'Y‘ hat
experience, and education. ies: human qualities,
Hum ities: :

made. LThZ?inguaclg;t;fs-' To a 1_31"66 extent, volunteer coordina‘or: ave hory, not
typical and per;:nanen?g qlzal;ttles of temperament are required which are a 21115.1;0

v art of the 1 3 i § o
late in life. person's life style and cannot readily be learned

The main qualities seem to b
s ew fon s s

flexibility, and maturity. armth, tact, a good flair for organization,
forme]jy :;ayd()f illustration, consider this quote from Dr. Robert McCreech

soct thaf ans1 ent of ﬂ?e Azr}erlcan Association of Volunteer Bureaus: 'I wouid sug-
wisdom of S%‘{ne working with yolunteers. . .needs to have the patience of Job k*‘qge
to describo 1 .omo‘r.1,! and the hide of a rhinoceros. A few years ago (a man) so’u n*
A his wife's role as Director of Volunteers in a Los Angeles area hosgi ‘
= .e e ii:rzs: e:pected to sc.mtillate like a social matron; plan hroad programs i)iko
ke & well t;' :mrélgzsse d}?t{nledtpi’{ocedures like a method analyst; interview Deoplor
: - yehologist; keep time like a clerk; write sparkli A
home e ; : a clerk; write sparkling, yet
invesi;’g;;et Eiilgnfliiﬁ‘;:ﬁ ieSP;nd?nce; speak with authority, yet socgialytemeritv-
: : s like a James Bond; coordinate like a joint chief- staff
in the Pentagon; and, finally, sit on a fence and take a stand," joint chief-of-staff

5 .
A particularly pertinent quote from this chapter is as follows:

AL g 1 .
the zalo ofa(]lj iizn’i workshop in Boston a group of people were asked to describe
Loast b or eX; ct.or of Volunteers), They said, first of all, administrate! At
tor: fourth becu ive, Secondly, serve as a coordinator; third, be a communica~
pro,gram sf’;imula tproblem solver; and then, public relations officer, fund raiser
trainer of volun?eZi"s edIusvafflrc{ hprog;c‘}?m developer, recruiter, screener and ,
1 - . Y ope that some focus could i 3
part Oi-f your job as a leader of volunteers. be given to these as
one i .
revealing gszsguioczrﬁéns Stu_(l}): {)}f e?ch of these items, it would be quite
e p with the fact that 25 per eir {i
spent in S % d percent of their time was
fune tionsﬂz:hagmlmstr ative function, 35 percent of their time was spent in sebrvice
’ cruiti rainin isi : s
even throwing out volunteers,ﬁg, ing, supervising, planning, orienting, and




The jobr con be stressful, and is not for anvone who is primarily working out
their own perscnal problems.

The kinds of expericnse that are helpful for vour director to have had are as
tollows: as o volunteer; us a volunteer program director in another agency; as a
profegssional in the ¢rimingl justice system, in an ageney as similar as possible to
vours, (Frequentds, we find that voluleer ecordinators are appointed from the
ranks of existing staff in the porrectional agencey, and i the community. ) Other
things being equal, it ig desirable that vour volunteer coordinator know and have
lived in the community from which vou hope to draw volunteers,

You're nnlikely to get all these background features in any one person, but
wou ghould seek as muny of them as possible.

We need not be snobbigh about degrees, Many people with only a high school
education are doing o superb job running volunteer programs, Moreover, to a
large extent previous experience is exchangeable for g formal education,

On the other hand, relevant education attainment is to be valued in a volun-
teer coordinator, for several reasons.

Firgt of all, certain skills can be taught in school, and are heipful in job
performance. A recent national conference on college curricula for training
volunicer coordinators identified these as the relevant interdigeiplinary set:6
conmumunication, public relations, community organization, trainer skills (edues~
tion), interviewing skills (personnel), business and public adminigtration, correc-
tions itsell, of course, and some general acguaintance with sociology, social work,
mand psyehology.  Ideally, the conference concluded, this could well be an advanced
depgree course and in fact, Southern Illinois currently offers a Doctorate in Volun~
teer Administration. Appendiz I suggests a more detailed curriculum specifically
for court-correctional Directors of Volunteer Services.

As usecond point, the world being what it is, the possession of a degree will
give vour volunteer coordinator more respect and influence with other professional
staff, in his negotiations on behalfl of the program, Thus, if a Bachelor's Degree is
a4 minimum requirement for vour protessional staff, it's good for vour volunteer
coordinator to have one, (oo, -

If vour Director of Volunteer Servieces does not have these kind of educational
attainments, he or she should take relevant coursework while on the job, Try to
make released time readily available so he can take these eourses. Encourage him
in every way to do so, It is very possible in the future that correspondence courses
will be offered for eredit and eredentialing of volunieer coordinators. The National
Information Center is currently plaming in this area.

~

i . rrry « . <
Frontier 3, NICOVIC, "College Curricula for the Leadership of Human
Service Volunteer Programs: A Report of a Conference, " See Resources,
Chapter ¢ for procurement,
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In summary, recruiting a Director
Nobody could possibly have all the tremendous attributes re uir
important to get a person who can come as close as hum oo

The figure which follows on the next p ’

of Volunteer Services is very difficult

ed; but it is very
anly possible.
age is by no meansg entirely humorous.

Conditions of Employment

Al

Now that you've got the best possible person, use him or her to the fullest

Al Vs ir .
oo qr:éoosrt_ aj;vgxys, the Director of Volunteer Services should be paid. This may
oo I;Lf ‘ t}}lc In a book advocating the use of volunteers, but we ave speaking ®
hore o o:« dl;} 211‘-11?;18(1211—%8—813}?1; administration of programs, the one thing volunteors
+ A1 such circumstances, pay do ive i i
. cl » bay does give incentive for the
egs egi;c::;lan}fount of work attainment. We do advocate a full-time paid coordinator
o fy belo\}:, 1;3) ch:);;l ta;rgit 1s 30-35 volunteers or more. If your prbgrwm intends to
§ : Too volunteers, a half-time coordi ! 1 :
. alf-t Inator may suffi I
is 5-10 volunteers d ot ol g ant
S, you may be able to absorb the ex inati ‘
xtra coordinative work in pr
N - ot "y " 1 N ) .
sent s;ajf s%}mtulcs or possibly with a 5-10 hour a week volunteer o
. ur Director of Volunteer Services should be involved in the program plan
g p;oc/e?s from the very beginning, insofar as possible, o
e s.le should be at a supervisory level in your administr
on a par with other division heads,
the agency,

Look for trouble if the Volunteer Coordinator i
or is no iderec
regular .staff, regularly attending staff meetings, etc ot e
hon-seriousness about volunteer programs is wh’en th-e
down the street somewher
offices. A

: . ative structure, e. g
and with direct access to top policy makers in

a part of
Another symptom of

. Coordinator's Office ig
e, or in the same building, but away from other staff
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INTRODUCTION TO VOLUNTEER PROGRAM MANAGEMENT

These general principles of program management should be kept in mind as

sontinue wi e remainder of Section IL o
e QOI;?;:—S :??ﬁlfhfar from de-professionalizing .corn.cectioms, voluntf:erz areilglgzl;{fn
to re-professionalize it as never before. The guidelines gnd St?ndalaif"u esfg; e
suggeeding chapters represent a challenge to pro.gram leadership, callir gthese o ,
diplomacy, and sensitivity at the highest professional level. Moreover,
2 : et of skills.
- iﬂt(?;‘;: lfz::ﬁg\:ing separation into distinct topic areas '%ss scarce'ly rr.xore than aected
literary device. All program management areas‘a?e, in actuality, 1nter—cec1>1r11§ . .
Thus, ;'ecruiting is really pre-screening, and tr.ammg’. can be used as 1scniieon ;gn.thh-
Training also plays a primary role in volunteer }ncer}tlve; so does gvalufa o 3 n;a
ing and staff orientation. Recruiting takes its direction from planning; funding y

gavi ublic relations, and so on.

depené}rgza;rﬁz (i); : pe}\)/erything you do anywhere in the management process affecé;lslt
the program throughout the agency or institution. Volunteer program managem
must be seen as one integrated fabric, not a set of separate flags.

L i
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ORIENTING BTAFF TO VOLUNTEERS

The usual management manual for volunteer programs begins with recruiting,
and goes on to the screening and training of volunteers. But while we have all been
busy orienting volunteers to their work with staff, we have been missing an equally
important priority: orientation of staff to volunteers, It will be recalled that our
national survey revealed this as one of the concerns of respondents, if not the very
highest one.

Staff orientation to volunteers should come very early in program planning.
Indeed, it should probably begin before the first volunteer is recruited, and should
be continuous throughout the program's life,

Why is this so? First of all, successful volunteer programs demand an
effective working relationship between staff and volunteers. Certainly the volun-
teer must be trained in his role vis-a-vis staff. But it takes two to make a part-
nership, and it is therefore equally important that staff be trained in their new
roles vis-a~vis volunteers.

Two Major Objectives of Orienting Staff to Volunteers

Orientation of this sort has two major objectives:

First, to develop and maintain an early and continual staff commitment to
the program. Particularly since volunteers are not paid, they respond with spe-
cial sensitivity to staff attitudes toward them. Staff hostility quickly discourages
them, and mere indifference on the part of staff is often enough to do so. It takes
an unusually well-motivated volunteer to work without pay under these rejection
conditions. What is needed 1is a staff which is able and willing to show that they
value volunteers positively and actively.

The key to securing this ideal state of affairs is to give staff, from the first,
a stake in, and a continuing input into the volunteer program.

For example: Staff must be given a major role in planning the volunteer pro-
gram, e.g., suggesting the kinds of jobs volunteers should be doing, ete. Itis
desirable that staff participate actively in recruiting volunteers, screening them
(at least a veto on any given volunteer assigned to them}, and in the training of
volunteers, Volunteer training should also attempt to give volunteers some in-
sight into and sympathy for the problems faced by staff.

One major dimension of program evaluation must be the reactions and
suggestions of staff, Even volunteer incentive and support has a staff-commit-
ment aspect, Recognition for volunteer program success should not go to the
volunteers alone; rather, it must be shared with staff, for without them as com-
mitted partners, the program has far less chance of success.
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It is not enough to secure staff commitment once, then assume it will stay
secursd, A continuous process of communication is necessary, in which mutual
grievances can he aired openly, vegotiated and resolved. Some agencies schedule
informal volunteer-staff rap sessions for this purpose. Small-group volunteer
inservice training meetings, with staff present, can serve the same purpose.

Thus the first major objective of staff orientation to volunteers is to develop
positive attitudes towards what volunteers can do. The second major objective is
to develop the special skills which staff needs in order te supervise volunteers
well,

‘The overall problem is well stated by the Chief Volunteer Coordinator for the
State of Georgia, Board of Pardons and Parole: "The quicker the parole super-
visor's attitude and thinking change toward volunteers, the quicker a volunteer
program will start moving forward. It is important that more emphasis he put on
training ficld staff in the use of volunteers in the beginning of a volunteer program

sather than on training volunteers, "

The $kill Component: How To Supervise Volunteers

The previous discussion has emphasized strategles for promoting positive
staff attitudes towards volunteers. The equally important skill component in
orienting staff to volunteers appears to center on knowledge of how to supervise
a volenteer. It had been assumed until recently that staff more or less naturally
knew how to do this. But the only direct study we know of in this area strongly
contradicts this assumption,

The Hennepin County, Minnesota, court recently surveyed their volunteers
with this question, '"Do you think you are being given good supervision by staff ?"
Only 447 of volunteers said yes.

The same kind of question was asked of staff. "Do you feel you have been
given adequate skills with which to supervise volunteers ?" Only 30% of staff said
VOS,
The Hennepin County Study, after compiling information from volunteers and
Probation Officers, drew the following conclusions.

Conelusion I - A relatively large percentage of the probation
staff involved in the study feel they ave inadequately prepared to
supervise volunteers. (1) 80"% felf that they did not completely un-
derstand their role expectations as supervisors. (2) 70% felt that
they needed additional training to adequately supervise volunteers.
(8) 68" felt they didn't totally understand how to fill out volunteer
request forms, and (4) 73% felt they could use some training in
giving volunteers information on community resources.

Conelusion II, - A relatively large percentage of the probation
staff involved in the study are not adequately carrying out their
role working with volunteers, The following questionnaire find-
ings support this conclusion: (1) 75% had no direct contact with
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volunteers during the last month, (2) Only 11 ¢ participated in goal
setting with each volunteer concerning the probationer. (3) Only
33% had discussed volunteer's function as a "team' member, (:J:)
None of the probation staff had strongly encouraged their volunteors
to participate in in-service training during the past month, (5)

55% felt that problems concerning the probationers or probation
officer-volunteer relationship were not always discussed candidly,
(6) 55° felt that fecdback from his volunteer concerning his offeo‘-
tiveness as a supervisor was not adequate. . :

Conclusion I, -~ A relatively large percentage of the volun-
teers involved in the studv were dissatisfied with their relationship

with the probation staff, The following findings support this con-

clusion: (1) 66% felt that they did not talk enough in person to the
probation officer during the last month. (2) 52' did not feel thev
were receiving adequate support from their supervisor. (3) ﬁﬁ‘”;\
felt they were not receiving adequate information regarding com-
munity resources from their supervisor, (1) 80% felt that they did
not completely understand their role, (3) 485 felf that problems
cogeerning client or supervisor were not discussed candidly. (6)
49% felt they had not received adequate feedback concerning theix
performance, (7) 75% felt that the supervisor did not adequately
participate in joint goal setting, (8) 78 felt their supervisor h;u‘l
never discussed their function as a "team' membey,

Based on the above findings we believe that any serious volunteer program
should have a staff training commitment equal to its volunteer training commit-
The Hennepin County Court has indeed done so and their Director of Vol-

unteer Services explains why:

"The historv and literature of court volunteerism in America
bas been directed toward one ohjeet: the volunteer. The primary
emphasis in the work that has been done has been directed tm'urd
volunteer recruitment, screening, training, and, in geperal, inte-
grating the volunteer into the service delivery system of an agency.
Little or no attention has been paid to the impaet that volunteers
have upon an ageney, and particularly the staff of an agency, with
whom they will be working.

The most effective relationship between volunteers and staff
is one that emphasizes the team approach. The time has come,
however, to examine critically the role of the professional in that
relationship and particularly the duties and responsibilities of the
professional as he relates to the volunteer. In the past, the assump-
tion has been that the professional has the skills and capabilities o
work effectively with volunteers. Experience on the part of many
agencies indicates that this assumption is false, The problems of
staff resistance, high volunteer drop-out rates, and volunteer dis-
couragement are directly related to the tyvpe and quality of super-
vision the volunteer receives, Many professionals working in a

*
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diteet serviee eapacity do not understand, or have skills in, the
avea of supervision, Particularly, professionals are deficient
in assuming the role of a supervisor, acting as a teacher and
consultant, and in moving the volunteer through the process of
job elarification and objective-setting and in being able candidly
to evaluate the volunteer's performance.

‘The Department of Court Services, in order to combat this
problem, has declared that training in the area of supervision of
solunteers be mandatory for all line staff. The training will be
directed toward helping ageney professionals do the following:

1. Learn how to assume the role of the supervisor and act
as o eonsultant,

.

colvnteer,

9. Learn how to impart their knowledge and skills to the

4. Learn how to clarify the role of the volunteer and evalu-
afe their performance.

The managing of people and resources is expected to be a
eritical part of this training. Over one year's period of time,
all agencey stalf will have been exposed to this training. The
volunteer Program office has developed pre- and post-test
instruments designed {o measure the growth and development
incurred on the part of staff as a result of the training. These
instruments will help in assessing the impact of the training, its
relevanee, and the effect it bas on improving the overall super-
vision provided to volunteers.

It is a well-known fact that people will work in areas or with
tools with which they are most familiar. Lacking skills in sup-
ervision is felt to be a major contributor to staff resistance in
using volunteers and for minimizing the impact volunteers have _
in the delivery of direct service. The development of these skills
within the staff should help to minimize these problems and do
much toward developing an effective teamwork relationship be-
twoeen volunteer and professional.

It is the responsibility of the volunteer director to point out
the peed for staff training to agency administrators. The use of
volunteers must be an integral part of an ageney's overall deliv-
ory system.  As a result, this type of training should be a part
of an agenev's normal in-service training program. For example,
monies for training in the area of supervision for line staff in the
Hemnepin County Department of Court Services were made avail-
able through the in-service training budgee. This adds credibility
to the training and communicates to staff the importance of their
ohtaining skills in these areas.”

P e ]
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"Ira Schwartz, Department of Court Services, Hennepin County, 22

Court House, Minneapolis, Minnesota 58418,
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Content Suggestionsg

Though we are just beginning to realize the importance of staff training for
volunteers, broad curriculum outlines are reasonably clear at this point, The
following are some suggestions to supplement suggestions already made in thisg
chapter,

Early in the game have staff discuss their experiences as volunteers so they
can better identify with volunteer problems. The Senior author frequently asks
audiences of corrections professionals how many of them are volunteers in areas
other than corrections. On an average, 80-90% of the hands go up.

Establish that the court volunteer movement is a fait accompli, and that the
professional is very likely fo be expected to work with volunteer programs wher-
ever he goes. The question has changed frcm "will it be done ?'" to "will it be

done well ?'" and "how will the professional use or misuse this vast new resource ?"
p

Hammer away at obsolescent stereotypes of the volunteer as "drudge' or
"do-gooder.'" Emphasize modern concepts of the volunteer in amplification of
services, humanization, diversification, and community education. Stress div-
ersification options~-~if you dislike one type of volunteer you might still like any
one of 999 other kinds of volunteer jobs.

In relation to the above, have staff analyze their own jobs, They can he
asked to list a) the day-to-day activities in their job now, noting the activities
they'd rather not be bothered with, which therefore volunteers might tage over,
and b) the thirgs they are not doing now for want of time, and would like to do.
Could volunteers help here? Relate both above to present and possible future
jobs in your volunteer program.

Be sure staff knows that volunteers really can impact positively on offenders
in well-run programs; also research data on volunteer attitudes to professionals,
professionals' attitudes toward volunteers, volunteer turnover statistics, etc.

Make the point that well-run programs require more staff, not less. Dis-
cuss alternative supervisory models, and especially, communication channels
between staff, coordinator, and volunteers of probationers. Be surc stafl knows
these latter specifically for your program: precisely how and where to commend,
complain, or suggest.

Stress that the quality of volunteer programs closely reflects staff attitude
az] leadership. Overview the latter, as a professional skill, e,g., recruiting,
screening, training, supervising of volunteer. Give particular attention to an
analysis of various levels of volunteer motivation and incentive,

Have staff role play, in critical staff-volunteer interaction situations {(which
you may have already set up for volunteer training). Of course, playing the vol-
unteer role will be good sensitizing for staff, but have them play the statf side,
too.

Role Play and Discussion Sessions for Staff, about 15 minutes each with
more time after each for discussion.
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A. Situation - Probation Officers and Supervisors weekly meeting.
To demonsgtrate:
1. Selecting appropriate case for volunteer, and
2. The vole of a supervisor in a case where Volunteer and Probation
Officer have difficulty.

B, Situation ~ Introduction of volunteer by staff to the case, the kid/family,
Probation Officer and Volunteer going over case.
Introduction to kid/family.
To demonstirate:
1. The minimum basic information a Volunteer needs to start on case.
The Probation Officerfs plan and role and the Volunteer role, and
2. The introduction should be realistic.

C. Situation -~ Transfer of a case from Professional Staff only to Probation
with a Volunteer on it,
To demonsgtrate: :
Methods of handling ~ Possibilities. Ruffled fur.

Have staff a) attend volunteer pre-service orientation (if possible, not
identifying themselves as staff), b) attend volunteer in-~service orientation, or
any similar meeting, c) sit in as non-participant observers when the volunteer
coordinator interviews volunteers for screening, supervising, etc., d) sit with
audience during a volunteer-recruiting speech, e) if possible timewise, actually
fill a volunfeer role with one probationer, (staff identified as volunteer), f)
possibly, apply for a job as a volunteer at another agency or at the Volunteer Bur-
eau (by previous arrangement; they agree you'll send them a few 'volunteers'' a
yvear, but they won't know when they'll come).

Training aids: The Center is hoping to work up a filmstrip for training staff
for volunteers. Meanwhile, some volunteer fraining aids may be adaptable for
staff training--tapes, slide shows, films. Indeed, the film "A Second Chance' is
being used for this purpose in at least one state, This film and other volunteer
training aids are described references in Section IV of this book, Do not enter the
staff training situation unless you're prepared to seriously consider staff sugges-
tions for improving the program. These suggestions will almost surely come out.

Staff orientation to volunteers is desirable and necessary. However, it does
represent more investment in the volunteer program. Who can do the job for you,
and where is the help for it? The Director of Voluntesr Services must certainly
be centrally involved, Staff already experienced in work with volunteers, in your
agency or another, must be utilized. Your staff will be particularly receptive to
a staff person at their level in another criminal justice agency who has had posi-
tive experiences working with volunteers. .

Cutside agencies often have the expertise to assist you in staff orientation
to volunteers, notably your local volunteer bureau, Voluntary Action Center, or
Red Cross.

Lach of these agencies currently has outreach programs, designed to get
them involved in agencies outside their traditional area of concern--which would
include criminal justice volunteer programs. All of them have long experience

- (1 ~

working with staff orientation to volunteers (the American Red Cr
has several teams touring regions of the country doing just this)
is enough in common to volunteer programs in whatever
setting so that their assistance could be helpful to you,
Development of improved strategies and guidelines for staff orient
volunteers has been identified by the National Information Center on Volunteers in
Courts as one of the top two or three priorities today in criminal justice volunteer—

ism. A first special publication in this area is plamned for
autumn, 1972,

oss, for example,
. Moreover, there
service area or agency

ation to

release in summer or




RECRUITING, SCREENING, TRAINING VOLUNTEERS

Recruiting, screening, and training of volunteers should not be considered
separately, They are part and parcel of the same process: putting the right vol-
unteer, properly prepared, in the right job,

For example, focussed recruiting, which goes after the kinds of volunteers
you want, is also pre-screening, for it selects out volunteers you don't want. Good
training is also a screening device, ideally offering a realistic picture of what the
volunteer job will be like, and allowing honorable exits to volunteers who discover
that it's not for them. During your volunteer screening process, the volunteer also
begins to learn about the job and the agency. That is training, So is a good re-
cruiting talk, realistically describing what volunteers do in your agency., Finally,
training will become a major recruiting attraction as it becomes known in the
community that you provide growth and learning opportunities for vour volunteers,

Recruiting

There are three areas in volunteer recruiting which can be improved upon.

I'irst, we need more involvement of poor people and indigenous people, in-
cluding minority groups, ex-offenders, offenders themselves, youth and older
people who need expenses defrayed, etc,

Another critical area needing attention is consistent and continuous mass
recruiting for metropolitan areas desiring more-than-symbolic programs.

Thirdly, there is some need to develop special methods of recruiting volun~
teers in rural areas, and in recruiting men volunteers,

For the rest, the middle-class volunteer in middle~sized communities, the
rule has been: There arve plenty of good people out there, If you have an attrac-
tive, meaningful program, the problem may be having more volunteers than you
eon use, However, this may not always remain so, As volunteerism grows,
competition for the good volunteer will increase,

General Strategies of Recruiting

The key is PIC: Focus, Initiative, Challenge.

Focussed Reeruiting, Our national survey indicated that volunteer program
leadership sces the need for more goal-oriented deliberate recruiting as distinct
from the just~-let-it-happen type. In practical terms this means you first decide
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who you want. To do sgstart with the job rather than the person. First of all, have
your volunteer job descriptions ready. Step two: from these job descriptions,
decide what kind of person can best fill the job. Finally, go where that kind of
person is likely to be. Thus, if you decide that you need young black volunteers
who can communicate with your black juveniles, go to a college or a black college,
not the Kiwanis Club,

Initiative. Be the aggressor., Go out and actively seek volunteers in the
locale where they are most likely to be. Don't issue broad and vague appeals for
just anyone. Waiting for walk-ins, and "casting your net wide" will get you,a
relatively large number of people who don't meet your needs, placing a greater
burden on screening and training.

You should not think solely in terms of addressing groups. Contacting in-~
dividuals on a one-to-one basis (either staff or even volunteers could do this) is
perhaps more effective, and also more focussed. Be honest, straightforward,
and sincere,

Challenge, Don't make it sound easy unless you're looking for people who
want an easy job. Come on strong with the challenge of the work, its seriousness,
and significance. The modern velunteer responds positively to challenge; he
doesn't want to be ornamental.

There is an exception to this, however. Sometimes volunteers with the best
potential tend to be modest and even humble people. Watch for these people and
stop short of scaring them off. Give them special reassurance if necessary.

Focus, initiative, challenge--go out after the good people you want. There
may be fewer of them, but a fev' good people can do far more than many mediocre
ones, particularly at the beginning of your volunteer program where, as previously
noted, the rule is "start small" with hand-pickéd people. . ‘

The Lure of the Program

Suppose you know just who you want, What can you offer them as an induce-
ment for volunteering? Remember, the good people will be shopping around for
the agency which offers the highest "volunteer pay" in work satisfaction.

Attracting quality volunteers is a major problem for volunteer program
leadership in the field. Let us examine the lures.

People with a recruiting problem should be sure to dsk the right question.
It is not: "What's wrong with those community people ?", nor: '"What's wrong
with our specialized recruiting techniques and incentives considered in them-
selves ?"' The primary question is: "What's wrong with our program?'

The quality of your volunteer program is the single most important re-
cruiting attraction you have, This includes meaningful, responsible volunteer
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jobs, an accepting and supportive staff, dedicated and effective program leader-
ship, meaningful training for volunteers. If the program has just begun, be
sure there is at least a good promise of these things.

Deep citizen concern ahout crime and corrections puts you ahead of other
service areas,
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Opportunities for personal growth and learning and a change of pace from
routine are also important. This can legitimately extend in some cases to career
entry (e.g, college interns, minority people) or re-entry (e.g. housewives with
growirup children). In the same vein, the opportunity for a personal and meaning--
ful rilationship with another human being, offender and staff. There is where the
cffeetives of your volunteer-offender matching procedures will play an important
role,

_ The chance to make a difference in the way things are. Be sure your poten-

tial reeruits know that well-run volunteer programs do make that difference: re-
dueing recidivism and institutionalization rates, improving offenders' attitudes
towards themselves and others, helping them get and keep jobs, ete. Draw here
on known results when you have them, the results of your own program will be
even more pertinent.

Recruiting Methods

No amount of sophisticated recruiting technique will compensate for a basi-
cally unattractive program. But assuming you have a solid program or at least
some solid program plans, here are some suggested recruiting approaches.

Start with your own friends and friends of staff,

Have them bring in their friends. The veteran volunteer, recruiting new
volunteers among his own acquaintances, is a most effective method of bringing
in good new people. In non-metropolitan programs this word-of-mouth "friend-
ship chain' may bring in as many as two-thirds of your new volunteers.

Word-of-mouth also requires little deliberate effort on your part, although
yvou can facilitate it a bit, e.g. have each volunteer bring one friend to the next
volunteer meeting. A caution in regard to exclusive reliance on the friendship
chain is: beware of too much inbreeding.

Invite prospective volunteers to visit the agency to observe public agency
proceedings or {acilities (i. . the local lock-up) or to sit in on volunteer meet-
ings. Some agencics invite prospective volunteers to take the regular volunteer
pre-service training sessions, with no obligation to join up, If they don't join
up, vou've at least helped educate a wider segment of the community.

Talk before groups in town. Be sure you're ready with recruiting brochures
and other introductory material for those who are interested. Basically, the con-

tent of your talk will concentrate on the five areas described in the previous section:

"The Lure of Your Program.” Good films or slide shows help, too.

Expeeting everyone in the club to volunteer, as a group, can be very danger-
ous, because some of the people will be volunteering for the wrong reasons. Look
instead for individuals within the elub who want to volunteer as individuals., It
may be quite a small percentage.

Utilize press, radio, and T.V, Excepl in the case of mass recruiting for
meiropolitan areas, be sure this is focussed towards the work to be done and the
kind of people you want. Avoid a come-~ane come-all connotation,

Seeondly, be sure that a general publie relations or educational article

about the program doesn't inadvertently imply a recruiting message. If it does,
it's likely to net you more volunteers than you can possibly use, and rnasequent
ill-will from these people.

An example of focussed newspaper recruiting is this "help wanted” ad, do-
nated by a local newspaper:

HELP WANTED

Male or female. 15 to 80 years old. Important work for as
many or as few hours per week as you wish, at $00, 00 per hour, )
supporting the work of 125 other volunteers now working with
juvenile delinquents in Boulder County; secretarial assistant,
clerical, transportation, library assistant, test administration
and scoring, data analysis, babysitting, program coordinator,
lawyer consultant, etc. If interested call 444-1444 and ask for
Mr, Hargadine.

Some programs also run regular newspaper ads of this type, and public
service spots on radio or T, V. Local Voluntcer Bureaus may also do so for a
range of job openings across all volunteer service areas in the community, in-
cluding your own agency.

Special Recruiting Problems

Minority Groups, The Poor

As near as can be estimated at present, 40-50% of criminal justice agency
clients are minority and/or poor people, but only 3-4% of volunteers are drawn
from these same kind of people. The following are suggestions for increasing
this involvement.

Expense-subsistence money must be routinely, completely, and prompily,
proterred, with dignity., Minority and low-income people may be willing to work
for you free, but they can't afford to lose money doing so. Moreover, maybe the
money should be offered a bit ahead of time. Viz. the ghetto lady who wants to
:ome to your volunteer meeting but simply can't afford the $. 90 for a bus cross-
own,

- And why should she have to take & bus crosstown, anyhow ? Try setting up
your volunteer office and headquarters as a natural part of the neighborhood.
Keep the administrative head in the imposing, threatening, and remote court-
house, if you wish, but, for attracting ghetto volunteers, put the day-to-day
operation in a "storefront" right in the neighborhood where the minority volun-
teer feels most comfortable, Volunteer Opportunities, Inc., 501 Fast 161st
Street, Bronx, New York, is trying this. . '
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Where possible, try to get a paid professional or sub-professional of simi-
lar racial or cultural background to lead volunteers of the same background. As
a closely related point, deal with minority group people in their own language--
don't force them to adopt yours. Thus, Los Angeles' VISTO's recruiting bro-
chure, targeted for Spanish-Americans, is written in Spanish.

With a predominance of middle class volunteers, we have tended to adopt a
middle~class work model for our volunteers. By this is meant such things as
filling regular volunteer reports, appearing for formal pre-service volunteer
orientation sessions, and, in some instances, showing up at a certain time for a
work assignment., However, these things are frequently outside the current work
ethics for minority and poor people; they may simply be outside their range of
practical capability.

There are ways of adjusting your work structure to deal with this situation,
For example, the "clothes closet" volunteer program at the Washington, D, C,
Juvenile Court, asks four or five low-income black volunteers to be present for
a morning's service. Thus, if a crises prevents attendance or on-time attendance
of one or two of the volunteers the others are still likely to be able to attend.

Lven irrespective of the formality problem, minority people seem interested
in volunteering as groups rather than individuals, and accordingly more job de-
signs of this type must be considered.

Informal personal approaches are particularly effective in recruiting min-
ority volunteers. Tor example, several agencies have found that the best way
to secure potential minority recruit ‘s to ask the offender or his family who they
know personally that might help hia, then look at that person as a potential vol-
unteer. The person thus named might be highly unlikely to volunteer in any for-
mal way to serve the court or institution, but he is far more likely to help as a
personal favor to serve his friend or acquaintance.

When less privileged people come to you (as a group, particularly), they
may have their own maure '"militant' ideas about what needs to be contributed to
the court or institution to improve programs for offenders. For example, the
Chicano college group who may want to motivate your Chicano juveniles with
pride in their cultural heritage (while your programs may be more to adapt them
comfortably to the culture as it is). Ask yourself: are you at least prepared to
negotiate here? Some groups or individuals may be so distant from the agency in
outlook that no amount of negotiation will eventuate in their working {wtally within
the agency structure.

But that is no reason to lose contact with them altogether, failing to seek
at least some areas where mutual interests do coincide.

We forward an excellent suggestion in this regard, made by Mr. Fred Per-
sily, Community Services Consultant for the Parole and Community Services
Division of the State of California (3745 South Grand, Los Angeles, 90007). Mv,
Persily suggests that while we are probably not going to supervise the work of
some minority group people, ex-offenders, etc., in the sense of their being undexr
direct agency control, we at least ought to train certain cotrt or corrections
specialists in how to understand these groups, communic:ie with them, seeking
to avoid unnecessary conflict, while accentuating areas of common objective. This
kind of ambassador to minority volunteers would indeed have to be as specially
selected and trained for this position as any traditional direct supervisor of

and/or hy observing volunteers during training,
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volunteers. We, indeed, have recently learned o. . simila- position in the
Winnipeg, Manitoba Court system. An indigenous paid person serves ther'e as
"court communicator, " between the court und the Indigenous people who comprise
a large proportion of the court's clientele. Ore of che court communicalor's t"lSLk;Q
is to seek out indigenous people in the community, and involve them in Volunm;? ’ ‘
action helping indigenous offenders, !
Some minority leaders have indicated that even though the nature of the vol-
unteer work itself would permit them to function within the agamcv'v struc*ﬁm | they
would therehy lose credibility with their own peonle, S ’ -
' In such cases, a referral model, agency-monitorad remains possible. That
is, the agency refers the minority offender to the voluntary minority group which
then works with him towards general objectives which the agency has determined
The agency also monitors the minority group in chat regard. ‘ '
The need for negotiation cannot be overemphasized. Indeed, the above stra-
tegies for involving minority people, the poor, and ex-offenders, ’have been ShOV\:ﬁ
to work. These methods can work; the only question is whether the agency is pre-
pared to accept the inconvenience, the change, and the challenge which t'nc;v surely
entail. It is the authors' belief ihat these inconvenicnees are worth the po.ttential ‘
dividend. The unigue closencss of the minority and ex-offender volunteer to the
offender, notably his unique experience and understanding of crime-causing condi-
tions, an?l his special ability to relate to the offender and exert peer pressure,
While minority involvemens: strategies are reasonably well-developed today
they certainly require further thought and development in the years ahead. For ,
exampl‘e, their concentration today is on recruiting minority ﬁeople. Wha;t about
‘.scrfeenmg and training thema? All we can say at present, afg a very general level
13‘ that focussed recruiting of minority volunteers, and :he negotiz;tigll process ’
with nlir}ority groups, will tend to supplant more formal screening methods more
appropriate to middle-class volunteers. Mincrity volunicer training muy simil-
arly be more informal than current methods. *

R s L. . tp8
Jetrapoliten Program Recruiting

. In this situation, you'll normally waat a higher proportion of minority and
inc 1genous volunteers, Mass recruiting has to be employed here, sacrificing
ocus to volume. After recruiting, screening can still be handled by interview,

' Mass recruiting can be handled by talks before groups, posters around town
newsl?aper appeals, and spets on radio and TV (as public service time), incor- ,
porating good audio-visual recruiting aids. Some volunteer programs ;se the
dona?ed services of an advertising firm to make their promotions as effectlive as
possible, L

. For specimens of posters, and spots which have proven effective in metro-
politan recruiting, contact the following:

1.  There are two fine posters from Partners of Denver: "Un-
wanted" (a boy), and one about a girl who stole many cars., (326 W,
12th Avenue, Denver, Colo. 80204).




2. The Office of Volunteer Programs, Washington State Office of
Lronomie Opportunity, Hotel Olympian, Olympia, Washington 98504,
has available, at the small cost of 18¢ each, twelve kinds of 18 x 12
colorod pesters, The posters are open-ended so that they can be
adapted to vour program simply by putting the name, address, and
phone number of your ageney at the bottom. We mention here only
toe vt wiich might be miost relevant to probation, parole, preven-
vion o detention,

() A thirteen-year-old girl's portrait. 'Unwanted. Take
someons off the unwanted list, " (b) A sketch of a youngster
lishing from 2 dock. "All some kids want is someone to go
fishing with them," (¢) A sketch of a young man behind bars.
"lIt's lonesome here, Where are you?'" (d) A senior citizen
standing on the sidewalk at the head of a block, 'Life doesn't
have to be a lonely road, "

3. Large city agencies which have successfully recruited 1arﬁe
numbers of volunteers are:

VISTO, Box 4002, Terminal Annex, Los Angeles, Calif, 90054,

Ceok County Juvenile Court, 1425 So. Racine Ave., Chicago,
NMlinois 60608,

Denver County Juvenile Court, City & County Building, Denver,
Colorado 30202,

Friends of the Juvenile Court, 410 E Street N, W,, Washington,
N, ¢, 20001,

Tt iy o goad idea to organize a volunteer program arcund neighborhoods,
with Tield offices and a coordinator in each neighborhood. The program should
then have an easier time receruiting. Partners of Alaska and Partnefs of Denver
have their offices in neighborhood homes rather than the courthouse. It's a better
iden tor people. especially minority and low-incame people, to feel at ease in
their own neighborhood rather than ill-at-ease and insecure in the county court-
house, You will then appear not to be so much a part of, and associated with, the
power structure which for years has only meant trouble for these people.

Given the size neighborhood structure of metropolitan areas, it may well be
that midile~class volunteers, too, may in some circumstances prefer to work out

of their own neighborhood, Today, there appear to be more and more middle-class

offenders for them to work with in their own neighbcrhood.

Rural! Recruiting

Most of our volunteer recxuiting problems tend £ come at the extremes of
e ipulation--metropolitan and rural--theugh they are quite different kinds of prob-

lums.
{l

Some general principles of rural programming:

Less Formal. Few or none of forms and formal meetings.

Personal direct kmowledge of potential people and their posi-
tion in the community. You have to be a very good practieal soc-
iologist or anthropologist.

Personal intensive knowledge of each rural community.

Even more than elsewhere, let them do it their way.

Particular emphasis on the development of volunteer leader~
ship for other volunteers, in each locality.

Capitalize on pre-existing local efforts; build on them.

Men

Women have done wonderful work as volunteers in corrections, probation
and parole. We don't want fewer of them; but we do need more men., Correc-
tional clients are perhaps 10-to-1 men; the tradition of volunteerism in this coun-
try has been approximately 10-to-1 the other way. While women often can and do
work with male offenders, in many cases a male volunteer would be more desir-
able, if not a necessity.

Some suggestions for getting your man:

Be sure your recruiting approach stresses the ch'lllenge of working with a
male offender.

Key in on your women volunteers, suggesting they talk it over with their
husbands or men friends. Often the husband naturally becomes interested in his
wife's correctional volunteer work; perhaps they'll end up working as a team.

Your present men volunteers should be especially urged to use the word-of-
mouth "friendship chain, " in recruiting their male acquaintances. Men staff
members should be encouraged to do the same. .

Concentrate recruiting on men's service clubs, men's church groups, and
even men's athletic and hobby groups., (Get the latter interested by utilizing the
fact that their clubs! interest may be of interest to offenders.) Unions are a real
possibility, too.

Prospects are generally quite good with the following kinds of groups (though
every locality differs): (a) Among service groups, the Jaycees; (b) A nearby
military base; (c) College men; (d) Retired or semi-retired gentlemen.

It won't come all-at once, but by plugging away, vou should be able to get
the men vou need.
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Screening Volunteers

There are two ways you can look at screening of volunteers.

The old way is that whatever nice people offer you in the way of service,
you have {0 accept, and smile as if you like it, Your main responsibility is to the
volunteer.

Modern volunteerism emphasizes, instead, responsibility to the client and
to the agency. It is probably for this reason that the Survey Results (Section I)
state thud screening was the highest priority area needing improvement. For, if
pioviding the best possible service for the agency and clients is your basic objec-
tive, then it doesn't matter whether the person providing those services is paid or
unpaid, part-iime or full-time, In all cases, you will want the best people possi-
ble for the tasks at hand,

Therefore vou should screen volunteers just as carefully as paid people, and
you should be not at all embarrassed about it,

Moreover, the methods of volunteer selection parallel the methods of paid
staff selection, with these three main exceptions:

First, many good-prospect volunteers will respond positively to hard
screening, It means to them that this is an important job and that the agency is
taking them seviously. However, a certain type of good prospect tends to be hum-~
ble, modest, too easily discouraged at first, Be sensitive enough to spot this per-
son and encourage him,

Hecondly, volunteers typically detest paperwork or bureaucracy even if they
acenpt it in thewr noo~volunteer life, and they may balk at too much bureaucracy
in the sereening process, Similarly, some will not tolerate much in the way of
written attitude anG personality testing, 8

Finally, in most paid work, the applicant must fit the job. -However, be-
cause a lot of money isn't needed to create a new volunteer position, you have an
added option here. If the person doesn't fit the job, you can sometimes create a
job to fit the person, With the crucial proviso that this new job, too, is respon-
sive to c¢lient and agency needs. Job creation calls for extra sensitivity and
flexibility on the part of the volunteer screener. You're not just seeing if people
can all pass through the seme standard door; you may find yourself creating new

doors to the shape of good, talented people,

e ki

5 . .
An cxeeption seems fu be testing for the stated purpose of matching the

S

volunieer onee accepted to the offender, rather than screening him in or out.

ery
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Who Does the Sereening ?

1 ir Servi
After (’f‘l;e }If;x::tso; qf Volunteer Services should have a major role in screening
1 all, 2 18 your specialist in volunteer Y in i .
. all y rs, expert in identifying char-
.;ctem?ftlcs of the p'otentlally successful vs. unsuccessful volunteer Ve
] : at all possible, at least one other staff member should be involved in
IS ?ixzeemng e.ach volunteer, Tis will probably be the staff member the volunteer
will wgrk directly for, if other then the Dirventor of Volunteer Services
Screenicr)lme agencies also rely on the judgmeni of successful veteran volunteers in
: ing new ones, A few agencies combine these three ingredients into a
qgﬁzfﬁigaﬁﬁmmez perhaps including also a professional person skilled in per-
I3 av ion, 50, involving clients as part ] i
‘ of a screening panel i
used in Spokane, Washington, B panelis & method
e abz{‘;):ihic;cerl\?tedr(s)fare allso Screeners, and this will probably include some of
t Inas of people, The reason is that 1 i
: . at focussed, selective, reerui
. ' . 3G . cruitin
1‘s real?y pre-screening. Your recruiters should therefors be oriented éo your ¢
screening standards. )
becau;o;zrltr?mef'of 'vc?lunteers has an important role in volunteer Screening
: e Vo ur} eer training can also be a realistic screening device. The next
tion will detail this, . e
SO s ~, . . )
ot b5 vx;xetlmei1 there may be sources of pre-screening even before the volunteer
gots & od uf S}llc as: (a) A local Volunteer Bureau, Voluntary Action Center Red
M sl 2] Y. ] 3 343 3 . ’ »
oross 1’ Cslum ar organization; (b) A Citizen group (service club, church group)
; 3 ,so 0 some pre-selection from among its own membership: (¢) College
aculty can pre-screen an inftern group for you '
Obviously, the vol :
s unteer program agency should have i
. A ave the right @
people selected for it by another group. A foveto such

What to Look for in g Volunteer

The voluntee.:r work force in this country is a minimum of twenty million
gf;{l){lee. Sontle es‘amate' it as high as sixty million.” If volunteers ever went on
o i;mrf:;ib;f our major human serYice institutions would fold within ~ few weeks
mu(;h ne i."lfuitis,:;ee:ratlua\j;:f the po‘tentxial of thte prospective volunteer is still very
lodss. £ 3 very little in the way of systemati_c, objective know-

This is another reason why your Dj :
high-level abilities, and sensiti\?’esgudgm;iic;: ragfirzzlsxﬁze;:f§GWices st have
beginn]isx‘:; 1‘;; :tmom?t. of1 inttfitive judgment is effective unless you‘ré clear from the
i s hyou re looking for. Have your volunteer job description firmly in
diver’s ifieg 1avte a clear standard against which to compare applicants, In a
sotmine WKO gn eez;' program, you will have multiple job standards, and the
matelins ot 0 1oesn t measure up to one may measure up to another. Indeed, -.
oy o o volunteers to o.ffenders, discussed in the next chapter, not only
offendine elaf v}fl!{nteer against the general job; it soreens him against a range of
O . e 1s screened out as incompatible with one offender or group of

enders, he may be screened in as compatible with another,
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In other words, volunteer joh-worthiness is relative to the job(s) you have
available, and the offenders with whom you work. Be clear about what these are.

Background Characteristics

The Volunteer Registration Form reproduced in Appendix T is a pretty
standard one, indicating the kinds of things you'll want to know about the appli-
cant,

Notice how similar this is tc¢, an application for paid work. Of course,
you'll be emphasizing somewhat different things in your application analysis, e.g.
previous volunteer work, free time in addition to paid or other mainline occupa-
tions (e.g. housewife), etc.

You may also be looking at the applicant's family more closely than you

would in the case of paid work., Thus, if a woman comes to you seeking paid
work, you can ordinarily assume her husband approves, as a contribution to the
family budget. But unless he thoroughly understands and accepts beforehand the
volunteer commitment she is undertaking, a husband may come to resent the
unpaid time taken away from him and the family, by his wife's volunteer work.
So check directly with the husbsnd, or develop in the screening interview that the
woman applicant has done so. The same is true for the wife, if a man applicant,
and even the children, if the volunteer work will tend to involve the entire family,
e. g. volunteer foster parents.

The Volunteer Application Form as a Basis for Further Checking

Mote that the above does not simply involve reading the volunteer registra-
tion form. It involves moving outwards from it, when you deem it appropriate to
do so, e.g. checking out character references, or a call to any previous local
volunteer program for whom the volunteer has worked. Many programs incor-
porate a routine police check in their screening process, advising the applicant
beforehand that this will be done,

While checking out the application, a major pitfall may arise, and should
be avoided at all cost. Don't make any immediate judgments when confronted
with an applicant with a "troubled" past, e.g. psychiatric problem or incarcera-
tion, The important poiat is to attempt thoroughly to understand where the
applicant is now,

' Increasingly, correctional agencies are asking additional written material
of the prospective volunteer: attitude tests, personality tests, even bcok reports
on assigned reading in the correctional area. You may suit yourself on this, but

remember there is a definite limit to the form-~filling-out a prospective volunteer '

will toletrate. Thus, we sometimes find that court volunteer foster parents of
good quality have applied previously to another agency for the same role, and
been turned off by the excessive paperwork required,.

Special Skills

In many volunteer positions you are looking
as well as a good person, The rule here is
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fox special skills or attri buteg
to_evaluate these relative to the job,

Just as you would for paid work,

S E p = < l !

seeks to serve as a volunteer in

optometrist, dentist, M, D, ,
judged as competent in his fi

not up to you to judge him further on that scor
volunteer screening may be short-circuited,

On the other hand, if g

his pr.ofes‘sional capacity., Thus, an estublished

or psychiatric social worker, has .uready been
eld, by his professional school and his peers, It is
. Inthese cases, all regular'

professional wistes 10 serve in a capacity outside

his profession, he ordinarily goes through regular sc reening for it,

Personality and Attitude Characteristics

Generally, your judgment of the person should be keyed to these kinds of

personality characteristics:

Maturity
Stability
Self-directed in his
Perceptive, not rig

Accurate empathy.

motivation for the work,
id. Especially, not rigidly judgmental,

Ability to place oneself in otherts shoes, as

distinct from sheer sentimentality,

Not primarily working out his own problems in his relations

with others,

Willing to learn. D
solutiong to crime and d

oesn't have "the word" already on a1l the
elinquency,

. AYl .ac-twlst, a participator, a "doer' rather than n criticizer
4 1 N ‘
f01 eriticism's sake. The Lest people are normally recruited
rom busy ranks, not idle ranks,

q For dirgct—-contact work with offenders, a strong self~identity,
omeone unlikely to become a tool who'll do anything to win the ‘

offender's friendship,

Our survey results revealed that better volunteer screening is of paramount

. . N A . a d ] th
R . 1 ana done ere 15

Thus, in many personality and attitude characteristics, volunteers can vary

widely and still do good work,
four distinet kinds of basic atti
volunteer is compatible with th

——L;

For instance, "the chapter on matching describes
tudes,. each of which may be quite suitable when the
¢ particular job or offender he's assigne to.
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fecoadly, we must all beware of venting snobberies or prejudice by uncon- ~-As a general rule, some screening can occur within your volunteer joh
scious sereening on class characteristics nol directly related to the individual's N system. Thus, if you're uncertain as to the volunteeMtability at any given
job potential, for example race, educational level, membership in a formal reli- ' level you can: S
gious denomination, non-membership in a formal religious denomination, and Use the short-term probationary trial period, as described above, You
offender or ex-offender stefus. Tn all such cases, weigh the worth of the indivi- may a‘lso be able to °b§erV(? a prospective volunteer in an occasional-service
dual, pro or con, rather than the stereotype of the class. ‘ . ;?fazlty Ef fotre acheptmg him for more demanding regular service. Finally, you
Two other situations which should be alertly identificd as reducing the veed v tioe E;o ? 0 watch t.he VC.)lun.teer's performance in a less demanding. volunteer
[or screening ave first, as noled previously, 2n cziablished nrofeesional seek- pgil?)atilclnn if‘;ireeaccepftmg him in a more demand.ing one, e.g. observe volunteer
ing to serve in his professional capacity. Secondly, for a long-time personal _ fay eroup dis:usrsffxfl?;?ea:ce as part of screening for volunteer foster parent or
friend of staff, the regulal screening process can be short-circuited. If you Again the general rin inle i - ) '
haven't learned enough abow. the person from personal acquaintanceship, the ) imilar. iob Ha- brinciple n all of this 1s to use a sampling of actual, or
X ’ . X o . . . similar, job performances as a basis for evaluating the volunteer's suitability for
formal gcreening process will probably teach you little more. ) ‘ a more demanding or continuous version of the work y for
Methods and Approaches to Screcning : Guidelines for the Tﬁrn-—Down
All the above can be drawn together in texms of main screening methods Veolunteer selection and séreening‘ is a sensitive, time-consuming process
used, ‘ - If you're going to end up accepting all comers, there's no point taking the trouble
An analysis of the volunieer registration Jorm, ard perhaps other forms to screen in the first place. In other words, careful volunteer selection implies
filled out by the volunteers, will give an indication. This includes further check- turning down some people, including nice, well-meaning people. This is likely to
ing out of appropriate items on the registration form, as discussed previously, be unpleasant, but it is necessary, for the welfare of the client and the agency.
e.g. contacting character references and previous volunteer employers. , The alternative is to get, and deserve, a reputation for accepting slipshod service
Further information will be supplied by an interview, nreferably two: one ' ' for your offenders and your agency. No quality volunteer program can survive
Ly the Director of Volunteer Services and one by staff member directly concerned such a reputation, o ) :
with the program and/or for whom the volunteer will work, The idea is to dev- in-de I:; rerci)re somde gu1de.1?nes for the turn down, presented as a kind of defense
:lop further and if necessary validate in dirvect confrontaion, items ag the volun- have fo t‘urn l;::nsle &ecmltlgg tw 11_1: lessep. the number of peop l.e you will potentially
{eer registration form, plus the skills and personality characteristics described ing the availabiliti; of aang eli)’?i?n pléorhto final acceptance, avoid expligitly promis-
above, many of which may not bo visible from the Volunteer Regisiration Form. of a turn-down. Provi dcle) t;le n'la‘Xi“‘lllllcln 2 prgm}si 011113’ sharpens the dis aﬁpointment
Realistic job previcws or work-sammnles can »e very helpful. The general exits" prior to the final decision ) In Othlel;n wilr ; W‘l.at hiive been‘callerd honqrable
idea here is to cbserve the volunteer on~-the-job, as much az possible, before number of opportunities for scre.ening himself oust’ bgelf‘;i; y vofuntegr the. ,n,mxm?um
comnilting yourself finally to retaining him for long-terr full work, - TFor example: S tore you have to do it for him.
This strategyv has been previously implied hut not reaily described, so we ,
will devote more explicit attention to it here. ' After the first recruiting speech, he must take the initiative in
~Do not aceept volunteers until they have corpleted a pre-assignment orien- coming to your office.
tation designed to give them a realistic foretaste of what is in store for them, Ob- Give him the registration form to fill out, perhaps after an ini-
serve the prospective volunteer in role-playing of typical velunteer problem situ- o tial interview, and let him take the initiative in filling it out and re-
ations and small groun discussions. ‘ o - furning it,
~-For some jobs, a trial or short-term probationary period on the job, or in Don't sign him on before the end of the pre-assignment training
a less demanding version of the joh, may be possible and desirable. This may be : period. This allows him te find it inconvenient to appear for any or
true of some administrative jobs; it is not ordinarily true of a 1-to-1 offender all of the sessions and thus screen himself out, ’
assignment where vou want to ensure consistency over a long period. Probably : You might consider other pre-acceptance "test duties" such as
the offender has already had too many in~and~out "trial" relationships with adults. writing a book report on a relevant buok,
However, one possibility here is lay group counseling or similar group work, Explicit and substantial commitment. Will the volunteer sign a
to assign the prospective volunteer for a trial pericd as secondary assistant to solemn work pledge, etc. He can decide not to.
the established volunteer who leads the group. Your own foot-dragging on the application process is a further
~Veteran volunteers from ancther correctional agency who've moved to opportunity for an honorable exit for the volunteer, Some agencies,
vour town have had a realistic ’ob preview elsewhere,
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when a volunteer calls to make a screening appointment, deliber-
ately don't call him back right away to see if he'll call them again.

The other side of the coin in all this, especially the last one, is the danger
of discouraging good people, "In~depth defense" shouldn't be laid on too thick.

If you have a diversified program, you can offer a volunteer who's unsuit-
able for one job, another less demanding job you feel he can handle., Then if he
refuses, he's turning you down, not vice versa. Creating another less demanding
job for the person also eases the turn-down situation,

Along the same line, many Directors of Volunteer Services keep on tap a
list of other voluntieer openings in the community, or keep close contact with the
local Volunteer Bureau in that regard. Then, if the applicant doesn't qualify for
any position vou may nave, you can at least refer him to other positions for which
he might qualify, This says to him that though you can't use him, you do feel he
has something to offer, and are interested in him getting the chance to make this
contribution,

A few agencies avoid the moment of truth, simply by ceasing to act on the
volunteer's application. Thus, they never get around to assigning a job or an
offender to the applicant, hoping he'll get the point that way without direct con-
frontation. This procedure raises the essentially ethical question--does the vol-
unteer deserve to be told the truth directly, or is it sometimes kinder to do it
indirectly? The direct method is usually the best.

When all vour in-depth defenses have been breached, there will be times
when you'll have to say to a person honestly--sorry, thanks for applying, but we
can't use you. It is compassionate to take the time to explain why, if the applicant
wuants to know, Certainly the turn-down duty should be handled by a very sensitive
but firm person, with some counseling skills if possible. Given this, it can actualiy
be a positive insightful experience for the volunteer.

This is never easy, but it may become somewhat easier as your program
builds a reputation for insisting on the right person for the right volunteer job in
vour ageney, due to the primary responsibility of getting the best possible service
for the client and the agency.

Not every person expects to be accepted for a paid position., t'or the same
reason, and as modern councepts of volunteerism take hold, not everyone will expect
to be accepted {H)r the special demands of '"correctional volunteer, "

Orientation and Training of Volunteers

A chapter on training volunteers used to begin with a defense of the need for
such training. That is no longer necessary. Among. other things, the verdict of
usage is in, According to our national survey volunteer {raining of some sort has
actually been installed in about 97% of the programs. Moreover, staff voiced as
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a high priority the need for more trainin
training.
Orientation and training i
. g 1s usually thought 3 i
mation necessary for 1ot ey y ght of as a means of presenting infor-
has an astonishingly broad impact acro

g materials and aids, and better org

ss the spectrum of program managemeant:

v keyed to conveying volunteer job

: philosophy that unpaid ice i
for inferior service. : SITiee IS no excuge

An established quality training program is
lure, Many volunteers have th
motivation,

' Orientation is a prime builder of
mission among volunteers.

Continuing training i i »

o £ 18 a prinie incentive
tinuing their service, - o velunice

v I . ,
oral Ohi-nt?e:r pre-service orientation should be viewed as an inte-
’ t.par o1 the volunteer Screening process. Up to 30-40% of pros

"0 -
pl‘c t1.ve voluntee?cs may screca themselves out during or after g
alstlic pre-service orientation course e
Some i -
Orienthgonagenmes allow some people to sit in on their volunteer
Atlon program, regardless of the likeli
v e likelihood theg i
ever participate activel i oo it
\ ¥ as service volunteers in the i
gives training a public ed i 105 oigmifioam
ucation and a public relati ignifi
1ning a puk elations significance
. 'f‘rannng sc?ts the tone for the velunteer supervision process .
generally, and is actually an initial phase of it

: a powerful recruiting
e desire to learn and grow as a main

esprit de corps and sense of

rs in con~

Volunteer Training: Six Objectives and Components

The 2nefici roduct, i

otz Oietﬁgnge(fg;ai fby-in otducts are important. But from here on let us con

. : volunteer orientation in the 'nary " > bor.
ate pr;parauon to do a better job as g volunteer FoerT senso of delibor-
ke an\élem}/l volunteer must know what his job will be like, what t
he]p’]'_ n what the offender is like, In addition, he may ’

Tesources are, counseling or other j

¥ i ’ ¢ A
monial components, : s " iob related

Note well aj1 this is a matter of attitude ch

he system ig
need to know where the
skills, and some cere-

ange as well as information
1 5 17y ¢

A principal purpose of volunteer
Imation can do much of this, bhut

;?ake ‘As Professor James Jorgensen? says:
almmg is to replace fantasy with reality, "' Info
—
9

Professor Denver Uni i
, versity Graduate ' i ional
Court Volunteer Consultant, and aut‘ior of ki oo ol N

court-correctionnl volunteer.

a book in press on training the

audzed

This is true but incomplete, Training also

et
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there may also have to be some emotional eyc-opening experiences. It doesn't
matter how fine, intelligent, well-balanced, or mature the volunteer ig, Ordi-
narily he doesn't know a great deal about the corrections system o clicnts, and
he's not a mind-reader. He doesn't know what you expect of him as a volunteer
until you tell him, clearly and completely.

Anyone who doubts this should examine some research which tested volun~

ants as to their knowledge prior to training. Half of them didn't know

teer applic
knew the name of the Director of Court Sexr-

the name of the Judge; none of them

vices.
Let us discuss each of the six components of volunteer orientation. 10

(1) What the volunteer job is like.

Work from your volunteer job description: hours, length of service, report-
ing and other required procedures. The volunteer doesn't know what his role is
until you tell him what it is and what it is not. Provide plenty of time for questions
and discussion of presentations, role playing, films, and other training aids. All
of this should be keyed to the volunteer job in relation to clearly specified goals of

the volunteer program.

(2) What the system is like.

This is not a course in law; but a comrnon sense appreciation of the correc-
tional system and the rules under which you and the volunteer will operate. You
should include such things as a lay summary of general state codes; they should
also emphasize local procedures and administrative systems, €.g. probation rules,

security regulations at an institution (very important), and a glossary of common
terms.

(38) What the offender is like.

The ‘average citizen is woefully ignorant of what the offender is like and he
can't opernte successfully on unrealistic stereotypes. Your jou is to puncture
fantasies and replace them with reality. An offender or ex~offender should be
part of your faculty. You should also include slides and tapes telling it like it is.
At least one program is seriously contemplating training volunteers and offenders
together,80 each can learn to work with one anothexr.

Tours and visits to jails, court-proceedings, high delinquency neighborhoods,
" will help. At least one court gives the volunteer the other fellow's viewpoint by
putting him in a jail cell for a little while.
A special problem for volunteers in institutions is understanding not just the

individual offender, but the inmate culture.

,J‘OEvery one of these areas is covered in far more detail in the forthcoming
book, Volunteer Training in Courts & Corrections, by Professor James Jorgensen
and Dr. Ivan Scheier.
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(4)  Vocations and utilizations of helping resources

Examples here are welfare, m
- , mental heal 3 i
ment or vocational rehabilitation agencies Hh Alcohelics Anonymous, employ-
In this re; i '
o susw.;z rsia‘id thehcommumty to be worked in can be either misunderstood
ond misuse ,and i can‘alarbor a wealth of information, and resources, in peopl
o Wi,th ; glenel supp.ort. It is imperative that the volunteer i)e welljli e
o ace a;(;a Il;esc;uxl'lce information in order that he/she éan feel confident
e about their community's potenti i ‘
e anteiton mron . v's potential to aid them in their job
grams provide volunteers witt i isti :
phoss : ‘ with a concise listing o i
dlsh;ﬁ;i ;gifiﬁc;se wh;chtmlght be needed for their offenders Thesg eoir(;o}fﬁﬁil;;ty
volunteer, prefer: ! ’
e oonoios, , preferably by peoplgz who actually work in these re-
Note that it i i :
ing resocnos :ta;tels ?Iot usually enough simply to tell the volunteer where the help~
e e Ou. cz i}us’g also know how to approach these agencies to securep
oetate pe.rson 1):1 wim im to do so only through the intermediary of an appro-
priate bexs yom own agency? I not, what are the best procedures for th
" r 0f use in approaching these agencies directly or e
s a final point here, the volunteer! :
: e, er's knowled f i i
o [ C ! ge of communit
o ntllllrcliulral;atpermdlcally u}ﬂdatecx, perhaps as_often as twice a year bis‘aetf ?:: ilie
y resources situation is frequently complex and rather,ﬂuid i °

(5) Counseling or other job related skills,

The old canard here is: Don't deprive
e i o an : eprive the volunteer of his humanity -
Coiveys szhev?;::f;;)icll?tml 1;rofess19na1. " To the contrary, much recent gtsgazil;
tona Tusiete.  The Vv o cox.lveymg to laymen as helping agents, certain profes—
thts: emothon 1~;g1ated ;S?ir;xiﬁzty MentallHealth movement is but one example of
S di;tillmt i valubls Body ;;ng:;féégerecent development of "lay counseling"
the '"w el $ .
cation tha; Suwg ;tse;i (;;1 tiowl} professu?nal”‘ warning, there is also the unfair impli-
Vet profoomiamel aining would deprive the volunteer of his humanity, he
oles s..on S ger‘lez.‘ally are cold fish, lacking in humanity. e
betug an 1 ;zrintgrgzlr nghcatmn, and. the canard is not true. A good human
i o e o o ad etter human heing when exposed to the benefits, sensiti-
foree dovelapmont 0 Is tc}:]urref:tt.to counseling methodology and community re-
e C.e o e ol?mlon of the Senior Author, this needn't involve you
odology van be n.lade T e(tim basic aspects of counseling and other treatment meth-
Tdees tay Counselinun. qerstandable to laymen and effectively applied by them ‘
iy oot g ;; today an organized body of knowledge which has help;:d
A 1on1 volunjceers do their job better, Some programs also
v oy Yo nteS 1;1 :1 he ‘E)eneflts .of Behavior Modification, basic insights, or
be taght to raont Of o ys1s(:i .Agam, the art of listening can be taught, needs to
e mator Oints: afn is tftught to yolunteers in many programs.
Veyed, oun hetng I;;he 11s that skills and insights, humanely and realistically con-
ahon by the chied volunteer (?loser to the client, This remindsus cf another fo
objection to conveying skills to volunteers: 'You can't teach a persoxx;m




- 80 -

i

to be a friend. " The erroneous assumption here is that the volunteer-offender
friendship occurs naturally and spontaneously as in the world-at-large.

But at least at first, the volunteer is an assigned friend. Typically, the
oftender is not a person he would ordinarily choose or be chosen by as a friend.
Therefore, some skills and insights have a role in helping this assigned friend-

ghip" become cventually a natural one.

(6) Cercmonial components

include a welcome by the agency head or high official and some
training (including sometimes, a swear-

ess upon the volunteer the seriousness
ed goals with his fellow volunteers and

These may
form of graduation ceremony at the end of
ing-in ceremony). The purpose is to impr
of his service, and to build a sense of shar
the agency.

Tollowing the general training which all new volunteers should attend, spe-
cial sessions for specific job training should take place. For example, have your
tutors get together separately of the large group for special skill training. Often

a veteran volunteer in the special job and/or a client of that service can help with

the training. This special training is ongoing throughout the assignment,

Moods and Approaches to Training

Make training relevant, practical, and realistic. Ordinarily volunteérs

don't want theory and abstraction.
Volunteers are by definition participating people. Give them the chance to
express this healthy predilection right from the start, in training. There should

be a minimum of lectures and other one-way transmissions, Instead there should

be lots of small-group discussion, plenty of time and encouragement for questions
d other participative methods. The use

and answers, emphasis on role-playing an
of video tapes and playback is regarded favorably here and coming into increasing

use,

Change the pace and mood.
tired after a full day in their other life--mos
or weekends., Therefore, avoid overlong commitments to any one mode or medium,
Lectures should be no more than 15-20 minutes, or at most 25-30 minutes. Change
pace regularly from such one-way transmissions to the participative mode, and keep
mixing your media: lecture, panel, small groups, role play, films, tapes, slide
shows, the use of video tapes, tours and visitations, etc.

There are a number of quite good volunteer training aids coming out. There

are a number of fairly bad ones, too. Try to review them personally before ac-
ratings of them in directories of

tually using them, or at least read reviews and

volunteer training aids.
In general, however, the poorer ones are over-long, poorly made techni~-

cally, out of date, or concentrate on "selling'' one particular program or approach,
instead of providing the volunteer with a balanced view of pros and cons and rea-

sonable alternatives. Lo

Remember, your volunteers are apt to be a bit
t volunteer training has to be evenings

COURT VOLUNTEER TRAINING OPPORTUNITIES OVER TIME AND

IN GROUPS OR INDIVIDUALLY
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Cousider volunteer orientation as an ongoing process rather than a one-time
pre-service effort. The next section deals in more detail with the opportunities

presented here.

" Ongoing or In-Service Volunteer Training

- We have concentrated on pre-assignment volunteer orientation and the more
formal planned aspects thereof. But this is by 1o means the whole story. The
volunteer orientation manual, and every contact with the volunteer, from the first

recruiting speech, through screening, supervisory contacts, up till the end of vol-

unteer services, should be viewed as opportunities for in-service training,

0

The Volunteer Orientation Manual

The volunteer orientation manual is frequently coordinated with pre~service
volunteer training, in the sense that instructors tend to follow it as a course out-
line which the volunteer has before him in written form, and also as a continuing
reference throughout his volunteer work, In the latter sense, the volunteer orien-
tation manual is a form of self-directed in-service training for the volunteer,

Some general guidelines for preparation of your volunteer orientation man-

ual are as follows:

Cover essentially the same six major components described

previously in this chapter.
The manual should be brief, attractively bound, readable, and

conveniently indexed for ready reference under major topic areas.
It is also useful if it be in loose-leaf binder form for easy updating
and addition of material, plus \ample room for the volunteer to in-

corporate his own notes.
Each volunteer should have his own copy to keep throughout the

term of his service.

Ongoing Training Opportunities and Experiences

Diagram 1 summarizes these,
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,In this diagram it will be seen that formal pre: (sgigamoent taining is onl:
one of the nine points in time at which learning cor be cmrlt\‘r’evad ’ro*he xf‘ “bt?‘} $
Thé ?ther eight tend to be more informal than pre-assignment *réix;in y b?? o
less important for that reason, In fact, they mavbe mzre i;‘h bortrm{g’ 11 1 no
and volunteer programs are begirning to wofigh tfiem ‘i;\orel 116'%2«1\5‘  oeneervely,

His};orzi?aJL}.y, court-correetional *»"p}.um;eei p:roérﬁms uwowc’ as fenze ¢
or three evenings of pre-assipnment 'nﬁentation, and pre-—assiwiﬁ;c;n; t::'u :‘N °
cqursesuof 9, 12, or cven 18 waeks were not uncomuion, ~‘1‘€)d::v ! tiﬂlev fw:)r!-n?v .
Pre—-ass.ngnment training is more like ten hours totul with far r(xio,ro m*; gq;{:c
in-service training and ongoing orientation after the volunteer hags be I:n o lfn
There are good reasons for this. Prior to Es;?gnllmexlf; "tl;.‘ere is iittleg;elx‘ggrin. g

giving “he volunteer all the answers if ke isn't sure what the questions are, On<e

he has some x.vork e)'fpfarience, he has events on which to hang his learning

. In-service training also has an important morale factor: the Volunte.ers er
con..muous strength and knowledge from each other and from staff, parceled N aW
continuously over the long hard pull of service, Small-group in—-s,exl'vic; mee(;}b »
are aliotan.excc?llent ol?portunity for group supervision of volunteers, by stafffngs
ol o gl?lgalsﬁrg,eglffegzodfl would go something like this: Form volunteers in
learn from one anot’hei' lean l;;ggizrgcf’g?;: aIIInOtI'lglt?) t01diSCHSS oy o ges

: : ther, lean . . + Institutional groups may find it con-
ve‘me?.t to meet at the institution after an visit or gro ject s, S i
St.:ztutlonal volunteers meet briefly both jgst before éa,md1 l?uls): ?f(zg; t’clllieexl‘lL aseblm‘)[le 111:
s-on, to plan and prepare, afterwards to debrief and discuss, e ses
ot 11’\3/2&%1;; elxesctalflfepers;)}? can be there onf:e ip a while to ficld questions (but
o : ). | e group may. decide it wants to talk to somebody special

A.,. community next time--say a policeman, a teacher, a job expert, a parole

;)ff}cer, & correctional administrator, If 80, you can help r;)und up tlle’xt‘pé;‘son
e?:ntf:sntt 1%1::;;1; ; ngl»f the. group can go to a significant movie or lecture and
o oncé v ca oare .t alt{ ma‘mly, tpey t.alk about their offenders with each other,
- > in ay actu y]n:mg their clients along, If possible, volunieers doing

same JO}:') and living relatively close to each other should be iu the same group,

Your Volunteer Traine rs

Thag 1. Y?uli Dire.cto?: of Volunteer Services must be a shilled volunteer trainer
szone of his main functions; he has to pull it ull togeiher o
- The head of the agenc a hig ici §
. ¥, or a high official, at leas : se 1 g
ceromontal o O s o , east for those important
3. Regular agency staff, for hey
. A , what they know about the svstern : '
them directly involved in the program, ‘ o koep
4. Veteran volunteers,
3, Offenders and ex~offenders,
oo f(;u Correctional and social science experts from the community, ¢, g, the
0 voltmteegei.;h 1.’ast experience here demonstrated that they are frequently willing
¢ er their services as trai 3 avoi : i
ampronm as trainers, Justbe sure they avoid the theoretical

e

e

BE SN




- 84 -

7. TRepresentatives of community resource agencies your offender might
have need of or be involved with, e.g. mental health, welfare, schools, employ-
ment and vocational rehabilitative services. This not only conveys useful infor-
mation: it gives these other agencies a direct involvement in your program, and
.makes it more likely they will respect your volunteers and the program as a

© whole. s
8. Trainers from local industry, as a public gervice.

Concluding Remarks

This section has given broad guidelines, rather than detail, for two reasons

Tirst of all, your volunteer orientation program should copy no one. It
should be as unique as your program, adaptated to local agency conditions and
objectives. This orientation will grow, -once you have the general working prin-
ciples, out of your program goals, your volunteer job descriptions, the overall
agency objectives with which any volunteer program must be closely reconciled.

Whatever detail you may need in planning or re-organizing your training
program is readily available in up~to-date form, as described in Resource Sec-

tion IV, under the training heading.
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MATCHING AND JOB PLACEMENT

Matching should be considered a natural exténsi
: d b exténsion of the screening process
Our n:atmnal survey indicates that of those areas needing improvement gsl?l"oc‘:b‘Sb"
was given the highest priority. ; SOROCRRE
el Howeviart, 1ti%<e orientation of staff, matching and-job placeme'nt‘have 01;1\’
ately come into their own as crucial features of g :
e e, s of the volunteer program manage-
o ’.(;‘he 1og.ic of effectiv? matching is as follows: while volunteers should be
tlll.eunet al;;l glve.n.some skills, t.heir primary contribution to corrections lies with
th:rnefl ural qualities and pre-existing skills they previously possesS‘. We must
tiblee ‘;ii}e;, hfi;:ynifs; pI:lce t:letvolunteer in a job situation which is maximally coml;a—
ural qualities and pre-existing skills. Poor 'ching wi :
the volunteer unhappy as well as ineffecti . e ot o &
ective, and : ich of
B o ot it o o , and may well -account for much of the
onentT.herf 11s no Way of being precise about this, but we believe the matching com-~
Somnte;sl z; eriafst aslzmpo;‘cf{a}?t as the training component in producing high-quality
¥ ice. cou e twice as important, though heretof it
- : nt, ore it has re-
ceived l\ictaxl'c.ely half the attention volunteer training hascreoeived *
atching, or capitalizing on existing qualities e : i
diree major ootegprion: ing ¢ , can be broken down into

Matching of volunteer to job,
Matching of volunteer to supervisor.

Matching of volunteer to offender.

Diagram 1 lends a chronological touch to this process:

o)
A
e



et

¢ L;,\%’,ﬂng' ﬁ"}’?,,"'.’;gl(: TR ) e R e ,_ﬂ,w’“,:,n‘,ﬂ_'w_%,‘__W‘.ﬂ“ﬁ » .
i - 86 ~
:% Diagram 1
£
NS .
K |
6 Match I - Volunteer ~ with - Job
| VOLUNTEER APPLICANT |
\
[ acecept] /| reject
e .
[ Job A (office) | Job B Job C
(contact ““{contact
with offender with offender
end of continue to maich
, matc‘hing IT and III
o e e e mm e . / \\
e
Match I Match III
Volunteer - to - supervisor Volunteer -~ to - probationer
Supervisors as \
individuals
S —-- 2= T
T T ==~ .| The Volunteer as |22 _ _ . .o _? -~ -P,

-
~ -

B, ~ == P e = e — e o S
2 - an individual >

—
—

s




e e R )y .
PN G e o e o R e L TR R e

5 e i st E A R e

- 86 -

Diagram 1
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Volunteer Matching

Matching the Volunteer to the Job

There is no doubt that a diversified volunteer program, with many job op-
tions, is somewhat more complex to administer than a program which concentrates
on one or a few job categories, But most programs, as they mature, tend to div-
ersify as well as increase in total number of volunteers, probably because diver-
gification has definite advantages.

First of all, it makes it less probable that you will have to reject a poten-
tially good volunteer because he can't qualify for the one job you have., You have
a good chance of finding some job he can fill. Also, you have a better chance of
matching the volunteer to the job for which he is naturally best qualified.

Interview and volunteer registration form information will be major re-
sources in matching. Be sure the volunteer is clearly aware of the various job
options, and relevant job descriptions, open to him.

Consider, though, that studies of volunteer motivation indicate that some
volunteers seek a change of pace in their service; that is, what they want to do as
a volunteer may be different from what they have done, and presumably are fitted
to do, in their history up to now.

A second qualifier on all the above, relates to the difference between paid
and unpaid work systems. In a paid work system, you can rarely create a new job
for a person who comes in with unique and useful qualifications, It is far easier
to do so in an unpaid work system: For example, in one court, ten years ago, a
psychologist came in who didn't really fit any existing volunteer job categories.
Three years later, an optometrist offered his services, likewise not fitting exis-
ting volunteer job options. In both cases, however, a volunteer job was built
around their qualifications: volunteer diagnostician, and volunteer administrator
of visual examinations, respectively. Both volunteers are still on the job, and
there are many similar instances around the country.

In other words, traditional paid work screening usually can only fit the per-
son to the job, and throws the person away if he doesn't happen to fit the job,
Creative screening and matching for volunteers can fit the job to the person.

Matching the Volunteer to the Supervisor

Very little has been done about this, Of course, if you've only got one
supervisor of volunteers, you have no problem (and no solution either). But
where you have more than one person supervising volunteers, it is probable that
any given volunteer will work more smoothly with one of them than the other.

All of us have seen cases where two perfectly good people simply could not
work well together. The work suffered and they suffered. The same may be true
of the volunteer and his staff supervisor if no attention is paid to their compati~
bility, or lack of it,

We know next to nothing about staff-volunteer matching, and the following
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are no more than hints:

Insofar as staff participates in recruiting and screening of vol-
unteers, they will already have had some kind of choice concerning
the type of volunteers they like., Take careful note of this for each
staff member.

Likewise, observe the interactions between staff and volunteers
during volunteer training.

What kind of other people on staff does a staff member get
along with best? Chances are he'll get along best with that same
kind of person as a volunteer,

Try to provide diplomatic ways in which either a staff person
or a volunteer can opt out of their relationship. That's easier said
than done, of course. One way might be to explain the situation
frankly during staff and volunteer training, as we have explained it
in this section.

Matching the Volunteer to the Offender

This refers solely to those situations where either a one-to-one relationship
is desired and feasible, or a one-to-group situation. In both cases the single indi-
vidual is the volunteer,

The process can be broken down into two stages, the first of which fre~
quently goes unrecognized. Tirst, is the offender compatible with any volunteer;
is he receptive to volunteers at all? Secondly, if the offender is receptive to
volunteers, which volunteer is he most receptive to?

Receptivity to Volunteers: The Stop-Go Question

Since the modern resurgence of volunteerism in 1955, well over a quarter
of a million correctional volunteers have been assigned to offenders, most fre-
¢ently on a 1-to~1 basis. Incredibly, we still don't know just what mnakes an
offender receptive or unreceptive to what a volunteer can do for him, Estimates
are that anywhere from 30-70% of offendexs may be receptive to volunteers, but
these are only estimates, and to repeat--even if we got the total proportions
right--we still don't know how to identify individually the unresponsive versus the
responsive offender. :

To assign a volunteer to an offender who will not respond to him, or who
could be better worked with in some other way, is surely as wasteful as failing
to assign a volunteer to an offender who does need a volunteer,

The following is a preliminary rough checklist designed to help organize
your thoughts as to whether or not an offender could be receptive or not to what
a volunteer might do for hira, Thus far, it is "validated" only by general exper-
jence and intuition.
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Has low self-image and little self-respect
Presents indications of neglect or lack of attention
Has one parent family

Seems to be too influenced by peers

Tends to be a minor offender, or first offender

Is suspicious, lacks trust, feels persecuted and that others
are unfair

Is introverted, cannot loosen up with anyone, has difficulty
communicating

Is lonely, needs a friend
Is immature, dependent

Has problems which are triggered or maintained by en-
vironment

Does not assert himself appropriately
Has few social skills

Is fearful

Has few interests

Does not appear to need psychiatric or other professional
treatment

Does not resist idea of volunteer and seems willing to
cooperate

Family indicates they will cooperate too

Does not know how to have fun; behaves like a little adult
Is self-conscious; is easily embarrassed

Has fixed expression, lacks emotional reactivity
Dislikes school

Is tense, unable to relax

Is depressed, does not talk or do much

Is clumsy, awkward

Is sensitive

Runs away from home

Does not respond to praise

Is anxious ’
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" The above checklist is only a very preliminary approach to a complex prob-
lem. While it can be roughly ngcored! by counting the checks, it is perhaps better
conceived simply as a reminder list of aspects the decisim -maker should consider.

Tom James, Coordinator of the Compass progran in Winnipeg, Mauitoba, has
begun using the Interpersonal Maturity Level (I-Level) in regard to volunteer recep-
tivity, Volunteers are assigned to two classifications of youngsters: The Level 3,
immature conformist (CFM) and the Level 4, anxious neurotic (Nx).

" Although the immature conformist category has undergone some
major re~evaluation and refinement into various sub-types, we work

in terms only of the crude classification of the typical "follow the

leader" youngster. We find that he is erqually willing to accept the
leadership of the volunteer as he is of his delinquent peer group
leader. The major drawback is that he tends to follow the leader that
is at hand at the moment and this creates considerable frustration for
the volunteer. Frequently the youngster will fail to keep appointments
with the volunteer because a more attractive leader has led him astray.

Similarly, although he appears to be responding to the influence of the

volunteer while with him, the minute the volunteer goes away he is
equally susceptible to deviant leadership. Volunteers working with
this kind of youngster have to be prepared for these facts, and also
have to be prepared to provide rather strong positive direction to the

youngster, sines according to the classification analysis the Level 3

is wnable to differentiate and make strong decisions for himself. We

find that our student volunteers are often uncomfortable working with
these youigsters because their conversation tends to be very super-
ficial and they are incapable of analysing what is going on in their

own lives, or the world around them., They do respond, however, to

the straight activity kind of relationship and readily enjoy the kind of
social opportunities that our volunteers provide them. Our probation
officers seem to see indications in certain cases that the Cfm child-
ren are maturing in the process of consistent relationship with vol-
unteers. This is apparent, for example, in the way they behave and
learn to fit into the middle class homes and situations to which the
volunteer may gradually be able to introduce them.

The Level 4 Nx youngsters characteristically feel that they are
bad and that no one understands them. They are, however, often
able to talk about their feelings and the world which impinges on
them. They are more likely to find it easy to "rap" with the student
volunteer, for example, who may well share some of their anxieties
about life in general, and the world in particular. I-Level theory
suggests that Nxes are not impressed with adults repeatedly telling
ther that they are not as bad as they think they are. These kids only
gee this as another adult who doesn't really understand them. We
caution our volunteers against getting into this trap, and if they can
manage to accept the youngster's low self-image at the start, we
find that the voluniser relationship can help the self-image to im-
prove over time, Sethacks with these youngsters tend tc be more
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ep.isodic, a}nd although the volunteer may be disappointed, it is a good
thing for him to share that disappointment with the youngster without

rejecting him in the process. With this level youngster, activity is

not so crucial except as a means of building his self-image gradually.

He is often content merely tc be with the volunteer and to have the
opportunity to talk when he is ready or in a crisis situation when he
needs some one to listen. As indicated the volunteer who pictures
himself more as counsellor is happier with this type of chita!"

Matching the Receptive {:f{ender to a Volunteer

Let's assume it is decided that the offender is generally receptive to what a
vc?}unteer can do. The crucial question is, which volunteer is he most compatible
with; in other words, not 1-to-1, but which one with which one, |
Why is this a crucial question? The rationale might be termed the "indivi-

duality theory" of volunteerism, as described recently in the Volunteer Courts
Newsletter, '

"INDIVIDUALITY THEORY OF DELINQUENCY: A THEORY FOR

VOLUNTEERS

- Here is a theory of delinguency treatment which was never pos-
s.1b1e before, because volunteers uniquely make it possible. It is the
first theory of delinquency which specifically depends on the use of
volunteers, for its principal prescriptions are:

1. Fach offender is uniquely an individual, like no one else
excgpt himself. Being an offender does not make him a little tin
soldier, stamped in a mold. He is as much an ind.vidual as any

non-offender. So, out the window go all probation panaceas, becsuse

all of them clump offenders together under common conditions, com-
mon attitudes, common causation. You've heard these cure-alls
before: '"Print their names in the paper,'" 'Jail the parents,"
"Inspire them,' "Give them more positive opportunity,' etc. Each
of these works for some offenders (perhaps only a few), but none of
them works for all or nearly all offenders. They don't work, except
per.haps as a way of kidding ourselves, because each offender is an
individual; and no two offenses have exactly the same causes or

>

11
Volunteer Courts Newsletter, Vol. 5, No. 2, May, 1972, p. 8.
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condittons. Indeed, over the past eight years, the writer has done
psychological diagnoses on 1,750 individual juvenile and adult
offenders. No two of these 1,750 were ever exactly alike. Indivi-
duality theory reserves a basic dignity to the offender—-it says he is
a unique human being; not just another cipher, another body in a
faceless army. This is of course in the finest tradition of our coun-
try: respect for the worth of the individual.

2. Above all, if each offender is an individual and his offense
individually caused, it makes sense to agsign one treatment agent to
each offender, so the treatment agent has time and opportunity to
appreciate and work with the individuality of the offender.

3. Only with volunteers can you do this, and then only with good
volunteer-probationer compatibility matching can you find just the
right individual volunteer needed by each offender. (Notice, while
individuality theory requires volunteers, it denies that just any volun-
teer can help just any offender.) Then, too, as the volunteer and
offender use the gift of time together to get to know each other as
special people, general role preconceptions fade, and they get to
know each other as unique individuals. If there is any magic in vol~
unteerism, it is in this light emerging from intensive mutual under-
standing between two individual people, made possible by time to-
gether. But it is a different light every time,

Another heauty is that with volunteer-reduced caseloads, paid
professionals can also come closer to the individual treatment ideal. nl2

What, then, are the "'procedures’ for matching volunteers and offenders ? Note
that they are mainly guidelines for intuition. Though we may be able to better syste-
matize matching methods in the years ahead, the personal judgment of the volunteer
coordinator will always remain central in this regard. The guidelines below are
meant simply as supplements to this judgment, not as replacements.

The determinant characteristics of matching volunteers and offenders are:
age; sex; race, sub-culture; location; interests and activity preferences; general
attitudes and personality; expressed attitudes towards each other; and behavior
together.

Each of these should be considered equally. Moreover, within any single one,
"exceptions to the rule,'" as stated below, are quite common, and flexibility is
recommended. Let us take each of these volunteer-offender matching considera-

tions in turn.

12Volunteer Courts Newsletter, Vol. 4, No. 1, February, 1971, p. 13.
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Age

Probably the 1-to-1 volunteer should be at least a mature 18-19, for the
youngest offenders, e.g. ages 12-14, and for any older offender at least 19-20.

In the young offender range, 17-21, the volunteer ordinarily should be at
least 3 or 4 years older, ‘

When offenders get into the 25-30 year old range, tne volunteer's age per se

is not so important, providing the previous suggestions as to age have heen observed

Here the volunteer can quite ¢asily be younger than the offender. '

. The decision as to whether the offender should have a volunteer approximately
his own age, as versus someone considerably older, depends on your judgment as to
whether his main lack is communication with age-peers, need of an older, stabili-
zirigt"'father figure" type, etc. It is certainly more than a chronological kind of cal-
culation,

Sex

The general rule has been volunteers and offenders of the same sex, man with
man or boy; woman with woman or girl. But there can be exceptions, though they
should be carefully weighed by the coordinator fir'st. Thus, it is sometimes appro-
13)1‘13‘53'8 for o woman to work with a younger boy, e. g. if he appears to need "mother-
ing.

In some kinds of less personal and more restricted 1-to-1 roles, e.g. volun~
teer tutor, the 'same sex'' guideline is not so binding.

Where a married couple work together as volunteers, they can often, a;, a
feam, relate far more easily to an offender of either sex.

Finally, one implication of today's increasing emphasis on responsible c;‘A\r—
rectional roles for women may be that we take another look at our unwillingne;"}.\s
to assign women volunteers to "tougher' cases, which often means male offendei‘s.
Such assignments are in fact far more routine in English correctional volunteerism
and they are also becoming more frequent in the paid staff area here in the United ’
States, e.g. women probation officers working with male offenders.

Race-Subculture

As_ discuss_ed in the chapter on recruiting, the correctional volunteer move-
ment is relatively lacking in minority group and economically unprivileged people,
Therefore, cross-cultural or cross-class matching is frequently obligatory. The
suggestions here are, first of all, where cross-cultural matching does occur, try
to find a volunteer wio is especially sensitive to and willing to learn about the
offender's sub-culfural or racial background., A rigidly patronizing volunteer is
deadly here. Other things being equal, a volunteer of the same race or sub-culture
should be considered desirable, especially if you feel the offender needs more pride
and identification with his culture and race.

We should probably all be striving harder to recruit more minority and poor
peoplé as correctional volunteers,
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Location , It can equally well be used for matching volunteers to offenders, One of the extant
systems in this regard is the Quay-Ingram Behavior Category or BC system, dev-

When two volunteers appear equally suited to be matched with an offender a ) eloped and used at the Kennedy Youth Center, Morgantown, West Virgirnia. It is
criterion for choice is the volunteer and the offender should live relatively close to- . hopeful because the four categories in which it places offenders seem to make sense
gether, The reasons for this are, first, easier access to and communication with on the hasis of corre?tional exp.erience. It is also relatively simple and straightfor-
each other. Secondly, the volunteer is more likely to be directly familiar with the , ward to use, and available prehminary svidence indici%tes that its use does strengthen
offender's home and r eighborhood situation. the volunteer's chance "for success with the cffender.

The Partners Program of Denver, and Alaska, keep track of how they're doing The BC system.fxrst pl'aces offenders .mto four major behavior categories, as
in this regard by placing pins on their city maps, different colors for volunteers follows: BC-1 (lazy-~inattentive): BC-2 (anxious-guilty); BC-3(hostile-aggressive);

and offenders, with a string between each match. Again, it may not always be prac- and, BC-4 (peer loyalty). 14

tically possible to consider geographical propinquity, or it may not always be parti- .. . .

cularly relevant., But, it should certainly be on your list of things to consider in .___.....__BC"l- The.se youth are lazy and inattentive, showing a general lack
e o ffonder matching. : of .mterest in rr.lost.thmgs around them. Their actions may be des~
cribed as childish in nature, and correcticnal officers usually label
them as blundering erhelpless. They are rather weak and naive. Al-
though they lose their tempers they are not assaultive. Frequently

Interests, Activities, Skills ile‘? seem preoccupied and may give the impression of being "out of
A common, naive assumption is that building a relationship with an offender is » BO-2. Youths in this category feel very guilty and genuinely sorry for
all "talking together.' Actually, far more of it may oe doing together. Scarcely a what they have done, but they are quite likely to repeat the same thing
word may be said as the volunteer and offender work on a car together, go fishing, tomorrow. Despite being very selective about their friendships, they
or visit muse 1ms or concerts. In institutions, thewe may be a far more restricted usually are willing to talk about their problems. These individu’als fre-
range of joint activities possible, hence talk may ke relatively more important. ‘ quently have nervous or anxious ways, They may impress you as feeling
But even if it's only talk, just one solid common interest may be worth a million : sad or unhappy much of the time.
words. The volunteer recruiting and screening process should identify these for ) .
the volunteer in his registration form, and during interviews. The same should be .39.::_3. This type of youth is very hostile and aggressive, showing little,
done for the offender during work-up. if any, conce?n for the‘ welfare of others. These people have a high need
To ensure that they're systematic and comprehensive about this, the Winnipeg, to create excitement since for them things quickly get too boring. At- 0
Manitoba Compass volunteer program asks their volunteers to fill out a "Shared tempts to control them verballdy are not very effective. They are fre- L
Activity Inventory." This is reproduced in Appendix G, and is simply a list of quently both verl?ally and phys:tcally' aggressive. They will lie without
about 50 types of common activity-interests, each of which the volunteer can mark qualms and manipuiate others to gain their own ends. i
at one of three levels of interest for himself., The form could easily be re-designed BC-4. These individuals have usually been involved in gang activities L
5o that both volunteer and offender forms could be compared with one another. The and demonstrated a high degree of loyalty to that peer group. They ar,e L
number of overlapping checks, and opposite interests, would then be highly signifi- relatively unconcerned ahout adults because their pleasure is obtained
cant here. Some relative weighting should be assigned categories in terms of your by going along with their friends. Except for their delinquent acts,
own judgment. Thus, in any given match, overlapping interest in a single category : these youth appear quite normal. They are able to get along reason-
such as working on cars, may far outweigh lack of overlap in any number of other ably well in correctional institutions, but generally revert to their
categories such as symphony, etc. Naturally, alot of conflicts in direction of , prior behavior following release.
interest level should be avoided, too. .
Quay and Ingram have tests for placing offenders in these same four categories, :
though these tests are quite complicated, and most agencies currently using this sys-

| tem rely more on direct judgment of the offender.
General Attitudes and Personality ‘ E

3 .
"Institute on Research with Volunteers in Juvenile Delinquency, " Procure-

i i b i

Corrections has recently begun to implement a common sense, yet profound, . ment information in Resource Directory, Section IV. See Frontier 4, NICOVIC, o

insight: treatment agents differ in their attitudes toward treatment, and these dif- : 14 ° S
ferences reflect in their effectiveness with different types of offenders. ‘. Volunteer Courts Newsletter, Vol. 4, No* 1, January, 1971,

This kind of system has been used ior matching regular staff with offenders. : Y
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Once the offender is identified as in one of the four BC categories, a simple
test can be administered to volunteers, placing them in one of the same four cate-
gories. Volunteers are tested in terms of their natural attitudinal preferences for
working with one of the other of these behavior types in offenders. This test is the
nQorsactional Preference Survey" and a slight modification of it by the National In-
formation Center is reproduced in Appendix H.

The advantages of the BC system, again, are that it is simple, its categories
seem to be solidly based on correctional experience, and that it has had some pre-
liminary validation. Moreover, Dr. Gilbert Ingram is at present organizing fur-
ther research and development in this area.

The National Information Center will also further develop the BC system,
including its extension to adult offenders--it is mainly used for juveniles now. The
Center intends to also explore other possible systems. Indeed, any system which
is effective for matching regular staff to offenders, or matching volunteers to cli~
ents in non-correctional settings, has clear potential for adaptation to volunteer-
offender matching.

A Matching Service

A service offered by the Probation Service Institute for a small fee whereby a
simple attitude and personality test is administered to the juvenile by a volunteer
and sent to the Center for computer processing which indicates the juvenile's rela-
tive receptivity to 17 different kinds of characteristics a volunteer might possess,
e.g. "good listener, " ndecisive leader, " etc. The service eliminates the need for
a psychologist on the staff. Turther details can be obtained from the affiliate of
the Center: The Probation Service Institute, P. O, Box 2150, Boulder, Colorado
80302.

Persecnality, as distinct from attitude, tends to refer to more permanent dis-
positional traits in the person, e.g. hostility, introversion, and the like. At least
two courts are contemplating giving a personality test both to juvenile offenders and
to volunteers, after which they will attempt to determine the similarities or differ-
ences in profiles or profile pattern, which seem to correlate with success or fail-
ure of the volunteer-offender match. Fhe tests to he used are the high school per-
sonality test, for juveniles, and the 16 Personality Factor Test for adult volunteers.
Precedent for this kind of approach already exists at least analogously, in person-
ality profile compatibility studies of successful versus unsuccessiul marriages.

15 Key reference for further readings in the Quay System are: "Differential
Treatment. .. A Way to Begin:, Dr. Gilbert Ingram and Herbert Quay, Bureau of
Prisons, U.S. Dept. of Justice, Washington, D,C. 20537, Sept. 1970; and, "The
Differential Behavioral Classification of the Juvenile Offender, "' Drs. Herbert Quay
and Lowell Parsons, Robert F. Kennedy Youth Center, Morgantown, West Virginia.
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. Expressed Attitudes Towards Each Other

If you want to find out whether a volunteer and offender will fit together, one

thing you can do is ask them what they think of each other. It may alsoc be desirable

to ask the most intimate peers of the offender (parents, wife) and of the volunteer

(wife, children). This assumes they will have some contact before formally assigned

The next section describes some of the ways this can be done.
One quahf%er here is that the offender, in some cases, may reject the ;'crv
volunteer who will be best for him. Be alert for this kind of thing, and in gener:.ﬂ

. consider expressed attitudes towards one another as only one consideration of many

in the total picture.
ff 1Perhaq;)s a more relevant consideration would he to analyze the volunteers and
@ . 0 » - - ) ‘
0 1c;nc eri, ve.rbal self ‘descrlptlons. People in general may be more honest in written
self-evaluations than in face-to-face self-analysis. Professor James Jorgensen. of

- the Denver University Graduate School of Social Work, is developing procedures for

the J efferso.n County, Colorado court volunteer program in which both voluntcers and
offenders will be asked to fill out a brief questionnaire describing the kind of perqun'
they are, and their expectations of the person they would be with in the match. "I:he
actual quegtions and procedures contemplated are described in Appendix I It. iq. to
be emphasized that this plan is just being tried out experimentally now 'u;d Wiﬁ un-
doubtedly be modified on the basis of ongoing experience with it, ‘ .

Behavior Together

- W%l.ere administratively possible, watch volunteers and offenders together in a
group prior to formal one-to-one assignment. The best matching test is the test of

B bella, ] . '3 . o a
vior: who hits it off with whom in actual behavioral interaction. You can set

thi ; —
his up by placing a group of volunteers and offenders together in some relatively

. I‘elaxe " . " . . . .
e :1 1ticreat10na1 and/or group discussion situation for at least a few sessions.
e them together before finalizing 1-to-1 assignments, In a similar vein,

some erimi s . . .
iminal justice agencies are giving serious thought to training their volun-

- tee » | . .
rs and offenders together, in which case their interactions could be observed

during the Fraining process as a significant input for matching decisions.

e naﬁusr a\ﬁ;huilit?atc}ﬁng "rules, ”. there are exceptions to this one. What about

dovsntt ko g 1act1§re‘or shy offender, whose main problem may be that he
ow how to be friendly, yet needs a friend all the more for that reason?

Ar
‘ id the same may be true of the shy but potentially effective volunteer.

Th e »
e staff observer must be sensitive to such situations and compensate for

: them in assignment.

e v s E
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Matching Models Other Than 1-to-1

Matching 1-to-1 presently reflects the main treatment format, at least in
open settings, e.g. probation and parole. But in closed settings, and more fre-
quently today in open settings, we are more likely to find other formats. For

example,
1 - to - many

many - to - many
many - to - 1 (team volunteers)

The 1-to-many occurs mainly when a volunteer works as a lay group counselor
or with the family of the offender.

The following are provisional suggestions for matching a volunteer with a group.
Whenever possible apply offender-matching criteria to any central tendency that can
be discerned in the group, e.g. receptivity,. interests, attitudes, etc. Secondly, do
not expect the volunteer to be able to work equally well with gach of the group mem-~

bers. Thus, where one of the group seems to be the person most critical for effec-
tive treatment, e¢.g. the offender's wife, or his mother, etc., concentrate the match-
ing on that person. For the above reason, it is generally better if a team of volunteers
is used to work with a group, e.g. two lay group counselors, or a husband-wife team
with a family. Then, if one of the volunteers consistently can't relate well to one
member of the group, there's a chance that the other volunteer can. In other words,
matching a team of volunteers to offenders takes the pressure off perfection in match-
ing a single member of the team to the offender(s), For where one doesn't match,
maybe the other team member will,

This gets us into the many-to-many matching situation. Compatible interac-
tions are more complex here, allowing for the option of one volunteer relating at one
time and place to one group member, when the other volunteer cannot.

As always, a possible disadvantage may offset the advantages of volunteer
service as a group of two or more. Manipulative offenders, or others in the offender's
group, may try to playv one team member off against the other.

Therefore, team volunteers should be screened and trained not only as effec-
tive individuals, but as individuals who can make an effective team. Thus, any hus-
band-wife volunteer combination should be a strong marriage, with good communica-
tion, ete.

TFinally, we have the many-to-1 model in which more than one volunteer works
with a single offender. For example, Project Most in Oregon has a treatment team

of four working with eacii offender: a volunteer, a college intern, an ex-offender
paraprofessional and a professional, Increasingly, criminal justice agencies are,
officially or unofficially, thinking of the volunteer-team approach, notably the hus-
band and wife.

In terms of matching, there is a real advantage, When the offender is not
compatible with one member of the team, for a particular situation or need, there
is a chance he will be compatible or relate to the other team member. In other
words, it may be that volunteer teams take considerable pressure off the need for
matching, by broadening the range of available qualities and skills to which the

110 L8 3 Y
bes to begin soon an intensive project to devel
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offender can potentially relxce.
A potential disadvantage of the volunteer te
, tezﬁ‘? t];xl1e1;nber uh’m another, or by manipulation between them, the offerd vy, .-
Sp. ¢ team, cause trouble between them, and redquce their effectivenass, ‘I
remedy is to be sure any volunteer team, e.g. husb : o

R and and wife, has parti
good communication and trugt among th in ' 0,08 baiieularty
LU 3 e S A . (R s .
individuals, & mselves, in addition to their uanlite o

Coneluding Remarks

We believe ¢ i i
dous o e tvc effective @atchmg of volunteers to offenders will release {remen
o a mer}t bower into the volunteer service delivery system o o
¢ ara . 3 - I ; .
maiching & Stel: far fy om. having arrived as vet. At present, volunteer-offender
fragm(mtedjy T1 § are mainly programmatic, experimental, and, also somewhat
. Thus, some systems seem guite promisin he volu,
e fon 4o 101 4 : , s seem equally promis -
siﬁgm S}stillrmnzmg the offender's receptivity to a particular kind of \,*n]v.l;xytf.L C1 T:
) - ) \ 3 Llecy, N
present does both, working both ways within the same fralmeworl

According ation: i
2ly, the Nutional Information Center, in cooperation with the Volun

[eeL SGI’VICG » 3 L§

. 0p, systematize, and validate
5 I actual court setlings. The veader is
enter, and contribute jis own exnericuse in

vol‘unteer-offender matching procedure
wrged to keep in contact with the ¢
Tegard to this project,

aim is that by relating hetier tn ape

or b L h e 8O v g for assessing the v '
his compatibility with a potential kind of offender: ofrf;e o L !
; othe
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WHY VOLUNTEERS VOLUNTEER:
THE BASIS OF VOLUNTEER INCENTIVE AND SUPPORT

1 is apparein that the high yearly volunteer turnover rate in our survey sug-
gosts that we must give far movre attention to volunteer incentive snd support,

There is indeed a non~moneiary reimbursement of the volunteer and it is based
in p.ct on the motivations volunteers bring to their work. These motivations are im-
plied in all the previous chapters. Understanding and supporting them is integral to
the success of any volunteer program.

This section from the book "Using Voluntects in Court Settings, " 6
some hasic points: Four characteristics which apply generally to all volunteer mo-
tives are (1) individual differences, (2) the possibility of change over time in any
one individual, (3) patterns reflective on one's personality and life pattern, and (4)
motives which are predominantly healthy.

This book goes on to state that the primary motivations for volunteerism fall
roughly into five categories: the altruistic motive or the desire to become involved
with a humanitarian cause; a desire for personal growth; a need for more meaningful
interparsonal relationships; the need for a change of pace and; the ambition to suc-

ceed in a given field.
The following recent studies, from the same book, are indicative of the above

sums up

generalization:

Boulder Court Volunteey lData

50 Boulder Court volunteers were asked the following question on a question-
naive: '"Below is a list of reasons people give for becoming volunteers. How would
viu rate the importance of each of these items at the time you decided you might
want to hecome a volunteer, but befrie you actually got involved ?"

Tabulated below is the number of times each of the alternatives given was
rated "most imporiant' by a volunteer, Since the top score possible is 50 for each
reason, double the number to get a percentage estimate. (The column adds up to
more than 50 because a volanteer could rate more than one reasons as "'most

~

important. V')

10"Using Volunteers in Court Settings™ available from the Superintendent of
Documents, Public Documents Dept,, U, S, Government Printing Office, Washington,

D.C,, 20402, J.D, Publication #447,

S

he following is Table
‘ X 7, page 69 i :
- Volunteers in Community Servici g in Guion

I wanted i
ed the knowledge and éxperience of the sort the Court could off
I enjoy being with people, -

Twant q
ed these youngsters to have some of the advantages I have had

I wanted an opportunity to use gkillg which I possess.

I wanted to see if I could Successfully deal with adolescents
I wanted to do something worthwhile for the community, |
I wanted to be an adult whom adolescents could look up to

I felt I needed to get out and meet more people, o

Too many of the people I associated with were du

I felt life was passing me by,

11 and uninteresting,
I didn't have enough to do,

Griffis Johnson's 1967 Book:
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Reasons for Doing Volunteer Work Given by a Representative Sample of 525 North
Carolina Volunteers

(Mainly women working with the disadvantaged and poor)

Ry

Percent ranking | Percent ranking
Reason important unimportant

I like fo be helpf{ll 96, 4 3.6
It is very important that the work be done 94.3 5.7
My relationship with those I serve is very

rewarding 92.4 7.6
I enjoy being with people 89.1 10.9
The work is extremely interesting 85,1 14.9
I feel it is my duty to do volunieer work 72,3 27.7
I likze to feel needed 71.9 28,1
I like to get out of the house 23.8 76.2
My close friends do volunteer work 15.1 84.9
It is important to my family that I do volunteer

work 14. 6 85.4
Volunteer work gives me prestige 11.9 88.5

On page 59 the same book has an illuminating paragraph on the motives of vol-
unteers as reflected in their relationship with agency staff:

"In developing a program, most volunteers want to be involved in
the delineation of goals (58, 5 percent), but they don't want to be bo-
thered with the details of structuring the program (58. 3 percent).
Neither do they want a voice i choosing the key volunteer personnel
to assist in carrying out the program (59.2 percent), or in the allo-
cation of specific responsibilities (52. 8 percent). Nevertheless,
almost theee~fourths object to carrying out only the tasks assigned
by professional staff, and they think they should have a voice in
step--by~step evalaation of the program while it is underway (56, 2
percent)., An even larger percentage (65 percent) think they should
pariicipate in the cvaluation of the effectiveness of the program and
its accomplishmencs, "

The Florida State Juvenile Volunteer Program and several others are begin-
ning to schedule reguiar informal small group meetings of staff and volunteers,

where mutual frustrations are aired and discussed, and parinership motivations are | °
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neeas,

"A BILL OF
RIGHTS FOR VOLUNTEERS (Prepared by the American Red Cross)

1 io
= The right to be treated as a co

: ~WOrker—— just
prinn 1ot just as free help, not ag g

2, The right to a suitable assignment |

ference, temperament, life exper
ground,

. with consideration for personal pre-
ience, education gnd employment back-

3. The right to know as
. much about the i
its people, itg brogram, oream

4. The right to trainin
sented training,

ation as possible--itg policies

3

g for the job-—-thoughtfully plamned and effectively pre-

5. The riohi -
he right to continuing education on the job as a follow-up to initial trai
ain-

ing, information ahoyt new . . .
lity, w developments, training for greater responsibi-

6. The right to sound guidance and direction by someone

well-informed, patient
- ’ » and t} .
giving guidance, roughtful, and who has the time to invest in

7. The right to a place to work, an orderly

work and worthy of the job to be done, deSigllafed place, Condl'mive tO

8. The ri i i
right to promotion and variety of experiences, thrdugh advancément

to assignments of more i
S responsibility, ns; .
to another, through Special assignlneitsthmugh ransfer from one activity

) ) 9 tO fe

10, 7 i iti i W
he I’lght to recognition in the form of promotion and awards through
?

3 g

These H 3
specific motiiZ?Of generai validity, but you will also want to keep current on th
Ways in whio | ions and .frus‘cratlons of your own volunteers, and the im °
ch they vary individually between volunteers ’ portant

One wa . . .
y of getting at this ig by regular administration of the Volunteer Feed-

FOI'm d - s . .
escrlbeq in this Section's Chapter on Evaluation. Tt is designed tc pro

current in i i
put on the sat1sfact19ns and disatisfactions of your volunteers. Your

vational program sho ;
uld continuously adi .
Some agencies re also beginni Y adjust to this feedback,

back

motj

, through

5 olne l.nadi) e [¢] * W y VO. 1 T 1 i
! % then : i i ini i y
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. : CONTINU UPPORT OF INTEERS
ot being contacted after their first interview. The chief of the agency TINUING SUPPORT OF VOLUNTEERS
were n !

simpl . . . 7o
hadpas-:vord with a few people and the situation was correfcted pfzi)ﬁg?e&ers is a neces i
‘ A i our vo : Y
i i motivations and frustrations oLy ) > o ' ‘

S1mp1}’. knoWlng t.h © t the whole story. It is your further leadership responsr, ; The thing to keep firmly in mind is that volunteers do gei paid., It just happens
sary begmning, but it 1? no' . In seneral, the best way to motivate a voluntes that it isn't in terms of money. This only 1neans that non-monetary factors, import-
bility to keep their motivation high. gl a, od and humane, including good re-. - ant in any job, are cven more important for volunteer supporl.
is to run a good volunteer program: well-man gh volunteer incentive and suppor" 3 Voiunteers take their pay in job satisfaction, It is up to you to provide that

Thus, '

¢ ruiting, training, matching and supervision. I 15 what you do every day ina "remuneration.of satisfaction, " Because if volun‘teers don't get tiweir pay, they quit.
;un't ordinarily something you do extra, tacked on. P f it ‘ If you have a high volunteer turnover rate, don't just look at your volunteers; look at
151 : d volunteer morale simply a natural by-product of it. : yourself first. :
good program, with good v ’ But, as we concentrate on the kind of program leadership which ensuias ful-
filled and motivated volunteers, let us not overlook one crucial point: "stalf must be
satisfied with the program, tco., Any program which awards all the glory to volun~
teers, while staff stands by in the wings, invites jealousy, isolation, and undue
strains in the staff-volunteer partnership, which is basic to program success. From
the beginning, planning, staff orientation, and continuing evaluation should be designed
to make the program belong to staff, growing out of their ideas and needs for assistance.
This will ensure program satisfaction on the part of staff,

With this proviso, volunteer incentive and support can be understood in terms of
three broad categories: Special, Formal Modes of Recognition; Natural By-Products
of Good Program Management; and Informal Motivators. ‘

Special, Formal Modes of Recognition

Some of these are: Sl

Volunteer Recognition Banquets, usually about once a year, less
formally, picnics, parties, etc. Some programs have volunteers and
their offenders and families together at these,

Volunteer I.D, cards or lapel pins.

Swearing in your volunteers can be an impressive ceremony.

A personal appreciation letter from a program leader (Judge, o
Correctional Administrator) at the beginning of sexvice and/or
alter a successful term of service.

A Volunteer Recognition Certificate at the el of a successful
term of service and/or for outstanding long-term service (usually -
publicly presented, often at the Banquet). . g

‘ "Volunteer of the Month" and/or "Voluntesar of the Year' awards,
P noted in your own program newsletter or in the public press,

,,,,,,,, _A - - -
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d, newsy human interest items about your

gingularly publicize
volunteers.

An "honor role' of active volunteers.
your volunteer orientation manual or perhaps

This con also be listed in
be put in the agency

office.

the formal pecognitions most appropriate for your pro-

vou won't want to use all of them, and you Iy not want to make any of them
Tor, apparently, +he modexn volunteer is less concerned than his predeces-
¢ recognition. Tn fact, some volunteers specifically do not

In thig regard, you should be sensitive to the differences

vou will want to select
i,
pivetal.
sors ubout formal publi
want public recognition.
AIMOoNE your volunteers.

If anyone today is truly neglected in the matter of
{jon, it is paid gtaff. The chances of a program succeeding without the positive and

exstra offorts of staff are slim today. Yet, the typical recognition procedure extols
solely, with rarely a good word for staff. We, therefore; recommend that
wherever possible, volunteers and staff should take their bows as partners. For
when you award volunteer recognition certificates, why not award staff
cognition of their leadership?

volunteer progran recogni-

volunteers

oanmple,
cerlificates, t0o, in re

d Program Management

Natural By-Products of GGoo

tivating volunteers is not a separate effort
g the program jtgelf in its
dership. Everything you do

W are coming to realize that mo
est of the program. Rather, it i

divorced from the ¥
its challenge, and its lea

cntirety--its attraciiveness,
is significant for volunteer incentive and support.
part of the total effort; not a sepurate tacked-on effort.
Let us briefly consider the volunteer program manag

(autivational standgoint.

' Gtood recruiting and screening ensure that you have the right people for the job.
Very little in the way of extrinsic incentive will compensate for a man whd's a mis-
fit in his paid position. The same is true of volunteers. Good recruiting and screen-
ing will provide self~directed people as volunteers, people who by-and-large are
capubile of motivating themselves k. This does much of the motivating

in their wor
job for you. :

Training of volunteers will continue to weed out the summer soldiers. More-
over, it satisfies one of the major motivations of the good volunteer: "] want to
learn and grow. " This is another reason for ongoing in~-service volunteer training.

Matching of volunteer to job, supervisor, and offender is critical. The right i

man in the wrong job is still an unhappy man. And we no
greatest motivator of the personal——contact volunteer is the offender to whom he is
assigned, if they are :

sment process from a

well-matched.

Meaningful volunteer support is o

w know that perhaps the -
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Good progr ni
oot ;)de fs lir;’ Qﬁiﬁlgl ggswﬁ;es th‘at volunteers will have meaningful jobs
ﬂl—COI;)Sidered e otgantsadion subjected to the frustrations of ambiguous,’
rogram leadership and super\./isio is vi i
ot tho T . . n is vitally import i
e goolgo:f;?fleo Il‘aic;stog for Director of Volunteer Sexl')vicjsn ,t ’a_:.;lge; st?:ffs el1e‘Ctmn
e volomtoore Itz'LSu;ln, citccepts, supports, appreciates and has the \;VI;}I(]:h’
e nooitivoly to.staff ar t.:o work for free if you feel rejected. But ; s
Ll commitment, and to staff who are dedicat;ad in t}‘lr(:)i;uxlsiilx;s
goﬁ?n Lclifsét{célsy care, If you don't, they don't,
T emz;zll;or;g volunteers and between staff and volunteers. Th
e Poclinge. of tool ;rt ie, and most of his life is spent away from yot.lr a| A
e oon a ;)n are the curse of volunteer work, Sonﬁe antido‘;g ency‘
ol otforts to Koup the v C{r agency ngwsletter which keeps the volunteer i \ tonoh
oo . . . oralizing for a v i
e ! denieagc ;1;; OI{Z?]?\Vatlion;f has had a revocation hiaring,‘c())ll‘utrllf:tell‘;izoiflmd e
ecn Conted parc) a,s pOSZ iblc; volounteer calls or drops in, try to return tﬁ;azzllllas‘
toor awaee that pon . Of course, orientation should clearly make th e
iecr aware that you isnltr];lany other things to do, and, if you can't return hG' ey
o eeeo hm’u-s o ccause y.ou'lje.not interested; well publicized, re 1Sdph0ne
O ioor o ice dours are nportant in giving a feeling of organization C,[‘ho g.Lh e
S % © inoonvenienoc ,at o ? of these }.murs are going to have to be at ni ht £ s
rodosahone o recordeé{r regula.r job during the day. Some agenciei h e
oy ed answering s‘ervice for those periods \;vhen the E:)"t,‘?i:e is
Don't always e
are shy st talz/ing ?liit t\;olun’ceers to take the initiative in contacting vo;1 S
o oy Soout taldng your dl.ne, even when they may have real problent;sv I.t' e
b T1o voluntest ¢ rdinator to take the initiative and phone each o‘i 7 g ool
taking votuntoos I‘eportsevelf/ly two weeks. It's also an excellent informal fv(;ur "11?01—
iy Sick ub pocblonms th.at or'e?ver, a sensitive "hey-how-are-you-doing" .
won't surface in formal reports. In any case gthgpfp r(f);aCh
) s fac

that you call the
v C / i
-y olunteer says to him: these people niust think I'm pretty import

However

fecent Iy, one ;ozggtﬁai)’p?zgig t;‘:;?eéndois ?mount of time on the phone doing this
act of volunte ; . : rack of what went into a routi ;

given and requeezst;g Wl;};’f laziew bits of relatively straightforward itrlrrfljriila?::r? 1zj‘econ—
staff time--11 minutes per 1 V0.1unteers, the overall contact consumed 22 hours r(;
called three or more till;)‘les ‘};0 unteer. About one-Tifth of the volunteers had to be °
reached at all, The overall sfore they were finally reached anc nine Wers never
sucoess, Not inoldentall lavexrage was slightly over two telephone attempts pe
late at night (9:30-10:00 v, late in the afternoon, early evening, or moderatelp :
Which means an agen;; \ ) seem tl.le best times to reach most volunteers at horh};
hours. Where ong ha S) comlr}ulllcator will be working outside of normal office ’
Hme-saver to lomue o an office number for volunteers, it has been a successful

Considering thatrfcllfssage for them to call back. They almost always do
may be unrealistic for e potential time requirement for regular phone 0011ta£:ts
t.eer s to call othe; Volui?;:rgegl'll%}?r staff, you may want to consider using volun-
Informative telephone contact's. ese would be volunteer "'specialists" in friendly,
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In sum, one cannot really say the telephone medimin is generally more or less
effective than written reminders. Rather, each medium haa particular advantages
and disadvantages, and their judicious use in combination will get the most out of
each,
Finally, volunteer in~service meetings are a way of reducing isolation by keep-
ing volunteers in touch with each other, for mutual support and communication. This
may well be the most important way of all, to reduce the frustrations of volunteer iso-
lation, It gives volunteers the opportunity to exchange ideas, discuss common prob-
lems and solutions with each other, and, generally, to lend mutual support to one
another.

A small, informal, regularly-meeting group is probably best of all for these
purposes, and it also gives staff an excellent opportunity for time-efficient, but
memningful, group supervision of volunteers.

An important motivational hy-product of program leadership comes from
evaluation, The old-style concept of the volunteer tended to eschew evaluation because,
in the first place, it considered the volunteer like a piece of china; too delicate for
evervday practical use and larg:.ly ornamental, Moreover, it was considered almost
unethical to criticize any work that's offered free.

We realize now this is not so. Our primary responsibility is to the agency and
the offender; to secure for them the highest quality of service available. This includes
unpaid service just as much as paid service, and it means that supervisors must
evaluate their volunteers, for the good of the agency and the good of the offender,

Surprisingly, it's also for the good of the volunteer., The modern well-screened
volunteer is sorious about his work, and wants you to be serious, too. That means
he wants to improve it, He can't do so unless you assist him in defining his progress
toward his objectives. Cool silence on your part is profoundly discouraging to him;
he's heing rejected and can't find out why., But, if you constructively point out means

of improvement, he has a chance to do better and earn your approval. He deserves

that chance.
Of course, evaluation will also give him feedback on the good things he's done.

It isn't all criticism.

Informal Motivators

~

The first two motivators of volunteers above have one thing in common: both
represent relatively deliberate and formal means of striving for quality programs,
1his is well and good. But volunteer miotivation is more than a matter of formal
technical competence on the part of program leaders, Since volunteers tend to be
informal people, informal recognitions count heavily, too.

For example, just smiling and saying '"hello' when you pass a volunteer in the
hall is verv important; or, when you meet, simply reminding the volunteer of a job
well done. It takes about three geconds, and the sum of these ''three-second moti-
vators' may be faxr more important than a gilded certificate at the end of the year.
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| Also, when you meet with a volunteer
Tormally related to the program; for exampl,e

their plans for further educati
" : 10n, etec. The vol
some of his o is fri ’ unteer may even 7
meagure of him?f’ o 3115 friends', problems. This should be gl 2151«: your advice on
§ Iriendly respect for you and as, in g way, a tegs?ofyl Tecelved as a
’ 10w much you

care about him as a pe is ’
| rs s
care @ 1 berson, Thig '3 important to a volunte
al recognition can replace it °% andno amount of

he or sI‘1e may speak of things not
» how his kids are doing in schoo]

rﬁ
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PUBLIC RELATIONS AND VOLUNTEER PROGRAMS

‘A
P

-1

here are three objectives
community acceptance and suppor
terms of recruiting, contributions of
finally, publicity and recognition for

of volunteer program public relations: general
t for the volunteer program, specific support, in

facilities, materials, funding, etc., and,
the leadership or patrons of the program.

Two Modes of Achieving Better Public Relations

Let us be sure ou
tions, we usually think of dealing wi
T,V., and it is right that we do so.
agency and the community,
tionships with them. '

But when you create a vo

amateur public relations representative

gram is a relation with the public.
meaningful and ¢

treat your volunteer

We, therefore, discriminate and discuss separately,
which your message to the community can travel: re
individual volunteers, and relatively formal, through est

media.

Either of these broad public relations app

achieve any of the three public re
this chapter.

Your Volunteers as a New Corp

and, therefore, this chapter concen

r horizons are broad enough. When we think of public rela-

th representatives of newspapers, radio, and
They are crucial intermediaries between our

trates on our rela-

Junteer program you create an additional set of
g-~your own volunteers. A volunteer pro-

If you treat your volunteers well, offer them

hallenging work, dedicated and effective leadership, they will dis~

seminate favorable program and agency information in the community. I you do not

s well, they may talk it down for you in the community.
two broad avenues through

latively inforndal, through your
ablished communications

s of Public Relations Representatives

What can your volunteer corps of informal pr

They can talk to their family and friends, incorporat
be involved with, put

any public presentations they may

jndustry newsletters, write letters to the editor, etc.
volunteers specialized as "gpeakers bureau'' people.

the state newsletter for volunteers strives to make vo
legislation pending. The "lay lobbyist! support gener

impressive.

ated there has been most

roaches or contacts can be used to
lations objectives described in the beginning of

ess representatives do for you?
e their volunteer experiences in
articles in their church or
Indeed, some programs have
Finally, in Washington State,
lunteers aware of significant

;
|
L
%
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While u ; ; :
doless has 5 srl;la:?m I;Zte:sgizfﬁ:igg;i Iﬁb'lllcf: relations person, the volunteer never-
. i ; ials" for informal i
du < J community a
shonirt o Kty o e e« o
) ! especially concerned person, Hei : .
. : At g . 5 also i
Wageglggfor;‘niijj i);lslonf from direct personal experience, having been fnlbf?cf;:lgﬁl;arly
. , he is not seen as having an axe to ,
ool . rind.
you advocate increase in staff salaries, he's not goi Eg o tlf, for example, he helps
and everyone knows it. got a raise in his salary,
These public relations credenti i v
entials notwithstanding, the pri
i . N ’ rim e
;zttgziee;ew uts1:1a11y not public relations. Volunteers and comlinunii;;y i\(l)nclatizn of tie
o tho };g . 1f‘celrl :cswhe‘n 1\{olunteers are recruited solely for public relagong in II;Zialf
corvice o £ lf.e, cupe:m y when their expectation is that they will be used primarily i
fender service cain . Nevertheless, public relations as a side effect of direct of—y *
nity such as B‘ouldeirog over the years to a truly massive impact. Take a commu-
its VOlunteer—powere’1 A«zlora'do. Combining its juvenile couxt volunteer program and
actively involved i ; tention Homes, between 150-200 citizen volunteers have b
e of thom, mak;n the avgrgge year, over the past ten years, If, conservativel o
s wodk Ih s a public relations contact of the above sort, as infrequentl y:
onece » that might well be 10, 000 a year, or 100,000 o : . y e
in this community of 65, 000, ’ ver a ten-year period,
More | i .
the ten-yeagve;;i:?summg a turnover of one-third of the volunteers each year over
five hundred 501 Z, and that mzu‘ly of them remain in the community, there may b
Community at a:; ;irstior em:;;enced ex-volunteers interpenetratin;,‘ the Boulgere
s time. hei il ;
constituency. their families and friends, and you have quite a
In additi i ; ;
they may a?;f)l(\); :; zhe informal mte?personal communication network of volunteers
tioﬁsly approach;ed zaielta involvec:Il with a Volunteer Newsletter. This, if conscien ’
- ) e an invaluable communicati i -
and also as a bridge to the general community. unication vehicle between volunteexs,

More Formal Press Relations

Th

sress regiglsle‘;?cl‘?teex-‘f he'lp as your ambassadors to the community, the local
your communi’cya “If..eetr:;glags a major gatekeeper at the public relations door to
of this person. , therefore, review public relations objectives in terms
the Forzrzgulg:rsd gle t the viewpoint of an insider, Sherrie Moran, staff writer for
sympathetic all a{‘e’ Florida News, She is, incidentally, a realistic, effective and
following i exc}; 1Opt“celzleflocal 1\J/Iuvemle volunteer program in that community, The

. y 'rom Miss Moran's address t i -
teer conference in Miami, Florida, in June, 197 ls. o a national correctional volun~

"
- ros 1;/2 rrlxseivg?ll?fper has a responsibility to the reader. But it also has
o respons i 1.y.tf> .the people we write about. You can help us fulfill
et S ponsﬂolhtle's. You nmwust impress the press, The work you
involves human lives and public money. The press is your link
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to your contributors.

"To impress the press, you really need only one basic creed--
Be Honest, When I asked one of our city editors what kind of advice
I should give you today, she said, 'Tell them to be honest with us,
and we'll give them every break we can.'

"As public employees, it is especiaily important that you be open
and straightforward with reporters. Reporters may not be paid by
taxes, but we, too, are public servants. When you create a mystery,
the reporter has to find the answers.

"Our editors have one point of view~-NEWS,

"Believe it or not, editors are always looking for news. And on
any paper worth printing, editors are looking for feature ideas. But
the question is, how are you going to know what your newspaper's edi-
tor wants. I could tell you if I knew your editor. Since I don't know
him-~~or her--getting to know your editor is your job.

"If you don't know Lim already, call the city editor or managing
editor of your paper and tell him you'd like to meet him, Make a
date to go to his office--~or take him to lunch or for a cup of coffee,
Then, invite him to tour your institution. And see that he gets a good
overview of your programs, policies and problems, If he's the diffi-
cult-to-know type, find out who's next in command and get to know
him, But keep the contacts within the c¢ity room. Being a friend of
the publisher or others of the executive echelon is fine., But the
minute you go over the editor's head to get something in the paper--
or to keep it out--you have lost out where it counts. Besides, any ~
publisher or executive worth his salary resents heing used in this
manner. Iknew a publisher once, who when called upon to keep a
name or story out of the paper, made a point of getting it in.

"Another important contact is the person responsible for writing
editorial opinions. But don't wait until your depariment is in the
midst of controversy to become acquainted, Don't overlook the fact
that popular columnists also have editorial priviiege and frequently
cut into hard issues, as well as the daily banalities,

"Okay, you say, we've already established three people on the
paper you should be acquainted with. And your town has two news-
papers, a tzlevision station and two radio stations, all with their
counterpar.s. And we haven't>even gotten to reporters, yet. Well,
don't get any ideas about throwing one big cocktail party. The main
thing is that someone of authority in your department has these con-
tacts., It doesn't all have to be done by one person.

"The reporter on the beat is your first line of communication,
Not only will he write the majority of stories emanating from your
office, he's the one you see most often. Some days he'll stop by
your office, have a cup of coffee, if offered, and start a conversa-
tion about the weather, Ile has a reason. Many times a news story
comes out of a casual conversation that seems to lead nowhere.
Why ? Mostly because you've said something newsworthy, or
sparked & story idea, and you didn't even realize it. If that
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reporter had simply phoned i
your office and asked, "What's new
you ;')robably would have said, "nothing, " hars mows!
'One of my duties on my first ioh wi
i y first job with a small t
) : d . all town paper wa
uc; oalie;:.k dtsuly with the sheriff's department in a distant clz)ullet; erl\?[v
usual first question to the deputy - :
y who answered was, " hi
today ?'" Most of the time he' yr, 1 et open
S say, "no, not a thing," Then I'q g
b . \ s . en I'd say
no murders ?" '"no robberieg 9" and s0 on down the line, You'db];?z,

surprised how many thing:
ot o y gs could happen on a day when there wag .

O . . .
r business is news. Yours is corrections, With an open flow

‘c;;fhz?:};z?lunicationl you can impress the press and inform the public
ew reporter is assigned to your office, agai ime
to get to know him, Give him a t oftion and fags, e
im, a tour of your office and faciliti
Introduce him to members of o e o
. your staff and see that he has a list of
these people «nd their i j e pocy ot of
i % particular jobs. Make certaj h
life is like inside the walls him 1 th the homen et
alls.  Put him in touch with the hum:
ment, Explain to him wh s o the e
1 Wiy procedures and policies are th
are. Let him see your frustration i ® oty
: (o) s. Keep him informed not just
gl;oat yo.ur department, but about the corrections field in ’generjaabt
Atgce;rtlol.es flrom professional journals and send them to him,’ .
a simple not i ! y i i :
Py ple note saying, "I thought you might be interested in
i 3 i
e < If the ‘artlcle is about a program somewhere else, and you have
we'rea]:;:' P c:,:grgm, then add a line saying, "this is one of the things
ing, ut do not say, "do a stor i i ’
. : . y on this. "' Refer him t
:.eadmg sources.that will give him a better understanding of corrgc—
1on?. Communicate your own philosophies,
N he]’YOL; don't have to.thank him every time he writes a story, but
o anpg ; do so occasionally. A simple note, or a quick phon’e call
at's needed. It's good public relations to tell his editor, too
when he's done a good job, s
1"y 1
i andh hlelz makes a mistake, tell HIM. Chances are he'll appreciate
- tw1 tak'e steps to correct it, If you get no satisfaction from the
: po;c er, 0}* .11’ he's consistently wrong, or you believe he's deli- Il
erately writing slanted stories, then go to his editor And have the
facts to back up your case, ' ( ’
11 '
1 If-there's SOI-ne;me on your staff you know is difficult to get
a onﬁ Wlth,1 keeP him away from reporters. Be aware of the type of
peop fe yf)u 've hired. Anyone of them is fair game for reporter's
Sgisz.lonmg. ¥a gua?d or probation officer spews out a rancid ra-
p;i 11r1aic11{e, 1;ylrou are likely to read it in the baper. If you've got
ple ilke this on your staff, we're going to ] it 4 i
to let the people know it. ’ BOME o fmow it wnd wetre some
t e
Ny .’pOn. the ofsher h'an.d, the people in your department often are
Worl-s'm thfan' own right. One of the secretaries at the Florida
omen's P@son 1‘=:z:a.1ds up a special program for young inmates,
mostly on ?er;y own time, .An:immensely dedicated woman, she has
a young child who was left hopelessly retarded in an accident when
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he was three. She believes the inmates were what gave her the cour-
age to go on. Her life was a message.

"There probably are people on your staff who are great vision-
aries, Or someone who has a specizal understanding of the human
needs involved in corrections, and articulates these ideas. Each one
is a story. »

"If a reporter plans to do en in-depth repart on the institution, ifs
programs and the people confined there, and you find he's alloted two
hours to research it--don't let him in, Suggest that he expand his
timetable considerably, Last year I spent three days at the Florida
Correctional Institution for Women to do a series of reports. I
wished I'd had more time, While I was there, the warden permitted
me free aceass to every member of his staff, any inmate and every
area of the {nstitution. You should be able to do the same.

"1 do mot think news sources should be concerned about the corn~
petition between papers or among the media, Treat all news outlets
equally and fairly and you'll get good results. ‘At least that is true in
most cases. You might bhe in a community where there is a great big
dog and a tiny dog and you'd rather pat the big one., That's your deci-
sion. But on my paper--we would not omit a news story because we
were beaten on it. We might play it differently or place it in the
pages in a less conspicuous spot. But if it were BIG news, we'd work
to get n fresh slant on it.

"eatures are something different. Let's say a reporter from one
paper asks to do a particular feature story. Then, coincidentally, a
reporter from his competition asks to do the same story, Tell the
second reporter that someone else is doing the story at this time and
suggest some other story he might do. When one reporter has
planned to do a feature story, never call a second reporter and sug-

gest to him that he do the same story. -

"if there is a scandal in your department and there is certain
information that you believe should not be made public, explain that
to the reporter. Tell him why, and as soon as possible give him the
information.

"The reason for this conference, of course, is to learn about
volunteers in corrections. This is an area where the news media
can be invaluable, They cal help you recruit volunteers and let the
public know what volunteers are doing. Through reporters, you can
let the public know about volunteer programs in other parts of the
country, why they are being used, how effective they are. In a con-
versation with Dr. Ivan Scheier a few weeks ago, he mentioned the
results of a survey that showed 50 per cent of the people would vol-
unteer-~if asked. We decided to ask.them. This week, the Fort
Lauderdale News will carry an article about velunteers and will
include a coupon which readers willing to volunteer may fill out and
return to the paper. We at the paper will process these responses
and see that they are passed on to the Division of Youth Services.
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. .
o ?Zfez(leail to Gfl)vmtel letters to thoge responding, thanking them for
St and explaining that they will be call is ‘
: ed., Itis im i
to predict what the results of this will be, but we hope it will POSS}ble
a flow of volunteers to the Division provide
” 3 . * 3 :
oot Jgtones fa]laou’c Individual volunicers and what they do are an sf.
Ve way of letting people know what it's all ) those
] bout. Suggest thes
people to your reporter. But select : oy are
e . volunteers who not g
making a vah}able contribution, but who are able to ar 'Only .
ze::o(;nabllfeel‘mgs about being a volunteer. It is very difficult to write
%'3.' able st_ory from an interview filled with yes and no answers
. As I .sa1d before, our point of view is news :
IV‘In}neapc{hs commented once that it makes big nézw
v1§;1t a jail. His criticism was that this should be
thing, that it wouldn't make news at ail
1" 7. i it 1 )
N maNgws is news bec.ause 1t is unusual, a deviation from the norm
thi.ngsyy :us;rgp.oi that it makes news, or it may be just that bad Tl;e
€ interested in, the things you're curi :
ou : ; ious y
new”s. If it's news, it will be news to all media 7 ehout often ave
: It would be good news if 99 per cen :
ful, productive life, It would be good n
progressed to an adult prison.
trying to reach these goals,

n -
We want to help you, We can--if you impress the press, "

t of felons retiurned to a use-
ews 1if juvenile offenders rarel

y
It would be bad news if you stopped

Let us remember that this s
press person. Her principles for

tive aspects input given
p of the news mplifi givel them by us regarding our programs,

Indeed i et L
press. You ’s}filue 11“; fls & oase for being initially cautious in your dealings with the
policies of yas »ll amiliarize yourself with the various reporters and editorial
tional Systeixsl (}’10?1 papers. Attempt to estimate their feelings regarding correc-
. » Dhilosophies, and practices, and volunteerism in general., This will

T .
he Ingredients of Good Press in a Volunteer Program

Our Certer periodi
dominant] . ams around the country. We have yet to see a pre-
coverage g’sn:feahvg’ or even skeptical, one. In the vast majority of cases 11:)}?:
1ot o recomm, I:V; elmingly supportive, It should be, Volunteer programs have a
fents inoTude Czrh them for attractive and positive press coverage. These ingred-
» Hrst of all, human interest, This 'is a movement of the people
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' Leer i sagion of trust and openness towards the
Secondly, a volunteer program is an expressio

i i i y instituticn,

wople by a public ageacy. The agency 1s. saying: it's yo.u.r court, your n, pen.
IItvspyouryrigI;lt to come in and help make it work the Wa?r 1; shox%l(; h\’?:;ee ;iso%izm g’
ability to do so, Why not be completely l}onest and .say. ».txzxé)e, 2 7 ;
vou and I, what can we do about them ? Ii's y.oux.' agenc;;, . ;S m‘i%idsm; it oo |
) It's also possible that inviting citizens in to hglp de eﬁ : c,h.ance " gomé iy
domtt Lk e o, are[‘}finiI’:;g 1zlerf(; ;\;\gfz‘f}?eoéffx‘r;fvgnﬁ;uqﬁ:e crit;lc in a "put up

jmprove them." 'This tendas X ative ;
c{illtdsiitpup”%ositmn. However, you should never put youjrsiz.li u1: (’ttlli i(;zil'onscih
having to accept volunteer services in lieu of harsh and cap .1; 8 CTLI ST ey ondi
people probably make poor service volunteers anyhow, but, g

i ~en't the ones who do volunteer. . .
namly;ilnpﬁltvt good press may be helped by the fact that correctional volunteerism

. 3 i i » past
is no longer daring or experimental. It's been tried thousands ;)f ;cl.xtnoso 1?sthe£x:1$eri—
ine T idence strongly concurs that it woTks.
ecade, and accumulating research evi . in the
ifucls have always respec;ed something that works, and may especially do s0

i ently.
a.-oa of corrections where nothing seems to have been working too well recently

General Acceptance and Support for Your Volunteer Program

It is, first of all, very nice if this comes from a prgstigious pez(‘)sc;? Lg y|c!>\y/1‘21— |
community" or state. The following appeared in the Washington State O, &, L. |

unteer Services' publication:

nGovernor Honors Volunteers in Spokane

To help celebrate this amniversary (of the Volunteer Bureaul), f;he F%over~
nor visited the Volunteex Bureau and addressed a group of 75 Volunteer

d volunteers from the Spokane area. During a short

ordinators an ‘ ring a short
g;eech the Governor praised volunteers for their contribution in helping
I

the less fortunate in the community. He contin‘ued 1?y spefiaklf:gg Z\feral
changes in the state brought about by volun‘teerlsm in the las h‘. o
The Governor spoke of a recent trip through the Was m% :
State Penitentiary at Walla Walla, when he was unable Fo tte}cl tx;gnun -
teers from residents as they moved freely through the insti ul 'Nei. i
spoke of the contributions to the State 'made by {:he voh\ntecz.r Tghen
bors in Need" food bank program of K}ng and Pierce Cou‘n zeil. i
in an unusual move, the Governor invited those prese‘nt t{; 1e o
about what was happening in their voluntetar_progr‘ams .d: Otuilk o
and coordinators then described their activities, inclu .lxllg :. o
the University Year for Action program at Eastern Washington

years.
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College, the 21 Spokane Family Planning Clinics (staffed by voluntcers),
Volunteer Programs at Eastern State Hospital, Whitworth College,
Juvenile Probation Services, Spokane County District Court, and Vol-
unteer Aid for the Home Retarded. The Governor closed his after-
noon at the Spokane Volunteer Bureau with a tour of the facilities con-
ducted by the Bureau Director. "

A further example of highly informed support, and actual leadership facing
key issues, appears in these excerpts from a state volunteer conference address by

the State Governor. The Governor's speech was quoted in the State Volunteer Infor-
mation Center publication,

"In its simplest terms, what you are talking about at this confer-
ence is people--individuals helping and learning from each other. Not
long after I took office as governor, we began taking a look at the var-
ious voluntary efforts underway in our local communities., What we
found was an abundance of dedication, but, also, considerable confu-
sion and duplication of effort. There was virtually no coordination
between the work that was taking place at federal, state, and local
levels. ‘

We saw a clear need for a mechanism through which citizens,
public and private agencies, and other groups using and providing
volunteer services could better mobilize citizen power for the reso-
lution of critical problems facing this state.

The more relevant question-~the one which should be your pri-
mary concern during this conference is "Will it succeed? Can it be
made truly effective ?" It is the qualitative measurement which we
must face squarely before the movement grows so fast that it is
doomed to failure. Court volunteers bring inspiration and simple
minded dedication to these programs. But as those of you who are
professionals in the criminal justicé system know full well, it takes
far more than these qualities--commendable though they are--to
make the system work., We all know which road is paved by good
intention, .

Practical. knowledge, solid organization and professional direc-
tion are the necessary corollaries to the spirited idealism of the
volunteer. At this point, a word of caution is in order. We must
understand that the volunteer is not intended to replace the profes-
sional. Rather, volunteers can amplify the amount of time spent in
direct services to those under court supervision, and diversify those
services through a variety of skills and personalities. The volunteer

-can bring to the total effort an individualized service which no proba~
tion officer with a hundred or more people under his supervision can
hope to provide. It is worth noting that the benefits we seek will not
accrue only to the person in need of help. A study made by the
National Information Center on Volunteers in Courts indicates that
professional salaries and staffs have incredsed more significantly in
communities utilizing volunteers,

v 5
e
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I think this seemingly paradoxical development can be attributed
to the increased community involvement and awareness which is the
direct result of volunteer participation. Now that the movement has
come of age, we face the challenge of maintaining that enthusiasm af-
ter the bloom is off the rose, while at the same time turning our atten-
tion to the research and technical assistance so vital to our overall
effort. The technical assistance must be aimed toward developing
gtandards and methods for realistic recruitment, screening and train-
ing of volunteers and perfecting the techniques for matching volunteers
with probationers or prisoners,"

Similar endorsement and awareness from public and private officials should be
available within your local community. After all, locally is where it's happening.
Also, as noted previously, every rank-and-fill service volunteer is a potential advo-
cate for you in the community.

If you feel confident of the general goodwill of your public relations effort, you
can begin the specific approaches. Indicative of what may be done is the following
"Help Wanted' advertisement placed by the Boulder, Colorado, Juvenile Court in the
jocal newspaper, the space being contributed by the newspaper as a public service.

"Male or female, 15 to 80 years old, Important work for as many
or as few hours per week as you wish, at $00, 00 per hour, supporting
the work of 125 other volunteers now working with juvenile delinquents
in Boulder County; secretarial assistant, clerical, transportation,
library assistant, test administration and scoring, data analysis, baby-
sitting, program coordinator, lawyer consultant, ete, If interested,
call 444-1444 and ask for Mr, Hargadine, Mrs, Wise, or Miss Jorrie,"

Note also the following recruitment poster used by Portners, Inc., of Denver,
which also used T.V, and radio spots prepared without charge by a local advertise-
ment agency,

UNWANTED
Case: 4256
Name: Steve
Age: 14

Record: Truancy, habitual run-
away. Child is harmed

- and considered helpless.
Approach with extreme

Reward: The feeling of having
changed a life,

No, kids like Steve aren't wanted by the Police--yet. But often they're not
wanted by anyone else, either, including their parents.

That's what Partners is all about, Providing someone who cares. More
often than not, caring makes e difference. Want to care? Take someone off
the unwanted list, Call Partners--893-1400.

warmth and understanding,
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The above exemplifies things the volunteer program as a whole can do to dev-
elop specific public support, Your volunteers can help as individuals, too, in sup-
port of various needed areas of prograry development; for example, new c;nstruc—-
tion, increased budgets, improved legislation, etc. Sometimes volunteers them-
gelves contribute specific material support, as well as helping seek it from others
Note here that the specific support volunteers help develop in the community'may b.e
for agency needs outside the volunteer program as well as within it.

The objective of recognition for program leadership is perhaps most easily
achieved of all, Your own volunteer program newsletter can print your recognition
honor role, and/or special human interest stories on individual volunteers or pat-
rons, The same kind of material is often of interest to the local press, radio, or
T.V, Volunteer recognition banquets or other public awards presentations ar:a
another way of ensuring appropriate recognition for the people who've helped, or
serveddirectly, in your program. ,

We have urged careful attention to public relations in volunteer programs.
They grow out of the community, so your relation with the community must be a
healthy one. ‘

‘ But, as always, a proper balance and perspective must be preserved. While
public relations must not lag your program, it must not precede it either. We know
of a few volunteer programs which average several T.V. shows, numerous radio
shows and newspaper articles a year--with about 10-15 not very well-led volunteers
actually on the job. While the outer surface is gleaming image, it is hollow within
the shell, in terms of actual services being rendered by volunteers to the client and
to t.he agency. While this may be good for someone's personal glory, or of use in
trying to offset the agency's bad image elsewhere, it actually exploits volunteers.

It does .not use them productively, and it is a basically dishonest operation which is
of service mainly to publicity-seekers. A volunteer program must deserve the
favorable public notice it receives. ' ’ |
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: attitudes toward treatment, pre- and post-training tests of know-
RECORD-KEEPING AND EVALUATION L ledge about his job, etc.

~Supervisor's notes on the volunteer's performance,

Record-keeping and evaluation are considered together here because they are . Here is a sample of the volunteer record card
in fact closely related. Record-keeping is a foundation stone of program evaluation, ] )
and the very existence of good records leads to effective evaluation. : VOLLU , A
: .U DR IDED
Also, staff will expect efficient and relevant program accountability and con- b NTEER INDEX CARD
N trol, which will be impossible without adequate record-keeping. | Volunteer Name I.D. INFORMATION
b Of course, record-keeping is far less difficult in a small or a token program, : - Address Height Weight
: but when you get as many as 30-40 volunteers it becomes a necessity and a challenge. E ity T T -
] . City State Color Eyes Hair
. Telephone Home Complexion
Business ____ Birth Date
| Application rec'd (date) I, D, Number
i : s i .
¢ - Date interviewed Interviewer_ ___ Date issued
Record-Keeping: In General ‘ ‘Date Accepted ______ Date returned

PROGRAM ASSIGNMENT ' v

-~ Program | Probationer Assisned {Date Assigned | Date Terminated Comments ’

One general principle is: insofar as possible make your volunteer program
record-keeping a natural extension of already existing record-keeping procedures
for paid staff. There's no need to introduce an alien system.

There is nevertheless a 1ot of extra work involved. Volunteers may come to
outnumber paid staff 5 or 10 to 1 or even more, The fact that they are part-time
staff, usually rarely in the office, makes them even harder to keep track of,

This extra work should be considered an integral part of the agency time in- i
vested in volunteers in return for the increased total time output, made possible by ,
them. However, a number of agencies are able to secure record-keeping volun-~ T

teors; that is, volunteers who absorb much of the extra record-keeping work pro- -
duced by other volunteers. ! In addition to being able to dip into any one volunteer's file, you will also want

% to know at‘a glance what's happening in the system as a whole, e.g. how many volun~
; :;eels are in the total pool; how many are screened and trained, awaiting assignment;
r.m Veluntoss Bl + howmany are awaiting reassignment; how many dropped out in the past year, etc.
he Volunteer File “ Bast A very good layout of what is needed here was recently prepared by Miss Sue
. cbashant, Volunteer S i ine rts in 1t - X N
A file on each volunteer working for you is a basic requisite. This file should ‘form was originally pi?g;i;f?g;?::gg;ofgr Clgiloflcineg;eﬂys/tgzeailfast(gc?igioc'01122 0
contain, at minimum: ot ' - ' ' N rees 5
! tional volunteer programs in other areas. We have attempted to generalize it ’

= g0 . P spgs . .
—The volunteer registration or application form, basic statistics. L mewhat towards use both in institutions and in open settings. One would probably
. ) ant to add a dimension describing group contribution,

System Records

e,

7 ‘ P

- S i,

a0 -Notice of job and/or offender assignment. Name of offender
or offender group he works with,

~Volunteer's reports on his offender. These should also go in
the offender's file), hours put in, attendance records at meet- i N
ings, ete. :

-Tests the volunteer may have filled out, e.g. a test of his

e s et
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Name of Agency

Top Administrator
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Address

Director of Volunieer Services

I. OFFENDER DATA
No. Offenders Being Serviced by Volunteers End of

A, 1,

2.

3.

Last Quarter

No. New Offenders Assigned to Volunteers During

Quarter

Total Offender Caseload During Quarter
No. Offenders Terminated From Caseload

During Quarter

No. Offenders Being Serviced by Volunteers

End of This Quarter

B. No, of Offenders Being Serviced Directly by the
Volunteer Coordinator During Quarter.

C. Of the

1.

2.
3.
4.

offenders no longer being serviced by volunteers:

had probation (parale) terminated other than
revocation. '
had probation (parole) revoked (not committed).
had probation (parole) revoked (committed).
had probation (parole) still on--volunteer off.

I, VOLUNTEER DATA
A, Type of Service

11.

03.(\3!—'

Individual

Counseling

Group Counseling
Tutoring Only
Clerical/Office Work
Group Work Only
Profegsional Services
Intake or Diagnostic
Assistance

Arts & Crafts
Recreation

Religious Programs
Jail Visitation

Work with Family of
Offender

Othexr

No. of New Volunteers Trained During Quarter
No. of New Volunteers Assigned During Quarter

#People
Receiving
#Volunteers Service

#Hours Donated

i IR

No. of Total Volunteers Trained from July 1, 1971

to End of Quarter

No. of Total Volunteers Assigned from July 1, 1971

to End of Quarter

T it mip i
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The above is excellent for monthly, bi-yearly or yearly summations. But pro-
gram leadership will also want to know, on any given day or week, just where the
program stands at that moment., Here, we would recommend the Strip System used
by Job Therapy of Seattle (150 John Street, 98109), Partners of Alaska (611 West
9th Street, Anchorage, 99501), and several other correctional volunteer programs.
Type the volunteer's name on a strip which then is easily moved to slots in various
program control frames, such as "contact, waiting, "' "screened and accepted, '
"trained, " "assigned (with charge's name on same strip)", ete. Then, instead of
completely re-typing these rosters weekly or even daily, you just photostat the
strip-holder frames. It is quick, easy, and efficient.

Evaluation

Any evaluation is hinged to purpose, your purposes in the program. What you
decide to evaluate depends largely on what you decide as your volunteer program
objectives. If you're not clear about the one, you can't be clear about the latter.
Hopefully, goals will have been thought out carefully during program planning, and
refined with experience. True, all programs tend to share some general goals such
as reduction of law or disciplinary infractions, and diminishment of anti-social
attitudes. True, too, that some evaluations "discover" purposes you never really
knew you had., But there is always the desired connection to your objectives, unique
to your own agency, offenders, local conditions, ete. Therefore, clarify your ob-
jectives as a first step in the design of your volunteer program evaluation plan.

You then move on to choose what measurements, criteria,indices you will use
in your evaluation plan. There are an almost infinite number of things you might use
here, all kinds of statistics, attitude scales, interview questions, etc. The nature of
your program goals helps you narrow these down to a manageable number. But you
should not narrow down too much, for two reasons,

First of all, the state of the art in assessment is not well enough developed so
that one index tells all. For example, repeat offense rate is usually one significant
index of volunteer impact on offenders. But it has been severely criticized, in
terms of being able to tell the complete story. So you should seriously consider
carrying along concurrently, other refiectors on the impact area, e.g., attitude
changes, ratings of the offenders by staff and/or volunteers or even by his family
and peers, etc. This is what we call the multi-media approach: Always try to
evaluate any particular area in terms of more than one index.

A second qualification on restricting the number of indices you use is on
choosing these only from your program objectives. You have to please your spcn-
sors too, or the agency administrator, and their interpretation of how achievernent
of objectives are best evidenced may differ from yours.

As dlready noted, there is considerable skepticism in some quarters today

oA | E R e e
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concerning the primary importance of repeat offense statistics. But even if you do
not choose to emphasize these for yourself, they are often still emphasized by spon-
gors—--legislatures, government sponsors, budget hoard, and the like-~because they
arc readily understandable and traditionally understood. Therefore you should carry
them along in your evaluation.

In other words, there is a strong program justification component in evalua-
tion, what vour sponsor wants to know, which may be distinet from what you want to
know,

The rule is to include both aspects, never neglecting the program justification
component, simply because you may feel it too unsophisticated or irrelevant for your
OWIl Program purposes.

Ingredients in the Evaluation Plan

Some of the ingredients of your evaluation plan are: the need for evaluation in
the first place, the statistical and non-statistical tools at hand, the people who can
help vou implement it, and the nature of evaluative indices you choose.

Evaluation is not just for intellectuals. Evaluation is for everyone, for these
reasons: a) Increasingly, program sponsors and financeers demand it, whether they
be local, state or national, private or governmental, and whether it be initial fund-
ing or re-funding, b) Evaluation is the only way we're going to preserve what's good
in our programs, and improve what's not. A balanced evaluation turns up good
things as well as bad, always including some pleasant surprises—--positive results
and benefits you hadn't even realized you were achieving, ¢) Changing the need to
change with the changing times. You can't just copy "proven'' model programs from
the past, assuming they work just as well today, because problems change in cor-
rections. Each time the tenor of offender problems changes, volunteer programs
must be re-evaluated for their effectiveness, and d) Mo: ~le. For the really con-
cerned program leader and volunteer, hypnotic self-praise isn't enough, They want
always to do a better job next year, rather than resting on the sometimes dubious
laurels of the past.

How Any Program Can Evaluate

Tirst, you or your court psychologist can review current research and evalua-
tion methods. These can be readily understood by a qualified individual, and infer-
ences can be drawn from evaluations in situations similar to yours.

Secondly, you can get additional manpower for evaluation. Lacking regular
gtaff trained in evaluation, vou can seek outside help, (and an outsider often has
unique advantages in terms of objectivity). A source may be your local college,
especially the sociology, psychology, education, etc. departments. Perhaps they
can volunteer their skills for evaluating your program. It might make an excellent
thesis for some student and more and more frequently undergraduate or graduate
interns are being assigned to criminal justice agencies for a combination of learning
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and community service experience. Only be sure their work doesn't get too theor-
etical and that it covers the points you are interested in. An increasing number of
criminal justice agencies today use volunteers from the community as statisticians
evaluators, or even researchers. Many of these volunteers have considerable gen:
aal research background and experience. Bring in an outside person or team for
evaluation, periodically, say once a year. The Center itself and its National Court
Volunteer Consultants have a number of people who can do this job for you, respon-
sibly and insightfully.

Careful Record-Keeping

As emphasized previously, if your record-keeping is accurate and thorough
you're well on your way. Again, volunteer statisticians can help here. Whoever ’
does it should keep regular tab on such things as number of volunteer hours, esti-
mated value of volunteer service in financial terms ($3. 00 an hour is a frequently
used estimate), staff time invested, 7, value of voluntary contributions in materials
or facilities, and program expenses. For offenders, number of police contacts,
}"ecidiv ism, revocation and institutionalization rates, number of jail days saved;
job continuity statistics; parole failure rates, and other disciplinary indices.

1

7You can do this quite easily. Say, one week every two or three months--
don't ask it every week--ask staff to keep a record of every time they see a volun-
teer to spend time with consulting in any way, and approximately how much time.
Put it in a simple checklist form, thus:

i

Name of Approximate No. of Minutes
Volunteers Seen (Check one) Hours

5110115{20}30]40]50]60

5110{15{20{30{40{50]60

;l‘hen for the same week be sure to get good statistics from volunteer reports on
how much time they spent with offenders or otherwise on the job. This gives an
:)n;zut—toutput ratio of staff time invested in supervision in relation to volunteer
utput,

You can also compare how much time volunteers say they spend with staff

iQo’ilesinImaire B later) with how much time staff estimated they're spending with
unteers,

:
y
i
gi:

i v i
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Some other statistics can be adapted to the ohjectives of a particular program,
e.g. for a tutor program, dropout and/or re-entry rates, school grades, school
disciplinary reports, etc. For a job program, such things as number of jobs found,
persistence in jobs, ete.

At the end of the year, simply draw these together in such categories as:
total volunteer contributions, in time and estimated financial value. 'This is the
imoortant program justification component in evaluation; program supervisory in-
vestment in time and money, necessary to secure these volunteer coutributions;
recidivism, parole failure, and other impact-on-offender statistics; the above for
offenders with and without volunteers assigned to them (match the two groups inso-
far as possible on nature of offense, age and situation):all of the above can also be
compared between different kinds of volunteer programs and/or over time, bebween
previous years and the present year.

Good Observation and Comimunication

Evaluation isn't all statistics. Keen and honest observation can contribute
significantly too. This observation should be more or less systematized in rating
forms, hut if it's relatively informal it can help. Simply keep alert at volunteer
meetings, staff meetings, and in individual contacts with staff or volunteers. Lis-
ten to offenders, too, and jot down what you learn about the program, critical or
commendatory.

A systematized form of self-observation is also useful and simple enough so
any agency can do it. These forms reflect:

Staff Reactions to Volunteer Programs
Volunteer Reactions to Volunteer Programs
Offender-Client Reactions to Volunteer Programs

SCORECARD, for evaluating general administrative procedures
and accomplishments.

Why four forms? The principle is to regard a volunteer program as part of
a social system which must be responsive to the needs of at least four quite dis-
tinct groups: the offenders whom it serves, the volunteers themselves, regular
staff, and the Director of Volunteer Services who knows the administrative aspects
of the program most intimately and directly. Therefore evaluation must develop
input from each of these four sources.

Indeed, to be complete about it, there are four other evaluative input sources
that might be considered: reactions from the offender's parents or peers, reactions
from the community at large, reactions from social service and social control
agencies in the community which normally interact with the criminal justice agency
and finally, an outside evaluator. This person can provide an outside perspective
on the program, input and cross-comparison of ideas from other programs.

However, input from the first four sources--offenders, volunteers, staff
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and volunteer program director--are of the most immediate importance in evaluation
of the program and prototype forms have therefore been developed for them. These
forms are intended to introduce a modicum of standardization into the process, with-
out suppressing individuality of free-running comiment. They also help to make the
evaluative process less time-consuming. We must indeed beware of over-reaction.
Volunteer programs are primarily service delivery systems, and if they invest more
than, say, 5-10% of their effort simply in looking at themselves, that may well de-
tract too much from their principal function. :

It is strongly suggested that you adapt and refine wording to your own tastes,
your own situation. As for data collection, forms A, B, and C might be collected
every 3-6 months, and can be filled out anonymously.

Form D, the SCORECARD, should be filled out about every six months, by the
person who most directly supervises the entire volunteer operation, But it is also
useful to have other staff with various degrees of connection to the program fill it
out for comparative purposes. The whole set, along with other evaluative data (e.g.
statistical records) should be put together in summary form every six months, dis-
cussed and, after discussion, implemented. Evaluation makes senge only as action
is taken on its duly considered results. So be sure to discuss at least the gist of the

i
|
H
i

!
|

evaluation thoroughly and quickly with all people concerned in the program. Then
move out into remedial action, based on the recommendations, Evaluaticn in vacuo
is a farce.

A, STAFF REACTIONS TO VOLUNTEER PROGRAM

This questionnaire is not just to ma%e more paperwork for you. It's
because we want your frank ideas <a the improvement of our volunteer pro-
gram. ‘

1. How long have you had any sort of contact with the volunteer pro-
gram?

2. How much time during an average week are you in any sort of con-
tact with volunteers ?

3. How do you see your main role in relation to volunteers ? (direct
supervisor; they work with cases I also work with; they help with
routine around the office, etc.) Please specify.

4, Could the agency use more alunteers now? Fewer volunteers?
About the same number ?

5, How could volunteers do their present jobs better ?

6. What jobs,' if any, could volunteers usefully perform that they
don't now ?

7. Could any jobs volunteers now perform probably be done better or

more efficiently using paid staff ?

8. What are some of the things you see as particularly helpful in the
volunteer program?

9. What are some of the things thgt could be improved?

10, Any other comments you'd care to make would be most welcome.
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Note: Questions 8 and 9 could be amplified to include specific reference
to what staff feels is good or needs improvement in their supervision
of the volunteer.

Very Rough Scoring System, if you want one:

Q@2 + 10 if 5 or more hours a week

Q4 + 10 if "more"; -10 if "fewer"; 0 if about the "'same"

Q6 + 5 if one job mentioned; + 10 if two; +20 if three or more

Q7 - 10 if one job mentioned; ~15 if two or more jobs mentioned

Q8 + 5 if one thing mentioned; +10 if two; +15 if three; +20 if four or more

Q9 - 5 if one thing mentioned; -10 if two; ~15 if three or more

Total (Signs considered) and add 10 to total for an index of staff reaction
which runs from 0 to 160. Note: (1) this index will not be directly comparable
to the scores on Forms B and D. (2) there is a great deal of useful informa-
tion in the questions here, not used by the index.

R. VOLUNTEER REACTIONS TO VOLUNTEER PROGRAM (appropriate
spacing of course)
We need your help again--your ideas to help us improve our volunteer

program. :

1. How long have you been in the volunteer program?

2. Please describe briefly your volunteer job(s).

3. Where does your volunteer time go in an average month ?
hours with offender, or otherwise on the job
hours consulting with regular staff
hours in various volunteer meetings
hours filling out reports, paperwork (not part of job
itself)

4, What are the main reasons you joined up as a volunteer ?

5, What are some of the main satisfactions you're getting from your

volunteer work now ?

6, What are some of the main frustrations ?

7. What do you see as some of the good things about the whole volun-
teer program now ?

8. What do you see as some of the things that could be improved ?

9. Please describe any suggestions you may have on useful new jobs
volunteers might fill in this program.

10. Any other comments you'd care to make would be most welcome.
Note: Questions 7 and 8 could be amplified to include specific reference
T to how volunteers view the quality of their supervision by regular

staff (good and bad).

Very Rough Scoring System (If you wish)

Q1 Up to 18 months, 0 scove; 18 months or more, +10 points,

Q3 If "hours with offender on the job" is more than 10 times '*hours consulting
with staff'" +10 points
If "hours with offender on job" is more than 10 times "hours filling out
reports" -+10 points
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Q6 -5 if one listed; ~10 if two; -15 if three; ~20 if 4 or more
Q7 +5 if one listed; +10 if two; +15 if three or more
Q8 ~5 if one listed; -10 if two; -15 if three; -29 if 4 or more
Q9 +5 if one listed; +10 if two; +15 if three or more

Total (Signs considered) and add 40 to total to get rough index of voluntecr
reaction which runs from 0 to 100, Note: (1) this index is not directly com-~
parable to the index for Forms A and D. (2) there is a great deal of useful :
information in the questions not covered by the index.

C. OFTFENDER REACTIONS (appropriate spacing of course, and even a rough
index is probably inappropriate here)
We'd appreciate your help. We hope you'll give us your ideas on how the
volunteer program can be made better for all of us. Thanks a lot,
1. What are some of the good things volunteers do, that help you?

2. What are some of the things volunteers do that maybe don't help
quite as much?

3. What are some new things volunteers could do that would be good ?

4, Are there any ways you could help volunteeirs in their work ? What

are some of these things, please?

5. Anything else you'd like to say about the volunteer program, please
just write it here. »

D, SCORECARD (Geuneral Program Administration and Management, to be
filled out by person most directly concerned in program leadership)

Want to see how you're doing ? Below are some representative questions
to help you take the temperature of your program. Of course, not all questions
are equally relevant to all courts, and you might even want to make up some of
your own scoreboard questions.

Place two checks on each line if you're sure it's true for you.
Place one check on each line if you're uncertain orif it's only

partlytrue . . . . . . o o o . . . 00 .
Leave the line blank if it's not true for your program

.

1. Spent at least three months planning our program, before it
started, carefully consulting all relevantpeople . . . . . . . ..

9 S

During this time we looked into at least 3 national publications
on the subject, . . . . . .

.

3. We have written volunteer job descriptions, at least 2 paragraphs

long . . . . e e e e e e e e e e e e e e e e e e
4, Deliberately go out after the kind of people who can fill our

volunteer jobs . . . . . . . . . . . 0o e e e e
5. At least half of our volunteers are personally and consistently
involved working directly with probationers . . . . . . .
Definite plans or efforts to involve ney types of people as
volunteers: minovity, vonnger, of’

&

o
i
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7. Before accepting volunteers we use and study a volunteer

background registration form . . . . . e e e e e e e e 00 31. Volunteers have a desk or other designated place to roost at
8. Each volunteer is interviewed at least once before acceptance . , 32. Provision for good experienced volunteers to mo > 1 ‘a. court -
9. Each volunteer is interviewed at least twice by different people. i sibility and status as volunteers, e.g. head \;01 Vet up in respon~
10. At least half of the clients we think could benefit from volunteers, ; advisory board, st 3, ©.8. unteer, volunteer
Nave thell o « » & s o o o 0 s 4 e e os e e e e e et I 33. At least one of our ex-volunteers is now On.re.gt.ﬂa'r i)a.id .st:aff. .
1 34. Of volunteers who complete training, at least ‘wo-thirds are with .
11. Require at least five hours volunteer orientation before v us at the end of a year (or their assigned hitch). .
QSSIENIMENE « « o « o o e e e e e e 35. Atleast a third of our new volunteers are broughi in by prese;nt‘ T
12. Judge and/or regular staff are closely involved in volunteer volunteers e e e e s s e e e e s e ;
orientation . s
13. We have in-service training meetings monthly or more often. 36. Within fi . g
14. Tilms and/or tapes, and/or slide shows, and/or role plays ’ n five minutes, we can tell you (a) exactly how many volun- )

teers we .have, and also (b) for any individual volunteer, current
f address, job and assigned probationer, if any . . s
37. Volunteers are required to report at least once a month by .
phone or by report form and we enforce this . . . .
38. At 1eas.t twice a year we systema’cically‘ask regular staff wha .
they think of volunteer progeams . . . . . . .
39. Ditto, both volunteers and probationers, what they think.
40, -Gener?ll.y, volunteers are actively involved (e.g. advisory board)
in decisions regarding their own volunteer program. . . . '
41. We have a regular statistical-evaluative component supervised
by a professional in the area .

used for at least 25% of the total training time . ..
15. Each new volunteer receives and keeps a written orientation
16. Systematic effort to orient staff to working with volunteers. . .

17. We have at least two main alternative work roles for volunteers.
18. We ddl iberately seek maximum compatibility of volunteer and
probationer by asking and assessing both volunteer and

« e

probationer. . . . « o . e+ e e e s 00w 00 S
19. In addition to intuition, we employ specific compatibility
eriteria such as home location, interests, sex, age, etc. .
90. Volunteers sign or explicitly assent to a work contract of
specific time commitment over a maximum period of at least
eight months . . « « « « o ¢ ¢ o o o ee s e e
21. During past year, we have been forced to terminate at least

e« B e s » 2 e e & 8 0 & o

42, We prepare a regular, carefully considered budget for the
volunteer program. . . . . . . .

43, We keep good account books and formal records 0;1 the program.

[ TR

one volunteer . q
. _ N | 44. At least one-half of our volunteer program funding is from Jocal
w7 : = sources (including below).. . . . . . . . R
9%. We have a regular position of Volunteer Coordinator or Director. 45. At least one-half funding is incorpor in reguiar state or 1oo £
—_— . ' 5 ated in re : s 1oo
93. He or she feels he has enough time to do the job adequately. . . o probation-parole budget . . P gular state or local
94. Volunteer Coordinator is suitably paid. . . . e e . ) AL L S —

25, Our Volunteer Coordinator has attended at least three days of

{raining institute-conferences, also has read at least 150 pages [ 46. We have a newsletter for our volunteers, monthly or bi-monthly

% in this specific area, inthe pastyear . . . . « . « « « = - - o 47, Main .(or .only ) local newspaper has at least 3 favorable articles
X 26, Our Volunteer Coordinator hashis office near other staff and is b 48 i;r ;adltor ials on volunteer program, eachyear . . . . . . .
: regularly invited to attend staff meetings. . . . . . . - e o . . At least one of those is not deliberately requested by us .
: 97. Not more than 40 volunteers for each direct supervisor of 49. Regular staff invited to talk on program at least 10 irimes a' yea;:
VOIUMEEETS « o o o o o o o o o 8 o o n 0 0 s 0w i 50. Both police and welfare have expressed approval of our volunteer -
.‘ﬁ ) progranlo--o--»-.--.-
28. Each volunteer has an I.D. card or lapel pin or other suitable s
i court {46ntifICAtion « « + .+ o e e e e e e e e e e : '
B * * * S S i . N
’ . 99, Certificates and/or volunteer recognition meeting at least once 0 CORING YOURSELF: JUST COUNT THE CHECKS
a year T I L Roushlys Total Volunteer Program Score
30. Regular or supervisory staff are also recognized for their "'“““oxz '
leadership role in volunteer programs. . . . . . - « - - 25"52’ you h:“ﬁ* ;‘ long ways to go, as you probably know .
! ~50, you still have a ways to go :
33-75, about average, maybe a little above
~100, good for you, but keep the excelsior spirit!"




Notes: Naturally, newer programs don't have as much chance for high scores; i

takes several years to reach anywhere near your full potential. So, why not

b
score yourself again in six months or a year, to assess progress. And, we'd |

'

deeply appreciate it if you'd share a copy of your present scoreboard with us, |-

ber of courts,

i

: . : e |

confidentially of course, except for our reporting composite results of a num |
|

{

Your suggestions of things to add, or take out would also be most Welcome.g B

HRPACE BELOW FOR YOUR OWN COMMENTS, IF YOU WISH: J

:
;
J

The SCORECARD is intended to capsulize the principal standards and guideline:

of this hook,

Assuming that it does so adequately, it is clear that all of us have a ways to g -

in perfecting program administration. The Scorecard scores the Center has ?ov;ré
from over 50 court-correctional programs around the country range from 30 to 89,
avaraging only 50,

It is to be emphasized that this four-form evaluation paradigm is by no means |

complete, and should be adapted to your own p.rog;r.am objectives fmd mtere:.ts. N
For example, the Staff Reaction form might include more direct questions

to the kinds of problems caused for staff by the volunteer program: The Volunteer. | ’

i : i le ed by staff,
wocction form inight ask the same sort of question about problems caus h!

Both could be queried about problems caused by offenders, and there could be some {r

input concerning compatibility between volunteers and offenc?ers. . . )
As for volunteers, some agencies now distribute special questionnaires to

drop~out volunteers to determine the reasons for this, and, hopefully, to preven}.ct ;tr e
in the future. Similarly, the Oklahoma City Municipal Court program has volunteer |

i

specialists conduct a termination interview with each offender de-briefing .them on
what they got out of their experiences with their volunteer, things they believed
changed in themselves, ete.

. . : 7'01181‘ C )
There are other ways in which these four forms do not stand alone, Obviousijy 4

theyv should be coordinated with the records and statistics deseribed earlier in this

chapter. Moreover, if and ag you have the time to do so, the forms can be used 28 -

a basis of a structured interview, rather than just simple self-evaluation, thus
developing an enriched input from your evaluation sources.

et

AL
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A Sample Evaluation Plan

The following evaluation plan gives some idea for a juvenile court volunteer
1 rogram just beginning of how evaluation could be done. It combines basic statistics
with observational impressions, both from the inside and outside, over a six-month
period. This general format should be adapted according to the time and resources
you have, your program goals, the nature of your agency and offenders, ete,

Note particularly that a plan as sophisticated as this may not be within the
means of every volunteer-using agency. There are ways to cut it down, e.g. one
outside evaluator instead of two, a volunteer record-keeper instead of g paid one,
ete.

But the full plan as described below is not overambitious if you have a built~in
budget for evaluation. Indeed, virtually every LEAA grant to volunteer programs
insists on such an allocation for evaluation,

The plan outlined below, for example, is a variation of one actually conducted

by the National Information Center as outside evaluator, at an approximate cost of
$2,000 - $2,500.

PROGRAM EVALUATION PLAN

This plan should ideally encdmpass a peribd of roughly six months to one year

depending upon program maturity, objectives, funds available for evaluation, and
evaluators recommendations,

I.  Evaluation Plan Preparation :
This is prepared by the outside evaluator from site visits with agency

and program staff, from program grant information, and from a staffing
out of comparative research information which may be relevant,

II. Information Needs

A, Outside Observations
These will be gathered by outside evaluators site visits and consul-
tations with individuals involved with all phases of program operation.

Site visits will occur both at the beginning of the evaluation phase, and
at the end.

B. Inside Observations

The Scorecard will be administered to select inside staff at the begin-
ning and end of the evaluation phase. Questionnaire A will be filled out by
all staff involved with volunteers at the evaluation beginning and end,
Questionnaire B is to be administered to all volunteers, who have been
with the program at least six weeks, at the beginning and end of the
evaluation phase. Client Input (Form C) will be filled out by all clients
involved with the program for at least two months, at the end of the
evaluation, This should not be signed, nor administered by a volunteer,

C. Statistics '
1. Client
Emphasize gathering close-in statistics dealing specifically
with your program objectives, e.g. client drop-out rate from

B R RTNR e N SR
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program, SUCCess getting jobs for job place.ment prograsj,
achool grades for tutoring and school associated prigra ,
iime spent at home for famﬂy—-supp?rt proigr'ar.ns, etc. .

Also, gather other data regarding recidivism, revoc
tion, re-arrest, institutionalization, etc.

#. Volunteers .
Gather time input and turnover rate data.

i

4, Staff o
Gather time input into program data and how this time

vos invested.

[zy and (3) should be as close to weelkly as is feasible.

1. tither Information . _

e s o eonsinual flow of all printed material put out by thehprotgaxf'? ,
s T ;i or any other material normally distributed to the stall,
HTRRE I R ST RV AN SE R

ing i i nsultants.
volurtewrs, or community at large, coming in to the outside co

T, Avazaarion b Preparation .
7Y, Svaraaiion Eeport ' s
Tis wil ive completed by the outside consultant after due analy

of al ihe gaove paverial,

e A

g A R b e T

FUNDING AND FINANCEL?

Volunteer Programs Are Not I'ree

There is a balance sheet in volunteer programs, too, First, ‘his is because
volunteer programs do cost money, and second the kind of balance we always hove
to seek between utter indifference and overconcern to management issues, Jvadicg
issues should be faced realistically, but on the other sde of a thin line, we should
not get obsessed with money. One of the beauties of volunteer programming is that
we can do good things without being utterly restricted by financial considerations,
We can be positively opportunistic without strangling on our purse strings, OUn i
other hand, without some sort of continued financing guarantee, too many programs
get started, raise hopes, and then disappear, While it is possible to begin a pro-
gram, especially a small one, without having money secured, efforts for en-pofnz
financing should commence right at the start, so as not to lose a good program
through indifference of funding sources.

As one fund~raiser put it: ", . .all should realize that there is a long lea™
time needed in any significant fund-raising effort. Months and months, someiv 3 | 0
more, of real hard work in planning, analyzing, research, all kinds of prepua-ut-on''”

Several other professional fund-raisers stress the need for rescarch and :so-
ful groundwork in preparation of your fund-raising solicitations.

Over the long-run, money need not be a primary consideration, but it hu
better be a strong secondary one. The respondents to our survey, when asked to
list the main problem areas needing improvement in their volunteer prograi,
from among 17 possible choices, ranked ""more money to defray volunteer program
expenses' eighth in order of importance. Thus, while funding is not the mosi
important problem for them, it is a substantial one.

It is not difficult to see why this is so. Only 41% of the volunteer progeams
reporting had a full-time paid coordinator or supervisor of volunteers. Yet,
almost 70% of these agencies were responsible for 150 or more offenders, and

1 ' .
9The authors are particularly grateful for review of this chapter, and sug-
gestions, by Mr. Tadini Bacigalupi, Jr., Director of the Haigh-Scatena ouadation
and Mr. Theodore Herman, Board Member of AMICUS in Minneapolis, Minresota.

We also used as resource a paper prepared by Mr. Emerson Snipes for the North
Carolina Volunteer Training Project.

20
Mr, David E, Miller, 344 Westchester Ave,, Mt. Vernon, N,Y.: "Six

Talse Reasons Why Fund Raising Should be Delayed, " in the Journzi "Fund Raising
Management,
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On the reasonable (but
(a)  Recogrition iteins (in some quantity)

almost 40% were responsible for 500 or more offenders.

difficult to test) assumption that an agency's ceiling for volunteers is at least 50%
of its caseload of offenders, one can presume that many agencies with part-time L D-' vards for volunteersm-mmemmm________ ‘
coordinators are unable to attain appropriate volunteer ceilings of 100 volunteers gg;{; certilicates mm e T ;’ft cach 3
and up. (b) Maiungaﬁ?;l;tt-es OB Q0L o $;E‘~:uc?,

5 ing notice to 150 volunteors costs between $15 and ::()each

L figuring secretar w1 i
| Ing; .)hroas cqﬂa:ml and printer's time, envelopes paper and post
: ofs volunteers handle th ia it o ‘ low o6
| T e secretar ies i a
55 to 610 cretarial duties it ean go as low ag i
(c) Most volunteer: i i
Ts provide their own offj i \

: office i :
| cxccept tor thons Tl o supplies most of the time,
| A NP regularly st tue rourt in administrotive sup
. . In oU volunteer 1 an; S in oL )
i : programn, the vearly cxiras in ofii
? supplie o : s yeariy criras in oliice
| pp ed by volunteers run about $10-$50 (pencil L o
i emvelopen) pencils, pens, seationery,
; (d) T the same size

€ program, extr: ial ti i

3. gram, extra secretarial time m support of volun -
]
|
|

The only exception to funding as an area of concern would be a small or a
token program, say less than 10-15 volunteers. Here, costs may be absorbed in
the regular agency budget, or out of volunteers' pockets, But as the section on !
program planning emphasized, we should not ordinarily be satisfied with incidental
programs. Corrections has had enough of tokenism.
For all non-token programs then, the rule is that though volunteers work free,
volunteer programs cost money. We can even tell you approximately how much, )
although estimates vary widely due to the present lack of systematic cost analysis
research. Approximately 10¢-25¢ per volunteer hour for material support costs:
printing, mailing, travel, etc. Approximately $1-$1.50 per volunteer hour when
costs of staff supervision are considered, as they should be,

Mr. Emerson Snipes of the North Carolina Volunteer Training Project breaks
down specific expenses as follows, his estimates differing slightly from ours:

tee { i
est;;,at;o; ;sczz;slleo:;l11ettcr—typing, information, locating files, ete. is
5100 5 pane 2 as‘ o hand 2 hours a week, which could run as low as‘
| bo dowmmea i e gL as several Flundred dollars. The amount will
oo ons axfe M :rtx eer secl‘fztgrles do some of the work, or regular
(o) Botoy o o8 o {nal 9 abfsorb it in addition to their other duties,
o incommg \;011_1 Iftselesr;) BI(EI.lilsdle)r's ?S—page orientation booklet, given
time, and excludes staff ti'me spenii'l ii;;lgfliogdxggflzlf 200 copics at o

e e e

Overhead expense -~ 10¢ per hour of volunteer contribution

Categories of expense - space rental, stationery, supplies, o MUMEth matgmm oo 8] '
travel, bak  sitting, telephone, reward programs, special \§ II:Olde‘rS (COvers)—————--~--_.._‘_~________~____"_'_"_'_"_"_:: $ q*-f”
project supplies i i s:ff;;;i;{}f """""""""""""""""""""""""""""""""""""""" - ’;;8
Staff time - 25¢ per hour of volunteer contribution (at $5. 00 per hour wage) \\ Printer's tin:zie(xgt}u-hm/% Ste-nms) T e 31: 90
Categories of expense - consultation services for volunteers, problem || Labels (white, for co“feoll‘;“_“_e_r_cjﬂ) ————————————— m———— 20. 00
solving : Gold seals mmmmmmeee o TTTTRmmmmes - 3.00
Training expense - $1. 00 per volunteer - Assembling ~--__“"“_”_________::: """""""""""""" — 10,00
Categories of expense - books, manuals, and materials (approxi- | - T o 1500
mately 1/2 total), visuals (footnoted), special training Cost pex book (approx, ) —eeee--o ® 150.50
““““““““““““““ - .50

personnel, miscellaneous training expenses {coffee, pro-rated |
space rental) . Anott

| Other way of appreachin ' is i

P , co ¥ i

| pense accounts of two court( volul%teei; 31131}3 SLS emonn s ot acuual e et

| » Who did request almosi, complete reimburse- -

{

i

]

!

Coordinator - $5. 00 (approx. 1 hour) for each volunteer per month
ment for ice~1
O service~related expenses (names changed, but expenses are actual)

(avg. 16 hours of volunteer service per month)
Categories of expense - salary (all other expenses covered in

overhead)

Abipai :
1gail Shepherd: Volunteer Deputy Probation Officer (DPO) May 1967

‘ Date Activi R
* These cost categories don't include all out-of-pocket volunteer expenses for | - 5/3 DPOc igelgiﬁn . grﬁe Sbent Expenditure Amount
. recreation or activities with the client or special services to clients such as medr;| . 4/24 Long distancge callczclérrsn b Babysitter $ 2.25
o f bt roba~ .
% cal or psychiatric exams. tioner's mother (bill ;{tgcheﬁ) Phone call 3.97
In 1968, Boulder, Colorado's Juvenile Court Volunteer Program broke its | ! 5/9 Court workshop organizational Babysitter
material support expenses down as follows: ' 5/12 ¢ meeting 1.10 !
: < 1o 14 Registration duties at workshop, Babysitter for 11 4
2~day é » for ;
‘ 2y court hours, husband 8.25 i
available rest of o
time s
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All the above leads to an approximate estimate of $100-3150 dollars per vol-

" unteer per year for an adequately supervised supported program. Moreover, accu-
 rate figures for the AMICUS Volunteer Program of Minnesota work out to $125. 00

. per volunteer per year.

As you dip substantially below this approximate figure you risk a stunted,

‘ thwarted program, inadequately supported, and not properly accountable to the'

¥
{
i
1
i
§
i

i

i,o volunteer programs in closed correctional settings, in institutions? Our best

agency. You are also forced into an exclusionary volunteer recruiting policy, los-

| ing a whole range of high-potential volunteer types who simply cannot afford to pay

~ their work-related expenses out-of-pocket, e.g. many students, minorities, the
‘poor, ex-offenders, retired people, etc.
Curiously enough, there may also be some risks in substantially exceeding the
'$150 figure. Some programs spend $400-$600 per year per volunteer. This does
. render fine support for the unique qualities of service which volunteers can contri-
bute, but it also makes a volunteer program harder to justify. Thus, this same
1$500-$600 per volunteer year for fifteen volunteers would also pay a full-time pro-
fessional working with an intensive caseload of only 15. This professional could
~.spend three to five hours a week with each offender, which is as much as most pro-
‘grams expect a volunteer to spend! In any event, people who spend $400-$600 per
‘volunteer year should have to justify their programs comparatively to intensive
cageload approaches, rather than traditional approaches.
Of course, as your volunteer program grades over into "subsidized volun-
teers, " "paid interns,'" and "semi-volunteers, ' the $150 per volunteer per year

5 figure no longer applies. And there may be good reasons for this, as already men-

:tioned: bringing in a whole new range of people who couldn't otherwise contribute--
students, the poor, ex-offenders, indigenous people, retirees, etc. The extremes

on which we pegged-~zero, $150, $600--assumed middle-class volunteers receiving
no direct compensation.

P Virtually all the foregoing and subsequent cost figures in this chapter are

: ibased on volunteer programs in essentially open settings--diversion probation, and

v

group homes. The question may validly be raised: do these figures apply similarly

% estimate at present is that they do. Indeed, the closed setting AMICUS volunteer
| Drogram of Minnesota gave us an estimate of approximately $100-150 per volunteer
. Peryear, which matches our independently arrived at estimate for probation vol-
: Unteer programs. Looking over the previously provided breakdowns of cost cate-

gories, one may expect that such items as volunteer travel or program supplies

~ Abigail Shepherd: (continued) Expenditure Amount
3 Date Activity and time spent Her dinner $ .90
q 5/15  Outing with probationer Her dinner .90
: 5/22 Outing vrith probationer 5 17,37
Total
. \ ogram School
1 Mayflower: volunteer Test Adminisirator and Tutoxr Prog
Carol May: : $
Linison, January 1967 Time Mileage Expenses |
|
$ 2,00 |
At court: 12 29.5 $ 2.0 }
Testing: 1/4, Lo 18/67‘ o %
gcoring tests: 1/4, 11/67 . i
v 5 1
college: - 16.9 »
fre *I‘ut%rial sessions: 1/12,16,19/67 2-1 (sitter) }i
|
|
‘Travel: tosting--
Tor tutoring program and tes |
1. To college for tutor reports, 1.5 16.5 {
1/10,17,24/67 - ' |
9. Baseline Jr. & Casey Jr. High, 1 9.5 ;
approx., 1/10/67 ?
3. Boulder H.S, and college, 15 3 §
: . /67 .
: approx., 1/1 5 6 |
f 4, Boulder H.S., 1/18/67 o 5 28 . 30(tak
A 5. Broomfield Schools, 1/13/67 .
. 6. Tutor reports--to court, approx., s 7.5
; 1/26/67
: 7 H/ome of tutor—--review texts, efc., 5 o
’ . 97 /87
approx., 1/21/5 . a- 20
8 Misc. té‘avel for tutoring, apprf)x. 3-&
9. C.U.--Dr. Cartwright with attl—r' s 16.5
" tude test results, 174, 12, 19/67 "
My home:
& y Book mventory—-—calls to tutors
= -egarding modifications, changes, 5
i ents, ete, in book loans .- me):
" A?tfgr?tigx? Hon’le (Vo].'.mteer~Sufﬁp°1"ted Group Foster H(:)LS 2,90
o With husband, supvrvise: 1,22,27/67 12 (sitter).
. 55 175 § 6.2

% Totals
E Note: This lady includes an &
4 listing of mileage althoug
at 8¢ a mile, $14 would have

e ——
e par s ———

v ————

ixp dv————

ctivity and time analysis in her 1
1 she does not ask reimbursement for 'dufs‘;;319 >
been added to her youcher for a total of $19.20.

st sy g

If she had,

/

o,
b a—

b ‘(‘e. 8. arts and crafts) could sometimes run a little higher in an institution program
%nd factors such as these may account for the fact that Job Therapy, an institution

H

NEY ,p'grOgr am in the state of Washington, has reported spending several hundred dollars
eport, and &%

pger. Y ?ar per volunteer. On the other hand, this particular program seems to give
a;dlsthtly more than average level of support to itg volunteers.

i
%
3
1
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Planning by Budget

The principle is: plan heforehand inscfar as possible. Cast a budget, pre~
program will cost, so you know how much money you'll have to
alternative: do it iirst, in a small way, and hang
do, and if you do it well, the
tive communities boast~

dicting what yvour
raise, DBut as always, there is an
the cost. Let potential contributors see what you can
money will come, This has worked in certain kinds of recep

ing productively opportunistic volunteer programs.
but, at least for larger scale efforts at first Jaunching, we recommend care-

ful pre-hudgeting, even if you don't have the money in hand, or even know where it's
coming from, IU's good planning discipline, in case your eyes are prone to get
larger than your capasity, Besides, local, state, federal, and private foundation
funding sources almost always insist on a budget as a prerequisite to disbursing
funds. And most non-token volunteer programs today are funded in that manner.

Three Actual Examples of Volunteer Program Budgets

Let us proceed, then, by conerete axample, Here are three actual yearly

budgets (1970) from volunteer programs.

The first program had 309 uctive v
county court setting, adulis and young adults.
private local donations.

olunteers serving 313 defendants in a
Money was raised principally by

Capital Outlay $ 1424. 00
Dues, Meeting 150. 00
Squipment, Repair, Maintenance 55, 00
Other Expenditure 250. 00
Postage 130. 00 -
Printing, Reproduction, Mimeo 450, 00
Professional Fees 420, 00
salavies 11,378, 00
Telephone 342, 00

$ 14,579. 00

N
Capital Quilay: Request $1,424. 00

If n now department is being established, the following items would be needed

to set up such a division:

2 Electric typewriters @ $380 3 760,00
1 Five drawer legal size file cabinet 95, 00
9 Two card cabinets (index) $6.50 13. 00
9 Office desks 55x31 @ $180. 00 390. 00
9 Steno posture chairs @& $72. 00 144. 00
2 Wastcebaskets @@ §4.60 9,00
2 Desk Files @ $6, 50 13, 00

$1, 424, 00

DRRHEIPNRERIES.

)
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All of ifi
above would be classified as nol-recurring expense

Dues and Meeting: Request $150. 00

Dues, Registration and Mi
, . ileage are included in the fi
%\\/ﬁ{[ﬂ(ﬁage In-state figured at 10¢ per mile e flgure:
em.allo!:ment—approximate $10. 00 per day
Lodging figures at  $15. 00 per day ~

$150. 00 i ini
] 1s minimal request for attendance at a 3-day conference

Other Expenditures: Request $250. 00

A testi ]
Ing program for defendants will be established to augment to

.

Professional Fees: Request $500. 00

Two e £
X nigﬁ:?is:;?s from .the Graduate School of Social Work chare $
ree evening training sessions for counselors LCfset $31505

p < Ilg * c p y éa ua
.

Salaries: Request $11,358

0 . .
ne Probation Officer, $570. 00 per month $ 6,840 pe
, T year

One Deputy Clerk at $367. 00 per month 4,518
! . per year
Total $11, 358
Telephone: Request $342. 00
One phone "director" ]
r" at $18.50 per month
One standard phone at $10. 00 per month ¥ igi 80
20.00
Total $ ~ 342.00

»

Usage

1. Notebooks (VPO's)

3. Volunteer Certificates ’ 2 00

3.  4x6 Index Cards i6. 00

4. I.D, Cards 30, 00

5. Office Supplies 76, 00

. Postans 376. 00

7. Training Materials 300,00

8. Miscellaneous Expenses 300, 00

9. Publication Purchase Z(())g "
. 00

Sub Total $1,718. 00
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The third actual yearly budget is from an activities~oriented program designed

Paper ; for 150 volunteers, principally diversion of juveniles from: full probation status.
13} Cc0S §
Volunteer Registration Form 1/2 reams cost Staff Allowance: | $ 17,379.60 :
Volunteer Orientation Book 10 ~ reams Director: Salary $7,200. 00 .
i ion Report 1/2 reams cost FICA, Work, Comp., Ins., etc. $889. 80 o
Group Discussion hepor 6 reams cost | Asslstant Dix - Sal . * . .
Group Home Intake e . cont L ssistant Director: Fé;éxzy 3;7, 2130.000 . . . '
rea ; , Work, Comp., Ins., ete. $889.80 i
rms ! R : ? o
‘F/-POt I;ejg:irio(}uide 1/2 reams cost i Part-Time Secretary: (About 10 hrs/wk), Salary $1,200 s
oste - cost - , o
Tutor Report 6 reami ot Printing, Paper, Office Supplies: 5,000, 00
Foster Home Intake 1; 2 reams cost Includes training materials, promotion materials, photography s
.1/2 reams T
Group Heme Output 1/9 reams cost Mileage: 2,700. 00 5
Volunteer Pads 4 reams cost 30,000 miles at . 09/mi. ) j‘
] e D ‘
Miscellaneous 33 reams $ 23100 Sub-Total $25, 079. 60 L
00 L
Usage 3 1,718 Camping: - 2,20
' L COST ping: . ,200, 00 |
TOTA Paper $ __%3.1._%% Two River Trips o
Total 31,949 $300. 00 each $600. 00 o
Forty Plane Ride-Fishing Trips -
$15. 00 each $600, 00 RS
: sts: ‘ ' -
Volunteer Program Yearly Personnel Co Twenty Camping Trips i !1
Staff i $50. 00 each $1, 000, 00 .
. 8,400,00 | - . . o
*Volunteer Program Coordinator Miloage $ 960. 00 Insurance: 350. 00 o
. }bei‘g(‘) - s m Volunteer Subsidy: 1, 000,00 z
o~ ’ .
$ 1,920.00 | ‘ Office Rent and Utilities: 2, 000,00 !
H] ‘ ; ' oy
*Probation Officers . - 300,00 | Telephone: 250, 00 -
o officers 10 hours per week Mileage 220,00 x
Sub-Total  $ 2,220.00 | TOTAL $30, 879, 60 L
*Total $ 11,582.00 i

N P Here is a sample justification for this third budget. &
a redesignation of wage ordinarily paid { 7

FNot an additional cost to Courts but Staff Allowance: We have two full-time men and’a part-time secretary. I

for other duties. “ think with these people we will be able t6 handle a maximum of 150 volunteers. ,:
o’ - s . ;
. s We are going to be developing group leaders among the volunteers, and this
: : will perhaps enable us to handle even more. For an on-going program that
i was not expanding I think this number of staff would be able to handle even

more volunteers; but since we are constantly developing better training meth- q
ods, volunteer follow~-through, recreational possibilities, and doing our own :
fund raising, it takes more man hours than would ke otherwise necessary.

The salaries that you note here have just recently been set by our board. We o
started out last year at a much lower figure. , et

X

e
-

Vg

N

Office: This figure includes all of our promotibnal and training materials,
office supplies and photography. This figure may seem high, but we really
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strive for excellence and feel that the extra effort and money spent here is
well worth the result. A good portion of this figure goes into photography.
For example, we take trips every weekend during which we shoot up a lot of
£ilm. We send copies of appropriate pictures to both volunteers and proba-
tioners to reinforce their experience. Another program like ours might not
fecl that this expenditure was warranted, and the figure would therefore be

less.

Mileage: We feel that we will travel at 1east 30, 000 miles next year, but
this is only for camping and program travel. It does not include to-and-
from-office mileage.

Camping: This is a substantial part of our program. The river trips are

for three days and handle thirty persons each. The plane ride-fishing trips
handle six persons each, but, of course, the plane ride is donated to us. The
$15. 00 includes only gas and food. We do our own campout-type cooking.

The camping trips are weekend affairs. We leave Friday evening and get back
Sunday afternoon.

The other activities that are provided for our volunteers like use of the Y's,
Sports Center, horseback riding, tickets to games are all donated by the
community.

Insurance: We feel it is necessary to cover all of our volunteers in their
activities. We have stunibled on a beautiful plan and that is why the figure is
so low; but this figure covers volunteers and clients in any type of activity
that could be classified as an agency activity. :

Volunteer Subsidy: This $1, 000 is used to subsidize volunteers who are in
financial difficulty, i.e., minority group volunteers, college students, etc.
This subsidy is used for weekend activities like bowling and swimming, ete.

Office Rent, Utilities: Our rent and utilities don't cost us anything because
we are in donated office space, but I have put this figure in because it would
be necessary under normal circumsiances.

Telephone: No explanation needed.

) The above should give you & general idea of the amounts and pro}aortions you'll
need in various budget categories, relative to the projected size of your program.
These general rules of thumb also apply:

1. Adapt general guidelines to your own local conditions, size of program, et

2. Berry's rule: Evcrything always costs at least 30% more than you think
it's going to. However, budget error can be reduced by careful planning and cost
aalysis, < A
3. Be ready to revise as you g0 along, insofar as funding conditions permit,
at least in regard to re-allocations among existing budget categories. This will ster
from expectedly high costs in some present budget nllocations, unexpectedly low one
sn others. It may also come from necessary revision of program priorities and ob-
jectives, in the light of experience gained during the hudget year.

e
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Dollar-Input, Service Output Analysis of a Volunteer Program

done in conjunction with the Colorado State Court Volunteer Services Offi
ce,

should be emphasized it is a first
. appro N
is in process. pproach, and a far more sophisticated analysis

The following is a preliminary dollar-input-service-output analysis being

It

Juvenile Court Volunteer Program Statistical Summary
Calendar Year 1970

A. Number of volunteers through program
B. Number of clients through program 200
C. Average time spent with case igg 1
his. annual
o 2 hrs, weekly

Number of cases terminat i
ed satisfactorily durin
E. Number of cases sentenced during year d oI ?1

1. Number sentenced who had a volunteer
2. Number sentenced who did not have a volunteer

o O1 O

Juvenile Probation Dept.
FY 1972 Budget Supplement

I. Introduction:

prog::; ffc;lllo;;ing ils addo_llar—input service-output analysis of the volunteer
r the calendar year January 1, 1970 - D
b , - December 30, 1970. TI
v ;;reltf}:?: }if(;)gg;am d;ttta was excerpted from the Juvenile Court annual r;pljrt
ary data was synthesized from e i vi
. xpenditures o N
the last six months FY 1970 and the first six months FY 1971 courting during

II. Dollar Input: -

For the purpose of this re : i
' e port two main categories of
been identified: personnel cost and usage cost i o program cost have

A, Personnel Cost: (+ mileage)

Cons;l;l:Zsz.\frenéli .Pfr;bation Department during the indicated time period
a Chief Probation Officer, a Volunteer Pr

f a C , ogram Coordina
{both working titles) and three Probation Officers. The estimated perfor

sonnel costs assigned di ;
Sonner < gn directly to the volunteer program then are as

Volunteer Program Coordinator 1/2 time

1/2 wage $4, 812
1/2 mileage $ 360
Total 85,172
Probation Officer II 1/4 time
1/4 wage $2,129

1/4 mileage $ 300
Total $2. 429
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Probation Officer II 1/4 time

Probation Officer I 1/4 time

Total Personnel Cost (+ mileage) assigned to Volunteer Program = $11, 866

B. Usage Cost:

1/4 wage $2,181
1/4 mileage $ 300
Total $2,481
1/4 wage $1, 634
1/4 mileage $ 150
Total $1,784

The usage cost is an estimate of the cost other than personnel,
assigned to support of the volunteer program.

Usage
1. Notebooks (VPO's) $ 30.00
2. Volunteer Certificates 72.00
3. 4x6 Index Cards 10. 00
4, 1,D, Cards 30.00
5., Office Supplies 376. 00
6. Postage 200. 00
7. Training Materials 300. 00
8., Miscellaneous Expenses 300.00
9, Publication Purchase 400. 00
TOTAL $1,718.00
Paper
Volunteer Registration Form 1/2 reams cost
Volunteer Orientation Book 10 reams cost
Group Discussion Report 1/2 reams cost
Group Home Intake 6 reams cost
VPO Report Forms 4 reams cost
Foster Parent Guide 1/2 reams cost
Tutor Report 6 reams cost
Foster Home Intake 1/2 reams cost ~
Group Home Output 1/2 reams cost
Volunteer Pads 1/2 reams cost
Miscellaneous 4 reams cost
33 reams $ 231.00
Total usage cost assigned to Volunteer Program. TOTAL  $1,949. 00
C. Grand Total Cost Assig‘ne&\ to Volunteer Program:
Total Personnel Cost (+ mileage) $11, 866, 00

Total Usage Cost

Grand Total Cost

1,949, 00

$13, 815. 00

I, Service Out:

The following is the 1970 volunteer Summary indicating the individual
volunteer programs, the number of volunteers serving in the programs, and
the average number of hours of child contact per week and vear ,




1970 Volunteer Summary as ammended:

A.

Average No, Of
Volunteers at

Average Hours
Per Week

Annual  Based On

One Time

Total Volunteers

1970

1970

1970

1970

APO/DPO

12 months

2340

45

53*
49

Big Brother & Sister

Tutor 4

] months

1120

12 months

208
534
1508

(a3 ]

Group Discussion

12 months

12

Administrative

. 12 months

6

Professionals
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335
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160

TOTALS :
*Several volunfteers work with more than one probationer at a time.

Also, it should be noted that some volunteers
- 2

{As one is dismissed, they assume responsibility for another).

i ; tioners.
have worked with several proba :
**Based on 14 hours per week per mother and 10 per father,
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B. Service Output Rationale:

The volunteer Summary indicates that
programs contributed an estimat
probation to this department,
services the cost would have T
$30. 00 per hour
$3. 00 per hour,

the volunteers in the various
ed 16,442 hours of service to children on
If the department would have purchased the
anged from $2. 00 per hour (tutoring) to
(psychological consultation), At a low average cost of
the cost of the volunteer program services is:

16,442 hours
X 83,00
$49, 326. 00

1V, Cost Input Per Service Output Analysis of Volunteer Progr

The preceding figures indicate the following relationships:

ani:

A. _Total Budget Per Estimated Volunteer Service Cost:
Total Budget Expenditure of Court $70,504, 00
1/1/70 - 12/30/70
Estimated Volunteer Service Output $49, 326. 00

B.

Grand Total Volunteer Progran: Cost: $13, 815, 00

Estimated Volunteer Service Output $49, 815, 00

C. Hourly Cost of Volunteer Services:

14, 000, 00 divided by 186, 442, ~volinteer hours contributed, Total: $. 81

V. Concluding Remarks

per hour

The foregoing report has attempted to present a picture of the volunteer
program in terms of do}lar inputs ‘and dollar gutputs.

possible in the area of time inputs-per time outputs, resource inputs per
resource outputs, ete,

Analyses of these types are valuable for budget pre-
paration and planning, use of employees time and the maximum utilization of )
resources but often the real impact of volunteer programs atée lost in tha h
dissection, This report does not include research indicating the reduction of
recidivism and the reduction of anti-social attitudes found among probhationers

served by volunteers, nor does the report indicate the leve] of community
impact brought about by volunteers, 21

21111 discussing the above analysis, the point was made that this initjal analysis
may have somewhat overestimated the proportion of time-wage contributed by the
three probation officers (1/4 wage), in which case the cost per volunteer hour would
be somewhat lower, On the other hand, the ahove analysis did not choose to charge
off the time contributed to the program by the Juvenile Judge (the argument for which
might be quite strong in a smaller court, particularly one which had no probation
staff at all), Moreover, the mileage costs charged off were for paid staff only,
Mileage and other incidental costs, e, 8., recreation, lunches, etc. tend to be almost
always absorbed by volunteers in this particular program, and had they been explicitly
identifiable and charged off, the cost per volunteer hour would have been higher,

For the latter two reasons, the authors still believe that were 21l volunteer

Similar analyses ure - -

" s i et
. T e e L
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(Footnote 21, continued):

program expenses identifiable and charged off, with volunteers being totally reim-
bursed for all expenses, the cost per volunteer hour would still approximate our
previous $1. 00-$1. 50 estimate, The lower estimate~-3$. 80 per hour-~would of
course still apply as one chooses realistically to recognize the frequent case in-
which volunteers do absorb such expenses.

CREel
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Rais ihg the Money

" Throughout this section a distinction must be borne on mind between volunteer
programs organized as private entities, though in association with a public eriminal
justice agency, and volunteer programs which are fully integrated within the public
agency structure.

From the funding standpoint, each has some advantzges and disadvantages. It
is a complex situation, but generally a private organization has better access to
private fund-raising procedures and sources, while often a public agency finds this
access more difficult or even impossible, though its access to public funding sources
may be easier,

As to the fund raising process in general, it is by no means the science many
of us would wish it to be. It is a well-defined and skilled profession. You might
therefore consider retaining a fund-raiser, or a grantsman, also called program
developer, as part of your effort, on a paid or percentage basis.22 A few programs
now have ''"grant writer" as a volunteer position.

There is also the possibility of working with an organization which acts as a
'"hroker" between funding sources and the receiving agency, United Way or Red
Feather does this sort of thing for groups of service agencies in a given community,
though we've only rarely heard of them doing so for correctional volunteer programs 23

The same kind of model appears to be developing in court-related volunteerism,
thus, at least one foundation acts as a funding broker for groups of selected volun~
teer programs of their preferred type, over a range of icommunities. But this fund-
ing-broker model is only beginning to come on the scene for criminal justice vol-
unteer programs specifically, and for volunteer programs in general._," N '

- There are cautions to be observed here as well, among which are to be sure
that the goals of your program are compatible with those of the funding broker, and
secondly, that as a condition for partial funding of your program, the sponsor does
not make it too difficult for you to secure supplementary funds elsewhere.

22 - . s :
One of our reviewers cautions here against fund~raisers who work on a
percentage basis, unless that percentage is very small,

23Guidelines do exist here, e.g. the following from the North Carolina's State
Volunteer Organization, "United Fund requires a written proposal to your county
United Fund Admissions and Budget Committee. This will consist of a full program
outline and detailed budget and the group will have to be a non-profit corporation. It
will be a good idea to make a preliminary contact with some of the committee people
and to be prepared for a period of negotiations with them. The disadvantages of
United Fund Financing is that you are often frozen at the original level of funding
(with cost of living increases) and the great competition that exists for United Fund
Money, "




A Clhiuunel for Receeiving the Money

[First of all vou may have to have someoe legal receptacle for the money. Tormal
grants from governmental agencies or private foundations can in many cases be
received by an olready existing governmental agencey; either the agency sponsoring
the volunteer program or an agency which represents it, e.g. the court or correc-
tiemal institution which runs the volunteer program, its local or state funding board,
cle, This is, however, something to work out and be clear about in developing your
Prnddings plans, 54 o

In other cuses, yvou will want to set-up your own corporation™™ or recelving
el operating organization as a receiving entity for the money. A private volunteer
nrgauization can ugually do this casily; sometimes a public agency volunteer pro-
pram hus difficulty doing so, but by no means always, as witness the example
helow, The receiving corporation is particularly useful for smaller private dona-
tions, or indeed for private contributions at any level., Some governmental agencies
mnot legally receive private donations.

An example of 4 special legal arrangement for this purpose is given below.
sinee the Juvenile Court as a public agency couvld not receive private monies, it
st up this corporate entity to receive them, and this particular system has worked
smoothly in Boulder, Colorado, for a number of years.

ARTICLE I
Identification

Nume~=The hame - f the Corporation is BOULDER COUNTY JUVENILE
COURT DEVELOPMENT FUND, INC,

Registered Office and Registered Agent--The address of the registered
olfice of the Corporation is 1Iall of Justice, Division C, Court House,
Boulder, Colorado; and the name of the registered agent at such add-
ress is John I, Hargadine,

ARTICLE I1
Officers and Board of Directors

teneral Powers--The business and affairs of the Corporation shall be
mattged by a Board of Directors consisting of not less than three nor
more than ton who must be reSidents of the County of Boulder and
state of Colorado, and who must be menibers of the Corporation.
Moembers of the initial Board of Directors shall hold office until the
firet mumal meeting of the y.embers, and until their successors
shall have been clected aned gealified. At the first annual meeting of
the members, the number of Directors for the next ensuing year
shall be evstablished by majority vote of the members. The Directors
shall be elected at the first annual meeting, for a term of one year

‘“'!‘hv corvporation as a fund-receiving entity can be applicable either to a
privately organized or publie ageney volunteer program. The case where the
corporation ig in addition a program~-operating entity will tend to apply only to
the privately organized volunteer program,

— ]
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and shall serve as Directors until their successors are elected.
Thereafter, Directors will be elected at the amual meeting of the
Corporation,

Vacancies--Any vacancy occurring in the Board of Directors may be
filled by the affirmative vote of a majority of the remaining directors
though less than a quorum of the Board. A Director elected to fill a
vacuncy shall be elected for the vnexpired term of his predecessor in
office, Any directorship to be filled by reason of an increase in the
number of directors shall be filled by election at an annual meeting f
the menmbers.

Regular Meetings--Regular meetings of the Board of Directors shull
be held quarterly without other notice than this by law, the first medt-
ing to be immediately after, and at the same place as the first anmual
meeting of members,

Special Meetings-- Special meetings of the Board of Dircctors may be
called by or at the request of the President or any four Directors, upon
giving at least two days notice of such special meeting, either verbally
or in writing.

Officer-Directors--The President, or the Vice President in his absence,

shall preside at all meetings of members and directors, and discharge
all the duties which devolve upon a presiding officer, The Vice Presi-
dent shall perform all dutics incumbent upon the President during the
absence or disability of the Pregident, The Secretary shall attend all
meetings of the members and the Board of Directors, and shall keep

a true and complete record of the proceedings of such meetings. The
Treasurer shall keep correct and complete records of account, show-
ing accurately at all times the financial condition of the Coxgporation.
He shall be thelegal custodian of all moneys, notes, securitics and
other valuables which may from time to time come into the posses-
sionofthe Corporation. The Officers of the Corporation shall have

all powers and duties of a Director. Officers to serve until the first
annual meeting of members shall be appointed by the initial Board of
Directors.

ARTICLE IIT
Members

Any person who pays the annual membership dues is a qualified mem-~
ber of this Corporation. Any such person who attends the annual
meeting of members is entitled to vote and participate in the election
of Directors and such other business as may properly come hefore
the group.

Membership dues~-The membership dues shall be fixed by a majority

vote of the Board of Directors,
Amnual Meeting~-The annual meeting of the members shall be held on

the second ionday in January of each year, commencing i 1965, in
the Court House in Boulder, Colorado, at the hour of 7:30 P. M, If
such day is a legal holiday, then on the first following day that is not
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a legal holiday. Failure to hold the annual meeting at the designated
time and place shall not work a forfeiture or dissolution of the Cor-
poration,

Special Meetings~-Special meettngs of the rmembers for any purpose
may be called by the Board of Directors upon written notice of the
meeting and the purpose therefore, mailed to members at least ten
days before the date set for such meetings.

ARTICLE 1V
Ameiglment

These By-Laws may be amended at any time by the vote of two-thirds
of the members of the Board of Directors present at any meeting.

ARTICLE V
Quorums

One~half of the members of the Corporation and one-half of the mem-~
bers of the Board of Directors shall constitute a quorum. Unless
otherwiqe provided ‘aciion of either body shall be taken by majority
ote oi those present.
THE ABOVE AND FOREGOING By—Laws of Boulder County Juvenile
Court Development Fund, Inc., were adopted by majority vote of the
Board of Directors of said Corporation at a meeting duly held on the
20th day of June, 1966.

President
Attest:

Secretary
{») Certificate of Incorporation: Boulder County Juvenile Court
vevelopment Fund, Inc.

KNOW ALL MEN BY THESE PRESENTS:

That we, the undersigned, have associated ourselves fnr the purpose
of forming a body corporate and politic, not for pecuniary profit,
under the provisions of Article 20, Chapter 21, Colorado Revised
Statutes 1963, hereby make, execute and acknowledge this certifi-
cate in writing of our intentions so to become a body corporate and
politic, under and by virtue f said statute.

First--The corporate name of our said Corporation shall be BOULDER
COUNTY JUVENILE COURT DEVELOPMENT FUND, INC,

Second-~The object for which our said Corporation is formed and
incorporated is for the purpose of providing additional education,
treatment, material needs, and facilities for children who may be
juvenile delinquents or show tendencies of becoming juveniie delin-
quents, and to make contributions to other charitable, literary, or
educational organizations which are not for pecuniary profit.

This corporation is organized and shall be operated exclusively for
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charitable, literary or educational purposes.

Third--The affairs and management of our said Corporation are to be

under the control of a Board of Directors consisting of not less than
three nor more than ten members:

Horace B. Holmes John E. Hargadine George Taylor
544 Highland Avenue Route 2, Box 195 2302 Bluff Street
Boulder, Colorado Longmont, Colorado Boulder, Colorado

are hereby selected to act in such capacity and to manage the affaire and
concerns of said Corporation for the first year of its existence or until
their successors are elected and qualified.

Fourth~-This Corporation shall have perpetual existence.

Fifth--The principal office of said Corporation shall be located in the
City of Boulder, County of Boulder, and State of Colorado.

Sixth-~In the event of dissolution of the corporation, the assets then

owned will be distributed to satisfy all outstanding creditors, and
should any balance then remein, such will be distributed to a similar
organization which is exemp', from Federal income taxation under
Internal Revenue Code, Section 501 (¢) (3}, vr io the federal, state,
or local government, as the then Board of Directors may direct.
Further, no part of the net earnings of the corporation will inure to”
the benefit of the members of the corporation or individuals associ- *
ated with the corporation or the council. ‘

Seven~-~-The Board of Directors shall have power to make such pru-

dential by-laws as they may deem proper for the managemert of the
affairs of the corporation according to the statute in such case made
and provided.

IN TESTIMONY WHEREOF, we have hereunto set our hands -and seal,
on this 5th day of April, A,D. 1966.

(SEAL)
(SEAT)
(SEAL)

STATE OF COLORADO ) s

COUNTY OF BOULDER )

I, , in and for said County, in the

state aforesaid, so hereby certify that Horace B, Holmes, John

E. Hargadine, and George Taylor, whose names are subscribed

to the foregoing certificate of incorporation, appeared before me
this day in person, and acknowledged that they signed, sealed and
delivered the said instrument of writing as their free and voluntary
act, for the uses and purposes therein set forth.

Given under my hand and seal, this 5th day of April, 1966.

UNITED STATES OF AMERICA )

STATE OF COLORADO y S8 CERTIFICATE

st
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I, Byron A. Anderson, Secretary of State of the State of Colorado, do
hereby certify that the anmmexed is a full, true, and complete copy of
the original Certificate of Incorporation of
BOULDER COUNTY JUVENILE COURT DEVELOPMENT FUND, INC,

Filed in this office on the 13th day of April A,D, 1966 and admitted to
record,
IN TESTIMONY WHEREOT, Ihave hereunto set my hand and affixed
the Great Seal of the State of_ Colorado, at the City of Denver this
15th day of April A.D, 1966.

Byron A. Anderson

Secretary of State

Some cautions: Some governmental agencies cannot receive private contribu- | -

tions themsclves, so they don't want you to do so either, possibly because they feel

some conflict of interest or competition with their own budget requests. This issue, | ':

if it exists, must be resolved early in the game, as part of your overall financing
plans.

Obviously being chartered as a not-for-profit organization, with tax-exempt
charitable~deduction status is highly desirable for your private receiving entity.
People are unlikely to make other than minor contributions unless they can take
their deduction. Moreover, at least one authority in the field feels it is difficult
if not impossible for a foundation to make a gift to a private organization that does
not have a not-for-profit tax exempt status from both federal and state governments,
The requirements here may be fairly rigorous, and are apparently becoming
increasingly so, e.g. the Federal Government will not grant tax—exempt status to
any organization which engages in lebbying activities (and many volunteers actually
do so0, at least informally).

Some states will additionally requlre that you be registered with the
attorney-general's office, and in all cases you must be granted an exemption from
the Internal Revenue Office, which permits tax deductions for contributions to your
organization,

States are different in regard to laws governing these entities, and you should
consult a local attorney (volunteer), Hopefully you'll have one on your planning
board. You should be sure you meet the criteria of both the Federal Government
and your particular state, in regard to tax-exempt status.

There may be problems today under the tax laws, for any foundation getting
money from another one and then passing it on again. This is why we suggested
vour funding receptacle might be an operating as well as receiving entity,

Lo
i
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Sources of Funding

What you regard as your prime targets as funding sources will depend in large
measure on your program objectives and philosophy, There are at least three najor
kinds of alternatives and issues here.

First, you may decide to go out after substantial funding right froin the start
or you may prefer as an initial objective a lesser amount of ""seed money" for a
smaller or pilot phase in which the program proves itself, as a selling point for a
major funding effort later. If you opt for the ""seed money" approach, local, pri-
vate small-scale sources are more likely to suffice, rather than major foundation
grants.

Secondly, the problem of initial funding differs somewhat from the problem of
more permanent continuation funding. A Foundation or Government grant may be a
good way to begin, but such funding bodies tend to have policies which do not per-
mit sustained funding, limiting financial support for only 1 to 3 years, leaving local
resources to pick up the burden after tha: period. '

The permanent pick-up then is far more likely to be local private sources or
local government, and such sources need to be cultivated from the very beginning of
the program, even though they may not be financing it at that time.

* -+ Finally, abroader issue in criminal justice volunteerism has its implications |

here, too: the relationship between the private and the public sector,

Proponents of a private sector emphasis in funding worry about public sector
funding, especially federal or state, because it might dilute or suppress the sense
of ownership which the local community feels in "our program.' To put it more
positively, one consultant in this area said:

"Crime is a community problem that needs the atf{ention and
involvement of the community, With private funding, the establish-
ment in the community becomes directly involved in the program.
This direct involvement not only opens doors to jobs for probationers,
parolees, and ex-offenders but also is an opportunity to expose com-
munity leaders to the inadequacies of the present criminal justice
system. Hopefully, their leadership can be channeled for improve-
ment, ”

Other people emphasize that crime and its control is a public responsibility,
which musi not be substantially abdicated to the private sector. More positively,
the prestige and support of, say, the Governor's Office is crucial to a program,
not only in its development but in solidifying its continuance over the years.

In the writers! opinion, the most promising concept here is not the public

versus the private sector, but the search for patterns and models by which a pro-

ductive partnership can be attained, in {financing volunteer programs,

With this background, funding sources can be bhroken into four groups: State
Coordinating Agencies, Relatively Small-Scale Private Sources, Foundations and
Government Funding Agencies, and Representations to the organization that
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regularly funds non-volunteer programs in your agency.

In general, contributions are obtained either on the merits of a program or its
status, e.g. via a prestigous Board of Directors. Before the program has had a
chance to prove itself, the latter tends to be most important.

State Volunteer Coordinating Agencies

The Directory Section (IV) gives current addresses for court or correctional
volunteer coordinating agencies in most states of the Union. These agencies are an
increasingly important factor in the facilitation of local progran:s. They might be
able to help you in any of four ways.

As expert consultant on where the funding sources are, and how to tap into
them, perhaps including help with your grant application.

Providing actual seed money grants to you. Some state volunteer organizations
are considering doing this though none are actually set up to do it at the present time,
to ovr knowledge.

Providing material or technical assistance in lieu of funds, Thus, state coor-
dinating agencies often have films, tapes, manuals and other training aids available
on free loan; they run workshops for training local coordinators, and perhaps for
your volunteers as well; they may be able to send an expert field person directly to
you for technical consultation.

To the extent they are able to perform these services or provide these mater-
ials without charge, you need less money to pay for them yourself, and you are "money
ahcad.' Hopefully, state volunteer agencies will be able to do this on an even larger
geale in the future, though today they tend to be as under-funded as local programs
are. .
The state volunteer coordinating agency is within the correctional structure
in many states, an integral part of state probation and parole, Department of Cor-
rections, etc. A few of these, e.g. Florida and Georgia Adult Probation and Parole,
actually provide field agents to help run the programs, and absorb virtually all the
other program expenses. A few private agencies may do so as well, to a limited
extent, even though not within the correctional structure, notably Social Advocates
for Youth and to a certain extent non-correctional agencies such as YMCA, PTA,
Red Cross, the American Bar Association's National Parole Aide Program, etc.

Your procedure here in investigating all of the above is, first, refer to the
Resources Section IV, and contact the state or private organizations which may
exist in your state. In early discussions, determine the extent to which they will
take total or near-total funding responsibility for your program or its equivalent as
staff or material support. If and as they y/ill do so, negotiate with them the extent
to which local control remains possible to you, under these conditions. In this
regard remember: to the extent that an agency takes funding responsibility for a
local volunteer program, it normally expects some control over that program.
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Relatively Small-Scale Private Sources

In many programs the volunteer absorbs most of the expenses incident to
his service. These can easily amount to $30-50 per year., This may be fine for a
middle~class volunteer, but it cuts out, or at least embarrasses, eéonomically
unprivileged people: many students, the poor, ex-offenders, minority groups
retired people living marginally on social security, etc. ‘ ’

In some programs, volunteers actually contribute a membership fee which
goes to the support of the program, e.g. $10 a year in Las Vegas, Nevada.

This is extraordinary testimony to the kind of people who will pay for the
privilege of serving, but unless the fee is very sensitively waived as required, this
sssentially implements an exclusionary policy against poor people as volunteers.

As a variation on this kind of internal fund raising, your corporation can have
various types of annual memberships, i.e. $10. 00-member, $25, 00-sustaining
member, $100. 00-patron member. To lure $100.00 members, a drive culminated
by a dinner to which all purchasers of such a membership are invited, can be very
effective. Make the dinner an important social event with a well-known personality
as a speaker. Let the speaker sell the merits of your program so that the dinner is
not only a fund raising event but also an educational evening.

Sometimes a service volunteer in especially comfortable circumstances, or
several of them, may not only absorb his own expenses, but also make major fin-
ancial contributions to the program.

In all of the above, we must not be rigid, especially in the case of direct ser-
vice volunteers, who are not primarily hired as fund-raisers. Especizlly for these
people, the program should be sensitively and tactfully discriminating. Those vol-
unteers who can defray their own expenses, or even contribute beyond that to the
program, should be allowed to do so, if and as they wish, but without pressure
exerted to that end. Others who cannot do so, or do not-wish to do so, should be
reimbursed routinely and without embarrassment, There is no reason why one
frogram cannot have a mix of reimbursed, self-supporting and contributing volun-

eers.

An estimated twenty million Americans serve as fund-raising volunteers.

You might have your own fund-raising volunteers (possibly as part of your advisory
board functions), and you may ask your individual service volunteers also to help
out as fund-raisers.

Many courts capitalize on their volunteers as revenue raisers (from other
people). The advantages are in a fund-raising cadre that is already invoived day-
to~day in the program, knowledgeable about it, committed to it, and capable of
conveying that commitment to the individuals or organizations they solicit.

The disadvantages are: (a) the danger of an inadvertent exclusionary policy
towards the impecunious volunteer, described above, (b) the possibility that
fund-raising may dilute or detract from the quality of other direct services the vol-
unteer is expected to render, and (c) to some, there is an ethical problem here:

1t is: unfair to ask a direct service volunteer to contribute money or help raise it,
if his major role is direct service. The feeling here is that funding should be the

responsibility of program leadership and the agency benefiting from the program.
As for (b) and (** above, one consultant has these comments: "I think maybe
a program needs two kinds of volunteers, one group to work with the people in
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trouble, and another to get the funds. Itis nota fair burden to put on the contact
yolunteer, except for giving casual help to the fund raisers where he has the abili-
ties. Where these contact volunteers can, in addition, be of help to the fund raising
group, it is of value, but not to the exclusion of their work with the individual in
troubie with the law."

Your Board of Directors or Advisory Board can be of primary assistance in
fund-raising and in most cases these people will not have a dual role, as they will
not be dealing primarily with direct service to offenders. As one consultant puts
it: "Some Board members should be selected with an eye lo the entree the prospec-
tive member has to the giving community. If a board member has donated to a
prospective contributor's pet charity it is much easier to obtain a contribution in
return. Programs dealing with the crime problem have great appeal to judges,
politicians, attorney generals, etc. While such individuals generally do not have
the funds to be large contributors themselves, their names on the Board can attract
contributions. "

Again, the status of the Board will be particularly important when the program
is new, before it has had an opportunity to show results. An impressive Board can
contribute materially in this important fund-attracting role. Thus, some Bourds
have actually prepared, submitted and received grants for program support.

Local People Other Than Your Volunteers or Board

Common sources for local funds are:

Industry and the business community--some businessmen will '"tithe" for you,
or give regular monthly contributions. The value for them is not only philanthropy
and good public relations; your program is actually helping to reduce shoplifiing,
purglary, traffic offenses, and the like, meeting their needs and real community
needs. If the evidence to that effect from your own program is not yet in, you can
. be prepared to cite the success of similar programs in other parts of the country.

Beyond this, you can stress the opportunity afforded in giving industry or
business an involvement for itself and its employees in the community and its prob-
lems, and, of course, for good public relations. .

A good kick-off for this type of effort is to call a meeting of leaders of the
business community, at which the above points are made.

Some distinction should be made between iocal small business, and larger
industry, both with its national organization and local outlets. Large industry
appears today to be showing a surge of concern in social issues and services.
Specifically, in the volunteer area, New York City alone has over twenty volunteer
coordinators sited within and paid by industry, to assist their employees in gecuring
significant volunteer involvement in the community. Industrial releases-time pro-
grams for employees are becoming more prevalent. A recent pattern combines
this idea with funding. An industry funds a volunteer program with the proviso
that one of its executives on released time will participate in the management of
the program. From industry's viewpoint, this helps ensure that their money is
wisely spent. From the grantee's viewpoint, the benefits are not only funds, but
expert free help in the administration of the vulunteer program.
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Church groups are often very supportive, especially their Social Action or
Social Concerns Committees, Sometimes it helps to know when the: make decisions
as to allocations for the coming year, and approach them at a suitab} - (ime before
this.

Service clubs such as Junior League, Jaycees, Zonta, Kiwanis and the like--
If some of their members are also your volunteers, they can speak for you from
within the group. .

Wealthy individuals--In some communities such individuals have assumed vir-
tually sole responsibility for financing a volunteer program.

Individuals who are not wealthy--The nickel-and-dime approach may not seem
efficient in the narrow view, but from the broader view of involving many good

people, making them feel the program belongs to them, it is a very good idea indeed.

Moreover, some of the alleged nickel-and~dime sources are far richer than they
seem. For example, high school students can be superb fund-raisers. They raised
$1;i , 00'0’ in a week for the Attention Homes of Rapid City, South Dakota, via "Hunger
Hikes.

Good fund-raising ideas here are about the same as for any worthy cause:
benefit parties, dinners, theatre parties, bake sales, coffee hours, garage sales,
honorary memberships, talks before local groups, newspaper coverage, radio and
TV spots (public service time), placards and collection boxes around town, ete.

Some ideas are more exotic, i.e. accepting contributions in return for which
the Judge or other high local official agrees to spend a night in jaill

Foundations and Government Funding Agencies

Begin by identifying who's there. Sources include:

The Foundation Directory, Foundation Library Center, (The Fourth Edition,
1971 is now available from Columbia University Press, 562 W, 113th, New York
City, N.Y.).

Grant Data Quarterly, or the Annual Register of Grant Support which is a guide
to Grant Support Programs of Government Agencies, Foundations, and Business and
Professional Organizations. Price: $39.50. Write Academic Media, Division of
gg;rzlﬁuting and Software, Inc., 1736 Westwood Blvd., Los Angeles, California
2050 Catalog of Federal Assistance Programs, Write O,E,O,, Washington, D.C.

6.

The Register and Catalog are available at Government Depository Libraries
and may also be at State Libraries procurable via local public libraries.

A State Charitable Register of Corporations may exist with lists of active
foundations within the state, Under the new tax reporting laws, foundations will-be
{ceporting actual grants by name and amount. This information is open to federal
inspection and will be available in states or in Internal Revenue offices.

‘ Information on the times of the year when the Boards of 1, 000 larger founda-
tions consider grants, if they make general operating grants and if they are willing
to set up an appointment prior to the submission of a proposal is contained in ''The
1970-71 Survey of Grant Making Foundations, ' priced at $7.50 T
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A companion booklet, "How to Write Successful Foundation Presentations, "
gives examples of written presentations for project grants and operating funds, plus
letters requesting appointments. ($8.50). Fora descriptive leaflet, write to Public
Service Materials Center, 104 East 40th Street, New York, N.Y. 10016.

Also worthy of mention is Channels, a twice monthly newsletter, except July
and August. The cost is $18. 00 per year, and it is published by the National Public
Relations Council of Health and Welfare Services, Inc., 419 Park Avenue, South,
New York, New York 10016, Particularly to be noted is the October 15, 1970 issue.

Once you've identified potential foundation funding sources, give congiderable
thought on how best to approach foundations for grants. Blanket solicitations are not
recommended. Instead, find out the foundation's interests that parallel your own
interest, and apply personally or in general emphasize the personal approach.

This includes finding out who is actually responsible for foundation grants and per-
sonal contact with them,

Try to have names or help from specialists to sanction or legitimize your
purposes. Endorsement from key and prestige people is helpful. Often it is good
to demonstrate that your project funding needs are short-term; that the project will
become self-supporting or community-supported, i.e. that it has the capacity for
on-going self-support when the grant is over. (Do not say the project itself is
short-term for there is nothing that can kill a project quicker than to say it's
short-term, because why bother them?) On the other hand you should be ready to
show justification for the ongoingness of the project, with good evaluation plan and
technigues to support your ji=*ification, not only at first, but with research data,
for continued funding.

Check that the amount requested is within reason and within the giving habits
and capacity of the foundation. Remember, too, that smaller foundations particul-
arly often have a geographically defined focus and special goals. If you fit these
your chances may be enhanced; if not, you're likely to be wasting your time., Fin-
ally, foundations may prefer dealing with a privately incorporated board rather than
an on-going institution. There is also the belief that the former may be more flexi-
ble.

A good recent reference on how to approach foundations is "The Etiquette of
Fund-Raising" in the November-December 1971 issue of The American Journal of
Correction, by Harry Woodward Jr. Mr, Woodward has been on both sides of the
fence; as an applicant for funds, and as an executive reviewing applications on
behalf of a major philanthropic foundation in corrections, He has this to say:

"Most foundations follow fairly well established guidelines and if
they are understandably reluctant to say exactly what they will fund,
they usually don't hesitate to say what they won't fund. Also, you can
get a fairly good idea of what a foundation is likely to support by read-
ing its annual report, which is now required by federal law and the
"Directory Guide to Foundations. "

' Most of the above general philosophy and appyoach applies to federal funding
agencies as well, especially having your justification and budget well-prepared
beforehand; the importance of personal contacts and of knowing who has the money
and under what conditions,
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The following federal funding possibilities are to be noted, with the proviso
that it is always possible the situation may change materially within any two ();> V
three~year period. ‘ )
The Youth Development and Delinquency Prevention Administration of W
has funded criminal justice volunteer programs in the past, and still does in sorae
~ cases, but their principal emphasis today would be preveution or divercisnar: . ;
uteer programs, if they fund volunteer programs at all,
inquiries would ncrmally be your regiona. HEW Office,
OEO and Model Cities have also funded volunteer couct~correctional volunfee
. programs, anG NIMH has had at least some involvement with model projects and
research., Also, occasionally, some national non~correctional organizations are in
~ aposition to help. Thus, though generally not a funding agency for programs out-
side its assigned scope, ACTION migh: e of help in some special cases, notably
- in regard to its Retired Senior Volunteer Program (RSVP), in which it may be p:u*~
sible to qualify for financial assistance fox the segment of your volunteer program
. involving recvired people. The address is: ACTION, 3006 Connecticut Avenue, N, W
 Washington, D.C, S
None of the above sources should be overloocked, for all have funded at least
. some programs. But by far the most frequent federal funding agency for couxrt-cor-
" 1'?C‘ti011a1 volunteer programs today is the Law Enforcement Assistance Administra-
tion, administering the Omnibus Crime Bill. Exzact figures are immpossible to come
‘ by, but a conservative estimate would be that LEAA has some major role in funding
at least 200 local court-correctional volunteer programs today and the number cou'd

Your first stop for

|- beas high as 400-500. In addition a majority of the statewide volunte=r organiza-

: tﬁ%lf Ain the Criminal Justice System enjoy major or exclusive fundiug support from
: Your {irst point of call here would be vour state planning agency for LEAA,

or your local or within-state regional if you have one. The name Vax:ies from state
E ;0 state but the terms '"Crime Commission, " "Governoxrs Committee, " "Criminal V
~: guetice, " or "Law and Order' or similar terms, usually appear in the title. The

State Or regional planning staff will assist you in understanding grant requirements,

: and hopefully you will also be able to find a local grant-experienced person to work
. Wwith you, .
o L’Ez‘%A has been both positive and reualisiic in its support, By that ic meant

z‘:g iie‘tl}‘:;l‘;rzif{j;;iﬁc?sgﬁing}x é@iﬁicﬁt@ puclgetmg?"qr{cs'l provisions for evalun. -

i g . culty from the local viewpoint is that graunts
i are normaflly made for one year only, with separate reapplicafion for a second

Z:;Z iﬁ:smlef but by no‘r.ne.aans guara'nteetie In most instances, three years appears
> o max1‘1m1m. .Suffmlent lead time in making applications is also a considera-
-+ Ulon here, as is obtaining matching contzibutions, Consult agency guidelines on the

. latter,
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Representations to Organizations Regularly Funding Non-Volunteer Programs in

Your Agency

“he ahove means: whoever normally funds the other pregrams in the agency
which the volunteer program is serving, e.g. local government such as the County
Board of Commissioners or City Council, or in a statewide correctional or proba-
tion ~vatoso, the legislature,

Initial {funding of & propram frequently comes from the other sources noted
nhove, private or public grants. However, once a program has begun to prove and
ertablish 11self, there ars good reasons for citing its financing in the regular fund-
ing body for all other programs in the ageney.

The first advantage is permanency. While local funding sources may have
impressive lasting power, grant sources ordinarily do not. They usually assume
the local community or agency will pick up the burden after one or two years, or at
most three. Moreover, becoming an ongoing part of the regular agency budget is
surely a way of certifying the acceptance and continuation of the program as an
integrul part of agency operations, without scrambling for survival every year or
even every month,

Second of all, e.en if non-agency funding is relatively assured, some of us
begin to feel qualms about agency commitment, when year after year the agency
receives the benefits of the volunteer program, without participating in the struggle
for its financial survival, There is a philosophy in this country that we should help
to earn what we get, and this seems applicable to the agency and its voluuteer pro-
gram benefits. In the same vein, what you struggle for, at least a little bit, you
appreciate more; you are more committed to. The question really is: how much
does the agency really want the program? For example, normally it does not
accept its benavior modification or group therapy program as a free gift from the
outside, Therefore it should not do so for its volunteer program.

On the other hand, the very philosophy of volunteerism is that you can and
should value services you don't pay for. Moreover, many volunteer program leaders
are disturbed by any funding from the public sector, via grants or regular agency
budget, They feel that volunieerism is fundamentally an expression of the private
sector, the creatively individual contribution of the concerned citizen. Hence, it
is in danger of heing suffocated under traditional public agency control, which would
result from public agency funding in the regular budget.

Does agency funding mean too much agency control of the volunteer program ?
Partly, that depends on how much accountability to the agency you want. As you
fear too much accountability, you will fear regular agency funding,

A number of volunteer programs have gone the regular agency budget route,
however. Thus, the Judicial Administrator's Office which is the budget agency for
all courts of general jurisdiction in the State of Colorado will consider volanteer
program expenses as an integral part of the proposed budget from each court. To
our knowledge, this has not substantially impaired the creativity of Colorado pro-
grams, though in other stales it might be different.

One caution applies here. Where volunteer programs are a regular part of
the agency budget, the volunteer program should be an additional item; it should
not be allowed to cut into the budget of other ageney programs. This has happened
in another nation whose correctional vohunteer programs were established prior to

B ST S U

- 165 - . o+

its professional apparatus. Now, whenever they go to their legisl
funds to upgrade their as yet underdeveloped professional ¢
get more volunteers instead. They're cheaper.
of national volunteer leadership in this county

a good s.olution but they are not a cheap solution, They should be brought into the :
sysltlem 13 comfortable financial circumstances, as a worthy addition to it, finan- B
clally and service-wise, without entailing the sacrifi [ i 3
Crogvam g crifice of other hopeful correctional o
The agency bc?n?fiting from volunteer programs should, as a minimum, de- :
se.rv.ci them 133; pl;ov1d1ng, if not money, at least material support, such as mailing
priviieges, telephone, office space, office supplies, and at le , aff 1
secretarial or professional. o ’ "t some stalf time,
These minimal agency contributions are, of course, equivalent to nioney, -

Where the agency ab y i
ey gency absorbs them, volunteer programs need not find money to pay for

ature seeking b‘
adre, they are told;

To the contrary, the consensus :
v has been: volunteer programs are i

. Regarding budget justification, public relations and public image are very
1mport23n.t as background. Being well-lnown and well-respected helps in all
lfzm'i—lratlsmg. dNote especially: at least two state volunteer programs make sure all
gislators and important administrators are on thei X y
g Tt r state newsletter and other
. Endorsements from powerful people are important, too, and some of them
should pe on your.board. At least one state planning committee we know of has a
k:;; 1eg1lslator on its board. There should be a liaison person, atleast, and one
state volunteer organization has a skilled lobbvist : ceri K i
: . yist for volunteerism "
their legislature (he is a volunteer), oridng with
You shm}ld, .of course, understand the people you're dealing with, Here is a
Yaluable contnbutlon' from one of these people at a recent conference on volunteer—
ism: 'a key state legislator speaking to state and regional volunteer program plan-
ners in courts and corrections. The sense of his remarks are given below:

"First, determine what the power structure is and, second, find
out how informed your legislators are about your volunteer proéram
and problems. .

Legislators don't know everything, You have to educate them
about your program, what you're trying to do and how it's going to
succeed. Educate all of them, or those with the most power, Remem-
ber that there are many agencies with worthy causes who are going
after money. You must demonstrate that yours is a necessary and
neesled program which provides a benefit, such as resulting in a tax
savings. For example, it is cheaper to have a man on probation
than incarcerated, plus it results in less recidivism.

Where is the power in your legislature ? In our state it's the
Budget Committee but it can differ in each state. Don't be dis-.
couraged. The power structure and philosophical make-up of the
19gislature is continually changing. If you don't succeed the first

time, wait for the change and keep trying.

Research your legislature, TFind out if it's necessary to define
a volunteer in legislation in your state. Check on liability legisla-

tion--what does your state have on the books and ig the volunteer
covered ? - '
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If you were to approach our state's legislature asking for a con-
tribution of $1 for every $3 of federal money to finance a program,
would this be an effective approach? No, we'd be reluctant because
we don't know when federal funds will be cut-off. This is not such a
good selling point to a legislature. Presenting some cold hard facts
about your program would be more effective in convincing your legis-
lature to contribute, " '

The legislator who offered these opinions was careful to stress that each state
is different, but we believe hig points have considerable general validity for most
states.

Iinally, as a way of tying together much of the above, Appendix J is a major

scgment of a presentation to a state budget committee by one statewide program,
The same general principles would apply to local programs as well.

By R e

SECTION 111

VARIETIES oF VOLUNTEER PROGRAMS
IN THE CRIMINAL JUSTICE SYSTEM
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INTRODUCTION

The previous section dealt with general principles of program management
which are generally pertinent, regardless of type of program.,

The present section has a different purpose: to indicate the vavietv of volun-
teer usage possible in the criminal justice system. The poini is: volunteer pro-
grams need not be one or a few rigid formats, to be applied regardless of need.
Rather, they can tap into the diversity of skills, and motivations of the comununity,
in relation to real needs for citizen participation.

Asg indicated in the Section II chapters on planning and on evaluation, the vol-
unteer job description or program description is first generated from three prin-
ciple sources. The need for volunteer services as staff sees them; as offenders
express them; and the willingness and capabilities of your local pool of volunteers,

As for the last named, the present section seeks to demonstrate the potential
versatility of volunteer services, and that, accordingly, once staff has defined the
needs, there is a very good chance that well-managed volunteer programs can fill
them.

By way of introduction here are fourteen general roles volunteers can and
have filled in the e¢riminal justice system.

Y
g

(1) Support, friendship, someone who cares and will listen

(2) Mediator, facilitator of social-physical environment (get jobs,
intercede with teacher, open up opportunities, run interference
with system) )

B AT

(3) Behavior model, just be a good example
(4) Limit-setting, Social Control, Conscience
(5) Teacher-tutor in academic, vocational or social skills

{6) Observation~information-diagnosis-understanding., Extra eyes
and ears (a) on the probationer (b) on the community or even (¢}
on the agency on behalf of the community

(7) Trainee rather than trainer; interne preparing for a career in the
criminal justice system

(8) Advisory or even decision making participation in formulating
N .
policy

(9) Administrative support, office work and related facilitation

(10) Help recruit, train, advise, supervise other volunteers

(11) Advisory council, participation in policy-making. Formally or
informally, the volunteer as a source of ideas as well as service

s s S e
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(12) Expert-advisory consuliation to individual staff members ’!l
(13) Public relations ambassador, community education and related Include correctional personnel, minorit -
impact on community 1 g?(—Offenders, and individuals from assorted c}(;rilr‘rc:llllii: ST esentation, .
; 18 iti . agenci
{14) Contribuiinng of moneyv, materials, facilities, or help in securing cori’lésciigﬁp;eretgg meéi fqg il.ctlon and to examine roles 1131, rglat?;istzo s
them frors ofnoes (Q.'g , nd raisers) Cross,’ Legal Aid, Yoi%hs]glti)::a()f Eégen01§s to be included are: Red i
o e et 15 order o }. B .11 | rary Assootation, Arts & : u,ﬁ ouncil of Social Agencies, Lib-
280 are eegparily in order of tagortemos, Lideed, tho order of - and Relie ) 8 Louncil, Employment Bureau Educat ;
importance depends in any given case primarily on the needs of the agency and the = = e lg?ous. Leaders, (You might also consider ha 2 oTs : -
offender, 5 Ing 1n. an institution or court setting, whereb ; ving the meet-
Very few of the programs existing today, or described here, have been vali- could b= involved in discussion and ’1 redy clients themselves
dated by precise research, As indicated in the chapter on evaluation, far more Establish orians: Planning, )
rescarch of this {ype is needed. Yet, the programs described here have, in a & izt 18 p‘morltles. Build a plan around these prioriti
peneral way, survived the test of experience, and they show that a vital new style - utilizing the particular resource of your localit b orities '
in correctional volunteerism is emerging., Mounting demands for correctional 1y or region,
reform are af last hreaking down the centuries-old barrier of prejudice which have : Two forces are at work here--the pr
separated the community, those serving sentences, and correctional personnel. . Itis hoped that the interaction between *t]fll3 °sram model and the reader's response,
The sample programs have been drawn from widely separated geographic the benefit of those incarcerated, th o o will produce worthwhile results, to
ureas; the settings, the immediate aims of the programs and the means by which It is impossible to cover tl“’ze rfcﬁorrechonal personnel, and the commun{ty.
they are carried out are equally diverse, any comprehensive way, Theref variety f)f existing volunteer programs, in
Some were started by professionals who called for the help of velunteers. ) erelore a strategy in three levels was adopted ’
In other instances, volunteers sensed a need, offered their services and wexe i : The first part d )
aliowed to initiate programs of their own devising. Some progr~ms were developed ; in some d bart describes three particularly significant rogy
hy isolated individuals or groups; others were one among many programs conducted epth. programs
by au organization having broad general areas of interest and activity. All have the : The second part is essentiall
purpace of hnmanizing corvections~-of developing conditions and attitudes conducive of other significant pro ;‘am o -y one-page abstracts of a variety
{o v ehabilitation, : ' ~ ther information & S, 8lving an address to write to for fur-
Ax there are now hundreds of recognized volunteer programs in correctional . ‘
;f;vu\uxgs, tims:g .‘,ln‘f.“f".(‘,l‘ﬂ)ed in thit%.s?’c'ti.on can form 01.aly a very small. sample. Per- | . The third part is a list of over 200 volunteer i ;
hups ineant to confirm that the division between society and corrections is narrow- : which have actually been fiiled b | . or job categories
ing and thai justice is »eing redefined. They should help volunteers to persevere B tice system. It pProvides no b 127 YO unte?ers n the criminal jus-
wn spite of feelings of contusion oy frustration or seeming futility in trying to help OF Programs; it Simply inds ackground information on these jobs
sulve the mossive vroblem of courts and corrections, ' ’ 'mply indicates the variety possible,
A eclor can be & sad foilure if brought from a small placue without consider- Moreover, sbo th
ing what the effect will be when it is spread o a larger surface, is ezposed to | publicati ons: Brief L, fllf of tl?e Part C job categories are described in oth
. more light, and is surrounded by other colors, In similar fashion, al the related P Eivaﬂ able £ ¢ Briefly 1.n the National Register of Volunteer Jobs in Court S e
; circwmstances must he carefully considered before unde: taking a new program in e book, Vo rom the National Information Center and in depth. six orc ur et.tmgs,
E:mu}acti_ons. Varying cirqumstances call for a great variety and range of citizen | . ment’s 5 unt'eer Programs in Courts, available from the Su, it e 1 the
involvement, Hopefully, the examples given by tlie programs here will stimulate P 5 Public Documents Dept., U.S Gove e perintendent of Docu-
the imagination of others to come up with innovative plans to best meet their parti- I D.C., 20402, (Order # F8 17 8,/2'68.3/ 2 rament Printing Office, Washington, N
aular problems: They should also help volunteers and administrators cf volunteer ! Both the above reference.“ e - hasi ) V ; }
programe skirt varioue pitfalls, - . § : Pl‘Obation, parole and pr eventi(;, mphasize VOlunteer programs in open settings -~ S
Thoughtful hesitation between reading and application is encouraged. The { Accordingly the present n an?l botﬁh are readily available, J
use of the program examples will be refiective to the degree they are thoroughly | Programs in olo ’d present section places relative emphasis on volunteer "
studied and skillfully adapted, rather than imitated or copied. L Sed correctional settings,
. Invite a group of concerned citizens in your area to read the !
manual and discuss its contents. ;
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RELATIVELY IN-DEPTH PRESENTATION j
OF THREE SIGNIFICANT PROGRAMS " i

cant and creative programs in
tial and problem.
imarily inside views, presented

Part A analyzes three particularly signifi
depth, in order to develop details of poten
Unlike other presentations here, they are pr
by the chief architects of these programs, -
u;*xd with their own special perspectives, which
the basic tenor of this hook., Web

some

might differ in some respects from

o ilege was exercised for purposes |

' wer, a certain amount of editorial priv
Cenmation the rest of the manual.)

The programs are:

Volunteer Lay Group Counseling (Ernest L. V. Shelley, Ph.D.)

Job Therapy, Inc. (Mr. Richard Simmons)

The Westchester Citizen

in their own style and their own words, ‘|

clieve expression of these differences is healthy, |

s Committee Program (Mrs. John L. Cox, Il

Nk s e
5 ot
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VOLUNTEER LAY GROUP COUNSELING

Introduction

No governmental agency has received more extensive and virulent attack than

the prison system~~local, state, or Federal--and its related services, probation ‘'

and parole. Criticism has been especially shrill and widespread recently as other
gocial problems continue to worsen rapidly and those who are responsible use the

"erime of punishment'" to shift public attention away from their bungling or inaction.

But there are some good correctional programs in the U.S, and those of us
who have helped build them get increasingly irritated by the incessant focus of the
mass media on the bad systems,” We will be the first'to admit that the best are not
as good as they could be, should be, and will be. By wider application of what we
have learned from developing the good programs, -the quality of American correc-
tional practice can be vastly and rapidly improved.

That is what this section is about. It describes how to start and run a pro-
gram having fourteen (14) years of experience behind it in Michigan proving that it
is a primary element in a correction program that really corrects. It is not pre-
sented as THE program or as a universal panacea, but as a very vital part of a
total good correctional program. ‘ihere are other important parts to the total pro-
gram but volunteer lay group counseling is the most innovative, most up-to-date,
and most untraditional of them all.

Correctional facilities becoming "schools of crime" is due primarily to two
factors:

-The attitudes and practices of staff (from the Warden up to the
lonely guard} are often brutalizing, inhuman, stupid and medieval.
The cure for this is sustained and vigorous pressure from concerned
citizens to improve selection of personnel and develop effective
in~service training. People zre helped by people. If staff is made up
of the wrong kinds of people, inmates will continue to have wrong atti-
tudes and wrong feelings.

~The "inmate culture" or the society of the yard is completely
negative toward correctional programs, distrusts the motives of those
promoting these programs and perpetuates the attitude of "them
against us. " ‘

Volunteer lay group counseling will have impact eventually on Factor 1, but
its greatest effectiveness is in changing Factor 2. I have seen it work in a state
school for delinquent hoys and in the world's largest prison. When you reverse
the aftitudes of an inmate body from encouraging each other to fight any efforts

eV rg i gy

RN T




- 172 -

to help them and perpetuating anti-social attitudes, to honestly trying to help each
other change attitudes and feelings from destructive and negative to constructive
and positive, you then have a ngchool for life'" rather than a "'gchool for crime."
Although I have used the institutional setting as an example, this program has

the same values for offenders on probation or parole. The traditional view that
offenders must not associate on parole or probation has been accepted entirely too

. uncritically by field agents. This association need not inevitably result in strength-
ening the anti-social or asocial attitudes of the group. Why not turn the group
around, as we have done in prisons, and make its influence support and sustain the
efforts of its members to keep out of trouble and manage their lives acceptably.
Lay group counseling can do this~-in fact it has done this.

What-Is It?

Volunteer lay group counseling is exactly what the name indicates.

1t is a volunteer activity because the people who do it are not paid. Itis
best if they receive absolutely no financial renumeration, not even for expenses.
In Michigan, ten men drive a total of 140 miles every Tuesday night, have done so
for six years, and do not receive any recompense for gas and oil. This is the

spirit of volunteerism, and it is a healthy spirit.

This is a program of laymen. They shovid not be profes sionals in
the behavioral sciences. There is a place for the volunteer profes~
sional, but this is not it. The layman doesn't know what can't be done--
so he goes ahead and does the impossible. I can cite many cases of
this. The people who are the core of this program are selected be-~
cause of the kinds of people they are, (more of that later), and not
because of their training, The best are housewives, businessmen,

laborers, etc.

This is a group approach. There is a place for one-to-one rela~-
tionship in helping troubled people, but this program utilizes the
age-old inherent capacity and desire of people to help each other.
Man is innately social and he can be helped most effectively in the
right kind of a small (8-12 people) group.

And finally, this is a counseling program. Advice, encourage-~
ment, inspiration, guidance, and support are given to all members of
the group. This is not a class to be taught, an audience to be lec-
tured to, nor.a congregation whose souls are to be saved, We want
an atmosphere where a small group of people sincerely seek and give

understanding and concern.
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How It Began

The first volunteer la i
‘ y group counseling program with offend i
: inte . ers i
iiaétt?znztaé;t:r?e;nﬂl\flohlgan in 1956 at Camp Pugsley. When the Departlrrllr:arii’t1 ifU g:)t: 3
is camp for youth on probation to t crimi )
. » adult criminal cour
]S)tfécgnr'n Zfe ;l‘:;atment fo.r the Department, realized that I didn't have Sflsfél(f; eafs
ity ee :léu?sgltlélg needs of these lads so I turned to the Traverse f ‘ittl;;r
iste e help of six caref A i
lond grotas of ton baye cnch o efully selected laymen whp agreed to
Th- . 3 l )
pered alzeivxprzzaeiaﬁsf was s.cg sfatus.fac’cory that when the Department of Corrections
security facility, the Michigan Traini it i i
prograﬁm was made-the core of the counseling ser%ices wining Tt af fonta, this.
3 5 :
o then;tcillzxx“aged oy t.hese isucgesses, I gradually introduced lay group counselin:
s.ons e corrc.ectlonal institutions of Michigan until the maximum securit g
sons { ;(;,urtc;n, Igma Reforma‘tory, Marqueti) Cassidy Lake Technical School anéﬂ"
en Corrections-Conservation Camps were being served. Kach year

more volunteers and groups were add il i
. ed until in 1968 th
serving about 2200 of the incarcerated offenders fhore were close to 200 groups

Why This Program ?

detemlfii 52012;;:1 x:jistvery far above its stated or implied philosophy. Ends do

e mear 1;1 f us take a.100lk at the basic convictions and principles upon

o vonnt y gr‘\ }1p counseling is built. The citizens whose taxes support
programs have two expectations of us. These expectations are 11cjt '

mutually exclusive and sh inevi
ma 1 ould not be accepted as inevitably conflicting with each

Ordel’l“hef[" 1?xpec‘t offenders committed to us to be kept in safe and good
. ey will not long tolerate brutality, riots, or carelessness

TheyT\)l;:gte;fect the offender to be improved when returned to society
m corrected--not necessarily cured. It is i i '
) t hin . is in meeting ou
é ;;f; ;rbthgfaz;ontthat volunteer lay group counseling becomes an iit: i
. of the treatment process. Xven thou s
; | : . B gh 90% of the offenders
1\:'(;2;1;’; gczrlsg;cilolietter lives, they need help to learn how to do this. They
, encouragement, and supervision, Volunt '
counseling is the only realistic i Sblon of o 1y Sro T
. solution to the problem of I :
vide the help both in i i ; Ny oractioslaer
quality and quantity, It is th 1 :
to get the right kind of hel ione e oot sty
: p to probationers, prisoners
: ) , and parolees
Vlzdaitgeqtlllla.tehamount, .bfacause taxpayers cannot afford the cosf of pro-
- g't '1s elp by hiring professionals--even if they were available
, i }s a better way to proceed since it involves the community in
solving its own problems. ’
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other people is reserved to those
tain amount of training. The prob-
The ability te

s rather than

ot believe that the capacity to help

who have had certain courses in college or a cer
accentuated problems of people.

lems of the offender are simply
help other people is a function of the kinds of people we are ourselve
the amount or kind of training we have had.

We believe that the human factor is critical to the

We do n

success of this program.

The most sadly neglected resource in our communities is the
age-old constructive influence inherent in good relationship between
human beings and the innate desire of human beings to help each other.

This program further offers selected and qualified citizens an
opportunity to make a direct contribution to the solution of a common
social problem (in a democracy this is especially valid and healthy
because it is inherent in the democratic process that we do what we
can to solve the common problems). The only realistic means for an
effective solution of the problems of delinquency, crime, and mental
health, is a program like this where a highly motivated citizen can
get directly involved and make a vexy real and vital contribution to the

solution of the social problem.

We believe that offenders have a need for help
grow and to improve. This desire may be weak or strong, it may
be constant or occasional, it may be permanent or temporary, but
most of them recognize the need for help and want to grow so that

they become better people.

and a desire to

We don't believe that any of these offenders are beyond all help.

This does not mean that we can help everyone, especially not to the
degree that we wish, but it does mean that we are deeply committed
to the idea that there are possibilities for growth in every person.

ontinually brings select citizens into direct involve-
nd the society from which he

dge between the offender a
f delinquent behavior is that

yery common cause o
and rejected by, society. The lay counselor is
in society who are interested, who care, and

ot necessarily his hehavior.

ling process has special me

This program which ¢
ment with offenders is a bri
all too often feels estranged. A
the person feels alienated from,
living proof that there are people
who will accept the person——although n

We believe that the grovp counse

rits »f its owmn.

Group Counseling provides a positive constructive experience to
take the place of the negative destructive influences of the informal
groups which offenders have already formed and which lead them into

more trouble. If the group can be brought to the place where they
accept as desirable their responsibility for helping each other stay
out of trouble, then the group can become a positive and helpful
influence upon its members. If the group of offenders can be headed
in the right direction, it can often be more helpful to each member

than individual counseling.
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teelin gr;lo:;(:ini- ;Eilsmn ang hurt can be reduced by discussing ones'
ems with. sympathetic and concer

s et itantiag fe g ned

which has created a good relationship can meet this neggople. A group

Th i ~ffo .
foaling Se lﬁ‘gu?hz;ne a1get;1:a. fferﬁdter in developing the ability to handle
e ) ir, hate or anxiety, withi .
sociall R xiety, within constructiv
ially approved ways rather than by impulsive, anti-social ac’cie;)ns

& s
othexi p%iﬁznrzha glf:ﬁup of ten has the advantage of the insight of nine
er than j son. as i
Ship. just one person, as in a one-to-one relation-
Wh ) .
Jimos I?:ra grgup has. beer.l together long enough, it develops its own
< elf—ei © an relat%on.shms which can offer opportunity for creative
e iblpI"feSSIOn and finding solutions to problems. This makes it
2 nczure or the real self to emerge in an atmosphere of acceptance
e th'agement, support and concern. A group is more apt to fa '1‘,
is type of behavior than is a one-to-one relationship o

Th i i
s o e c;fefegder is more likely to accept the truth about himself if
contod 25 'uest upon by other people in the group rather than being pre~
o itJS SOlc‘)lrzieoper.son. The fact that several people see his prob-
ns in pretty much the same wa i
! v makes it
i?obable 1.:hat the offender will see th~ answer than if he is mliCh'mCI‘e
is experience with just one person. srporne

esthOtf;e? th;a n}nloTt effective kind of help comes when a person is hon

y trying to help another person. Tryi i | )

o 1 vocing hie . Trying to assist another indivi-
problems helps the first pe i

e in person to see things di -

ntly. Helping another develop insight develops one's own inZightlsffer

T
sk aﬁer:l?ilf ggﬁendlei.nee?s, above all else, an opportunity to estab-
relationship with an older mal i i
adequate and correct exa: R e e
mple and pattern to follow. This i
Bee : . . is is much
byt I?ehel;?;ztz,o:}agpel_ldiﬁ a glroup situation where he is not threatened
' 2 middle-class i i

elationshine with him. man attempting to establish personal

We a rince i
. ‘;ee 13?2;, u;;:git'lclhat no one is really hurt or injured in this kind of pro-
o, Over 15 yewrs of ere )Nere 'real,dangers, we would have abandoned it long
it tho s o experience in the correctional setting has convinced me
emotional or psychological damage through the use of selected

and SupeI‘V ised Olml i
e teers
: o L V 15 an unw a.I'I'a.nted one, I feel that th? daIlg‘eI Of haIDZl

TR IRET

e




- 176 -

Starting a Volunteer Group Counseling Program

We offer these guidelines from our experience starting and running this pro-
gram with both juveniles and adults, in correctional facilities, or on the street as
probationers or parolees:

Do not wait until you are completely convinced that this will work perfectly.
Most of us started the program with some doubts and trepidation; results reassured
us and bolstered our confidence. After all, nobody had ever come'up with a prog-
ram to change human behavior which could be guaranteed ahead of time to be suc-
cessful. This is exploratory, experimental work; we must accept the inevitable
risks involved, minimizing them by good organization and thoughtful planning, If
you are willing to try something new, can keep an open mind until the evidence accu-
mulates and watch the experiment carefully as it progresses, go ahead and get your
feet wet.

Prepare the professional staff. Inform them about what you plan to do, why
you will do it, and what their role is. Administrators need only know the basic
elements of the program so that they can answer intelligently any questions raised
by the public. In fact, if you can get correctional administrators to answer ques-
tions intelligently, you have accomplished a tremendous innovation. The key staff
are the field agents, counselors, teachers, chaplains, etc. who must work with
the volunteers. Start only with those who are interested and willing to give the idea
a try. Staff who are strongly opposed or resistant should not be forced to partici-
pate.

Keep staff and administrators informed about the current status of, and any
subsequent changes in the program.

Start small, It is much better to start with only a few good counselors than
with many mediocre or poor ones. In most settings, five or six groups is a very
good beginning.

Recruil personally. Start with people who you, or someone whose judgement
you respect, know have these qualities of an effective counselor.

-

-A warm, sincere interest in people.

~-Are vei‘y good listeners--do not have a compelling need to lec-
ture, preach or talk,

~Are sensitive to the feelings of others and to their own, .

-Are humble about their ability to do this. Those who jump at the
- chance too quickly are probably motivated by the wrong feelings.

~Respect the privacy of others and are willing to be themselves,

~Can work enthusiastically without too much tangible evidence of
results.

~Have few stereotypes about people--especially offenders.
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This makes them sound like pretty rare ' 1o
are enough of these kinds of peopie in yonur con |

Orient them thoroughly so they know wha

xmunity to get tae job done well,

tis ex f :
goals clear and attractive, Since one of the h omiments o ke the
(6 menths to g year) of continu

- o asic commitments is o o long peviodt
CUs waeny serviee, il is vency: . : )
volunteer the i X . Gy 1 18 generally better to 1ot +
them wi/t]:; 91 hare the leadership of a group, This provides some flexibilits j‘ﬁl e
Y Ut sacrif Fryee s PN . N &394 T N
alternate but :;;It;ﬁt‘;lié conuindlly of relationship with the group They ndeed not
! Oth be prese f wien possibl ; : e
; . e. A good or tion is iger
the pertinent sections of this manual with them ¢ orientation is to discuss
Select the offender group. .

, .
—eand Hley ase, 2ot thepe

expefi};isc Z ‘;Vnh;)' cotme ;}floluntarily are a bit easier to work with wut our
*lcates that *> real problems are created b i l

: : 2d by havin

offenders ordered to thig pProgram by the judge, institutional ofﬁgcial

or field agent. Some people’
. e M ple want help but can't byi
seek it until forced. They dg very weI:ll. pant bring themselves to

instiﬁl tg.m;lf. of 10-12 has proven to be optimum for adults and for
ionalized offenders., A group of ahout 5-7 seems optimum foy

juveni i
i o lte;is Qn probation or parole, Our experience is that as you move
g ese numbers, you begin to lose closeness, |

. (xdroups need not be homogenous as to age, sex, offense, back-
g tulz1 , ete, How.eve'". differences should not be 80 great as to
Tetard understanding and feeling of "groupness. "'

Group counseling should take place in a »

sit comfortably in a circle but n
] ot so 1¢
closeress, ° larEe that

oom large enough for the group to
Space works against g feeling of
Probationers and Parolee
¢ groups shoul i
church, community center, Y, W, orIY,‘M C dAmeet sevort groue oy Suoh 85 4

the s i X L If several groups can meet in .
’ Same building at the same time, it is easier to arrange the after- i
training of the lay counselors. T-session

Give lay counselors help as they re

quest but don't otherwise iaty i "
o ' se intrude int, )
},Or ignf;i‘iittl‘eas.t three sessions, Afier this, you can and should visit each g(;cﬁ:e
st I u ;las ‘.every othe'r Week S0 you have some idea of what is going on Eac?h
ing,the Cosn s; ecl);x;g IS)::; .trax,nmg session for all lay counselors immediately %ollow—-
g ‘ . lons. Here the professional helpg thes ith the y

of running their groups and learns what help they need y 7 With the problems

Stress basic rules. The basi ule i
i . icr son A
"What We Say Here, Stays Hove, 1 C fonest With Each Other" and

‘ The staff person supervising the

ing of all lay counselors and group m

goals of this program: -
-help each other find answers to our problems,

program should set up a meet-
embers where he explaing the

~help each other understand ourselves.

-help each other stay out of trouble,




e o T I

:
E
4
)

R aiaat

~ 178 ~

Then explain briefly the operational details (where meet,

when, how long, etc.) | -
He should then let each offender group meet br1eﬂ§ Wllth.l s lay
counselors to get acquainted by following this suggeste 1?6 :i?éir ork
’ '-hzwe couvnselors introduce themselves and tell abou .
interests, family, hobbies.

have each member introdtice sclf and tell interests, work exper-

ience, zte.

~explain purpose of group com1se1ing.v

Ground Rules for Lay Group Counseling

A basic rule for this whole experience is that whateverhls 1%1&;;22:;?1 fﬁzs
oroup is considered confidential., No member of the group ;ouﬁfied o
gr talk about peopie outside the g‘r(?\tlp sao- t:;;c I;hctag s;)rt;l;l ;3:0;} 12n e B e e boen

i r di e as itm v s
e t:llely Szlrd (Llor?cl)i‘ed Sbt; 9:;% concernedywith this program over.the yea'rs.. If oo
genera‘l tsll”uvst gnd confidence is to be developed, this rule of confldentlalltz 1s~ au
i?lltl:llv basic. It must be clearly understood by paid staff, volunteers, and group

members.
Also, members of the group must

' Y d, we
selves. If people are to be helpef , t
ings, and attitudes honestly. This means, of course,

rselves. o . o e do
o The best way to start each counseling session 18 with the question "'w

want to talk about tonight?" It is generally best not to .have too mu-ch O{si or
i zd rogram for any evening. Qccasionally a group will want ‘?o discus ‘the
}t)'];la;nil:t)pli negxt week or continue an area which they are now ex};gl;fu:rgx:ea?;}:;u eSy
fcel this way, they should, of course, be free to do so. dOneh io hll epi,anned e
and strong assets of this program ig that it does not need a highly ;

tured, or organized approach.
When you and/or the group are ngw,

be honest with each other and with them-

must help them face their problems, feel-
that we must do the same

expect a few sessions of just general

ili ither
is i and stability. If you seem nel
BN  or both doge 2?1 e y?ﬁlagseo%ﬁc;ore constructive and useful topics.
nen
perturbed nor bothered, the me moxe e o an an
\ ter with offenders m
The four problems you will encoun : e 2 than o o
i Y t toward authority; too little sex
thers are: resistance and resentmen ‘ thor 00 11 :
(s)ibilitv- feeling of rejection and alienation by society; feeling mfealc.loxj. e
S;1-° of the '"Do's and Don'ts" of effective lay group counseling are:
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Don't expect to see frequent evidence that people are heing helped.
This is the kind of help that is extremely hard to measure. Perhaps
some day we will devise instruments adequate and sensitive enough to
do so. At the present, we must sustain ourselves with the conviction
that much more is going on beneath the surface than is evident to our
eyes and ears. In fact, one of the great compensations of this work
is to discover after much time has passed that a human being was
reached and helped in ways which were not evident at the time. There
are ways to make some estimate of progress and they will be dis-
cussed more fully later in this manual.

Don't insist that members of the group talk about their personal
problems and don't criticize them for the level of discussion. When
the group has created its own atmosphere of helpfulness, it will natur-
ally engage in dueper levels of discussion and inevitably the personal
problems will surface. ' In fact, in most cases, this level of discus-
sion will come much more quickly than expected. . You will be quite
surprised at how rapidly the group moves into quite difficult areas.

It is best not to ask a person about his offenses. If he wants to
talk about them, he will. Some people have an almost morbid inter-
est in criminal behavior. It usually isn't really that interesting.
These criminal acts were symptoms, not causes.

Don't be concerned it yu1 hit a period of silence in the group
during a meeting. There are probably good reasons for this and
often some important, necessary, and valuable things are going on
in the quiet period. Let the group break the silence when they want
to. :

Most groups have "growing pains.' Let them learn through
"floundering™ for a little while. It will be good for the group.

Don't try to get everybody to talk. There are some people who
prefer to listen until they feel sure of the group and their place in it.
Listeners can be helped as much as talkers. In this business we
soon learn that no one knows for sure when and how different kinds
of people are reached and helped.

Don'c do too much talking yourself., If you are likely to make
one mistake more than another, it is that you will talk more than
you should, Avoid lecturing or '"preaching." Be natural, informal,
and courteous, speaking calmly, without impatience, scolding, or
sentimentality., Remember that you are a counselor not a prosecu-
tor,

Let the speaker express himself fully. Protect him in this
right frora the interruptions of other group members. You may
have to remind them that each will have his turn.
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When several persons try to talk at once, call on one of them and
give the others a chance later. When one person is monopolizing the
discussion, call ~n someone else for his opinion.

If a person breaks down while he is talking, wait quietly for him
to compose himself, Often someone else will pick up the discussion,
This is good. ‘

Learn to accept and understand aggression so that it does not
arouse a similar respouse ou your part,

Try always to remember that talking and sharing feelings is a
healing process in itself,

You should try to radiate a confidence that the group process
works and that through it men find real help.

Help each person to get a better opinion of himself by recognizing
his contributions and applauding any growth which you see him make,

When you feel worried about the seriousness of a personal prob-
lem bheing discussed, consult your professional supervisor and have
him take it from there,

The stronger the feelings of belonging developeil by the group, the more effec-
tive the group will be. Kurt Levin, an eminent psychologist, calls it the "we feel~
ing." As this feeling increases, the group becomes more and more succesgsful in

helping each other,

Sustaining the Program

Continued Supervision. I have visited programs once flourishing and healthy
which are now struggling and weak, My diagnosis is that the moest commor cause
of a gradually weakening lay counseling program in ¢orrections is a diminishing
contact rate by the staff person under whose responsibility the program is placed.
In a correctional system (federal, state, or local) the top administrator should
periodically re~-emphasize his interest in and support of the program by visiting
parts of it, by public statements, and by reminding his staff of his interest. The
executive of the institution using this program should do the things recomimended in
the paragraph above--only do them more frequently. The staff person directly res-
ponsible for the program must keep in continuous, active contact with it. As in
any program using volunteers meaningfully, there must be regular, effective, and
continuing supervision, If this is lacking, the volunteer counselor will conclude
correctly that his contribution is not secen as very valuable or important. He may
soon succumb to his fgelings of anxiety that he may be hurting the members of his

group.
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When several persons try to talk at once, call on one of .th.em and
give the others a chance later. When one person is monopolizing the
discussion, call on someone else for his opinion.

If a person breaks down while he is talking, wait quietl.y for ‘t}im
to compose himself. Often someone else will pick up the discussion.
This is good.

Learn to accept and understand aggression so that it does not
arouse a similar response on your part.

Try always to remember that talking and sharing feelings is a
healing process in itself.

You should try to radiate a confidence that the group process
works and that through it men find real help.

Help each person to get a hetter opinion of himself by recognizing
his contributions and applauding any growth which you see him make.

When you feel worried about the seriousness of a personal prob-
lem being discussed, consult your professional supervisor and have
him take it from there.

The stronger the feelings of belonging developed by the graup,‘ the rr‘l'ore effec-
tive the group will be, Kurt Levin, an eminent psychologist, calls it the '"'we fefal—
ing." As this feeling increases, the group becomes more and more successful in

helping each other.

Sustaining the Program

Continued Supervision. I have visited programs once flourishing and’healthy
which are now struggling and weak. My diagnosis is that th'e mo~st cor'nn}m.l c_ause
of a gradually weakening lay counseling program in corrections 1s a d1mF11sh1ng
contact rate by the staff person under whose responsibility the p.rogram is placed.
In a correctional system (federal, state, or local) the top administrator sl-lo.u¥d
periodically re-emphasize his interest in and support of the progﬂ‘ra:-n by visiting
parts of it, by public statements, and by reminding his staff of his interest, The .
executive of the institution using this program should do the things recommended in

the paragraph above--only do them more frequently, The staif person directly res-

ponsible for the program must keep in continuous, active contact with it. .As in
any program using volunteers meaningfully, there must be regular, c'affectlve, and
continuing supervision, If this is lacking, the volunteer counsglor will conclude
correctly that his contribution is not seen as very valuable or important, He ma:y
soon succumb to his feelings of anxiety that he may be hurting the members of his

group.
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Regular communication with staff through: Brief anecdotal reports weekly; L
periodic rating of members by lay counselor; phone calls from staff to counselors; L
guarterly meetings of staff and lay counselors as a group; yearly recognition event
for lay counselors as well as other volunteers; occasional visits to the groups by the
staff. Be careful of the latter point. Some groups are disrupted seriously; others
are not, The staff person supervising the program can drop into groups without
much disruption because they know him, the visits are brief, and not too frequent.

Recruiting new lay counselors. Ask experienced and proven lay counselors
to suggest names of those who can do this work.,” This is your single best recruit-
ment method because the experienced counselor knows what it takes. You will, of
course, interview and screen these people before acceptance. Invite the new re-
cruits to visit the program and sit in ovn a session or two. Continue your own per-
sonal recruitment. Don't recruit more new lay counselors than you can use in the
immediate future. After they have been recruited, pair the new counselors with the
older ones for several sessions. This is the best possible orientation,

- Keep group membership stable with few changes so that a strong group feel-
ing can develop quickly. A good "rule of thumb" is to add no more than one new
member in three weeks. As members leave, repluace them quietly with a new mem-
ber per above. This gives continuity to the group experience. Members may bring
guests but there should be no more than two each week in any group. :

How Do We Know If We Are Accomplishing Anything

* Accurate and adequate measurement of results in ¢counseling is very difficult.
Growth can take place in so many different directions, at such different levels, and
manifest itself in such a variety of ways, that we are almost dismayed at the pros-
pect of trying to measure it at all. But we cannot escape the obligation to evaluate
the resulis of correctional programs, especially those which are innovative and
experimental., The day is past when the public will accept our statements that pro-
grams are effective simply because they look effective or because logical argu~-
ments can be marshalled in their behalf. I say to my professional co-workers, let
us determine always to include an adequate evaluation process with every new pro-
gram we launch.

One should remember that personality growth is usually so gradual as to
seem discouragingly slow. Dramatic changes are rare. Often the reason change
is not evideiit is because you haven't been watching long enough or have been look-
ing for too great a change.

Often a great deal of growth takes place beneath the surface. All of us who
work with people have learned that, more often than not, we never know what
influence we have had. Like the proverbial grain of mustard seed, it is planted
inconspicuously, germinates and grows for quite awhile unnoticed, and then bursts
forth'dramatically and impressively.

A, frreary e g gt

g R e T T T T S WDt




- 182 -

When failvre comes, it is not due solely to the ineffectiveness of counseling.
Many other forces play upon the man. Our activity is just one of them. Just as we
cannot claim exclusive credit for his success, neither should we accept sole blame
for his failures.

Some concrete observational evaluation methods are reductions in institutional
misbehavior reports and attitudinal change toward group members, e.g. entering
more actively into discussions, less belligerence, more interested in others.

Three formal research studies were made of the impact of this program under

my direction.

Effect on concept of adult male role. Since diagnostic data for
both juvenile and youthful male offenders had indicated that about 80%
of them were characterized by having either an immature, an inade-
quate, or very distorted concept of the adult male role, we hoped that
one of the results of the group counseling experience led by a volun-
teer layman would be an improvement in this concept. A projective.
technique was used to measure the concept of adult male role of 100
youthful offenders (21 and under) in a correction facility before and
after 6 months involvement in lay, group counseling. They grew sig-
nificantly toward a socially acceptable, adequate and mature concept
as compared with a control group not in the program.

Using this same technique we compared the impact of group
counseling when led by a professional staff person; a lay staffer; and
a volunteer layman. In this study, the young men in the groups led
by volunteer laymen made significantly more growth in 6 months than
those in groups led by lay staff people. Those in groups led by staff
professionals made the least growth of all.

While doing a follow-up survey of the results of a vocational~
training program on the work experience of youthful offenders who
had been on parole for 12 months, our researcher asked "as you look
back cn your institution experience, what 3 programs do you feel
helped you the most?' 68% of the respondents mentioned lay group
counseling even though the survey was entirely vocationally and edu-
cationally oriented and counseling had not been discussed. This pro-
gram was mentioned more frequently in this responsc than any other
institution program.

Two trained interviewers followed-up 20 boys and 11 girls who
had been in lay group counseling as wards of the court for at least
4 months. Court workers, school st\aff, parents, and the children
themselves were interviewed separately.

School staff said that 72% of these children had improved attend-
ance, 78% had improved academic progress, 86% had improved be-
havior, 82% had improved relations with other students. 58% of the
parents described the child's personality in complimentary terms,
867 said they were getting along satisfactorily with siblings, 55%

4

- 183 - .

felt the program had definitely helped the child. 72% of the children

felt group counseling had helped them, 48% felt group counseling had

improved their attitude toward religion, 79% reflected good attitudes

toward police, 62% felt it had helped their relation with siblings, 87%
felt it had helped their relation with parents.

Some Questions Many Lay Counselors Ask

How are offenders different from other people? They are not--at least not
significantly. Many people steal--only some get caught. In terms of behavior we
are distressingly like men in prison. Psychologically we are also very similar to
them. We have the same f[eelings. Probably the best answer we can give is that
the differences are those of degree and not of kind,

What does it mean when offenders criticize group counseling ? It may mean
that they have found a real fault or weakness in it. For this we should be g;;rateful
because it is then possible for us to correct it. Most of the time, however, this
actually represents either an effort to test the limits of the leader's acceptance of
f:riticism or the extent of his faith in the process. It is a quite common experience
in treatment that when a person is being helped most, he talks most critically of the
process. Accept the criticisms which are merited and use them to correct aﬁld per-
fect the process. Ignore the others. : .

How can I be expected to answer all the questions they raise? You can't.
Nobody expects this of you, don't try to. Throw the questions back at the group and
let them answer. Don't try to be an encyclopedia--just be a friendly, warm, human
being. Don't be afraid or ashamed to use the magic words, "I don‘£ know. "

Isn't it pretty much a waste of tiine to help a person adjust in group counsel-
ing when he is going back to the same bad environment out of which he came?
Basically no. Our primary objective is to help him grow, and growth doesn't
suddenly evaporate when he leaves here. A positive change in attitudes and feel-
ings should result in a happier, more satisfied, and more adaptable individual.
These experiences will not be easily abandoned. Environment does not determine
inevitably how we feel and act. Many people live above bad situations; these people
can and do learn to do this. Also, why not improve that poor home climate by hav-
ing parents in group counseling, also?

Can a person who hasn't experienced erime really help those who are going
through this experience? Emphatically yes, There are many experiences we can
understand and share effectively with others without actually going through our-
selves. Alcoholism seems to be about the only problem where people who have
experienced it are often more successful in giving help than those who have not.

?In other areas, the essence of helping is to share feelings, not necessarily exper-
iences, We can fall back upon our common humanness.

S
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How much must I know beforehand about the background of the members in my
group in order that I may be most helpful to them? Very little. They will graduaily
tell you all you need to know as the group proceeds. Whatever is important will
eventually come out if you listen thoughtfully and if the group develops the desired
"we-feeling, ™'

What should { do when a group member asks my opinion about court or insti-
tution policy ? It is wise to refrain from making judgments about such matters until
you have had a chance to get all the facts and the views of different people, This
situation offers a good opportunity to demonstrate that oue doesn't take sides in a
controversy until he knows a good deal about it. Frequently such que stions are
raised as a means of expressing criticism rather than because they are really inter-
ested in your opinion. Here is a case where you inight deal with the feelings a per-
son has rather than the specific issue he raises. '

How should we deal with hostile comments ? Permitting them to be expressed
is the important thing. You might ask the person "What makes you feel this way ?"
or ask anothef member of the group how he feels about it. Above all, don‘t let the
comment arouse hostile feelings in you, _

What should be our stiitude toward the offender's code?

Acknowledge its existence without getting excited about it.

Let the group realize that you understand why it is important to
them.

Don't get involved in vebement arguments about it, especially if
you find yourself being on one side with the group arrayed against you.
You can and should express your disagreements with parts of this
code. You might ask certain members of the group for their opinions
before you give yours., You will probably find much less support for
the code than you had expected.

Should Ikeep any record of the sessions? It is best not to keep a written
record of the conents of a session, Keep any attendance records you wish. Occa-
sionally tapes are made, but only after the purpuse has been horovghly explained,
the group has given its permigsion, and they have been promised that they will be
able to listen to the tape and make any desired deletions before it is used further,

What about the person who has been an active, cooperative group member but
suddenly shows resistance by a very negative attitude and reluctance to participate?
This is a frequent occurrvence when people are dealing with their problems. In
most cases it is a sign that the digcussion is getting uncomforiably "close to home"
and has aroused painfal feelings which have previousiy been repressed. People
generally build up defenses against memories and deep-seated feelings which hurt.
When they find these deienses crumbling and about to be penetrated, they get pan-
icky. The resistance is then a shield to protect one against discussion of one's
self or one's emotional problems. Understanding this, you will not be bothered by
the resistant activity and will look for a good opening to encourage the pevrson, with
the supwort of the group, to face the situation.

_ How can I tell when the group is "getting in too deep?" This won't happen as
easily ox frequently as you fear., Most conscientious laymen who get involved with
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counseling have this concern, It is our experience that the people who are anxious £
about this have least reason to be. This problem is more theoretical than real

When bona fide healing is taking place there is a natural movement from more :;u - 1
erficial to deeper levels, It might help to remember: ’ L

-Unless be is deliberately stojected to great pressure, a person

will go no deeper than he is prepared to. Don't use this pressure or
permit the group to do so.

-Here is one of the distinct values of a group. Their collective

judgement and sensitivity will be good insurange against individual :
deficiencies in these areas,

' As we said before, thousands of offenders have gone through this group exper-
ience and so far as we know, none of them have been seriously hurt by it.
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1f You Want to Read More on Group Counseling

BERDIE, R.F. Intensive Group Psychotherapy, Ronald Press, New York, 1945,
466 pp.

DICKS, J. The Ministry of Listening, Federal Council of Churches of Christ in
America, 297 Fourth Avenue, New York 10, New York, 1953.

FROMM, E., Escape from Freedom, Rinehart, New York, 1941, 305 pp.

FROMM, E, The Sane Society, Rinehart, New York, 1921,268 pp.

HARE, PAUL, AP et al, Small Groups, Studies in Social Inter-Action, Alford A,
Knopf, New York, 1955, 666 pp.

RKLAPMAN, J.W. Group Psychotherapy: Theory and Practice, Grune and Stratton,

¥

1951, 4, 181-196.

LERNER, A., "Considerations of Content Material of Group Counseling Sessions <
with Jailed Alcoholics, " Quar. J. Stud. Alcohol, 1954, 15:432-452,

5

McCORKLE, L.W, "Group Therapy in the Treatment of Offenders, " Fed. Prob.,
1952, Dec., 22-27. :

PORTER, E.H. An Introduction to Therapeutic Counseling, Houghton, Mifflin,
Boston, 1950, 223 pp.

ROGERS, C.R. Client-Centered Therapy, Houghton, Mifflin, Boston, 1951, 560 !  :

SCHEIER, IVAN, et al, Volunteer Programs in Courts. Chapter-on ""Cormmunity
Volunteers as Discussion Group Leaders for Juvenile Probationers. "

SNYDER, W.U. Casebook of Non-Directive Counseling, Houghton, Mifflin, Bostom.
339 pp.

WEST, R. Conscience and Society, A Study of the Psychological Prerequisites of
Law and Order, Emerson Books, Inc. New York, 1954, 261 pp.

For further inquiries, Dr. Shelley's address is 1026 Northlawn, East Lansing,
Michigan 48823. : :

- 187 -

JOB THERAPY, INC,

Introducticn

While the previous program emphasized work in terms of groups within an

' institution, the present program emphasizes 1-to-1 work, outside as well as inside.

JOB THERAPY, INC, is a Seattle, Washington based, non-profit corporation
which works primarily in cooperation with correctional programs, by engsaging vol-
unteer citizens in the rehabilitation of adult felons and in the support of the wives
and families of the incarcerated male offender. A recently activated Youlh Program
simulates the activities of the parent Job Therapy organization in engaging volunteer
college age students in the rehabilitation of the juvenile offender and delinquent. Job
Therapy demonstrates «u variety of ways private citizens can personally assist the
young offender in his quest for a useful life in a free society.

Its multi-phase program includes:

1. COMMUNITY EDUCATION ""Accentuating the Pogitive"
To up-grade the public image and self-image of the offender,
and to challenge citizens to responsible personal action.

II, MAN-TO-VMAN SPONSORS (M-2). "Ingpirational Friendship"
A responsible citizen is individually matched with a neglected
prisoner whom he regularly visits and writes to in building a
mutually inspirational and lasting friendship.

11, WOMAN-TO-WOMAN SPONSORS (W-2) ''Inspirational Friendship"
A responsible woman is matched with a female offender or with the
wife of a male offender to visit, write to and support in a manner
as to build a lasting friendship. Supporting the wife of the male
offender helps preserve family integrity, the main foundation for
rehebilitation.

Iv. JOB SERVICES, . . "The Right Job for the Right Person"

Job Development: Statewide survey of job opportunities for
offenders. Receptive employers contacted by personal visit and
placed on file for future reference.

Job Flacement: Matching the offender with the right job that
furnishes opportunity for self-satisfaction, advancement and
use of the offender's skills.

s
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Job Training: Use of offenders in staff functions on part or full-
time basis.

Job Therapy Program Objectives

Short Term

Educate the community as to its responsibilities and the vital part it plays in
the rehabilitation of offenders and in motivating and mobilizing other citizens for
cooperative action.

Establish a positive relationship between each inmate and the outside world
through establishing a warm and personal relationship between the inmate or his
wife, with a trained sponsor who really cares,

Encourage each inmate to participate to the maximum in the opportunities given
him within the institution for vocational, academic and religious advancement, as
prescribed by institutional personnel,

Serve as a liaison between the inmate and his comraunity, helping him find
suitable employment and make other helpful contacts prioxr to the date of his release.

Acquaint employers with existing institutional trzining programs and parolee
skills, thus encouraging them to hire well motivated and skilled parolees.

Locate available job opportunities for parolees and help parolee find employ-
ment consistent with his particular aptitude, training and experience.

Assist coordination of efforts of government and private agencies serving pro-
bationers, prisoners and parolees.

Long Term

To help offenders become responsible citizens whe have a realistic-set of
goals for their lives and who are resourceful in utilizing community services in
achieving these goals.

To inspire each man to think and live close to his maximum potential as a
productive citizen, by helping him to find his capabilities, develop his talents,
organize his time, and budget his income.

To help each offender develop job skills to the point where he can earn an
honest living, support the family, pay taxes, and work for the betterment of the
community.

To help each individual realize that success is not necessarily measured by
what we keep or acquire, but what we achieve and contribute toward our fellow men.

To prevent loss of life and personal property, to reduce human suffering,
social disorder and exorbitant tax increases caused by high crime and recidivism
rates.
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Client Profile - Program Service Schematic T

The following schematic diagrams depict graphically the problems chronic
offenders face and how Job Therapy is addressing these problems.

THE MULTI-DEFICIENCIES TYPICAL OF CHRONIC OFFENDERS

CHRONIC FAILURES

School Dropouts 96%
Unskilled 83%
Broken Home 85%
CRIMINAL RECORDS

HOPELESS FATHERLESS
PURBLIC IMAGE FRIENDLESS
Achievements Abandoned,
Ignored exd o Alienated,
Failures Oo %’, Forgotten
Paraded % & > "LONELY" |
"FEAR PREJUDICE" b, A & "
@ &
v &
The <
POTENTIAL
RECIDIVIST *5
s Critically Needs ?‘
Demanding Job Therapy ep% f
ey, .
CHRONIC JOB HOPPER TRAUMATIC RE-ENTRY
1. Poor motivation and habits 1, Sudden and overwhelming
2. No inventory and job goals 2. No community contacts
3. Hit and miss job search 3. Limited guidance ‘
4. Misfit & dead~end jobs 4, No transportation and |
5. No training or follow-up tools i
"NO JOB FUTURT " 5. Only $40, then what?
"PAROLE BENDS"
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! Institutional Support.
JOB THERAPY'S MULTI-PHASE CITIZEN ACTION PROGRAM :

The Governor's Office of the State of Washington and the Division of Institu~
ADULT CORRECTIONS tions endorses the Job Therapy program. As a result, this private organization
Probation Confinement-Parole enjoys contractual velations with the Division of Institutions, the Department of
Treatment and Custody Vocational Rehabilitation, and the Law Enforcement Assistance Administration,
_r 2 a Parole ‘ The M-2 Man~-to-Man and W-2 Woman~to-Woman programs are now actively operat-
o SUCC;“)S ?’?‘UTIONS ‘ ing in all of the adult correctional facilities of the State of Washington as well as at
DEPT. OF INST - McNeil Island Federal Penitentiary. Volunteer help is used extensively throughout :
! the entire staff organization and ex-offenders are also numbered among the perma-
nent staff,
’ An outgrowth of Job Therapy, Inc., Job Therapy of Cal., Inc., has been in
COMMUNITY MAN-TO-MAN ; operation in California on a contractual agreement with the Department of Correc-
mm CITIZEN SPONSOR i tions. It is attempting to place 660 citizens in four institutions. An affiliate of Job
"Inspirational ! Therapy also exists in the Canadian Province of British Columbia.

Friendship"

CHURCH & CLUBEJ

"Accentuating the
positive™
MASS MEDIA

Skilled

&, X
(v) @
Le & ;
4 of the & Community Education Program (Specifications)
remaining 5
can become
GOOD NEIGHBORS
and
. RESPONSIBLE
odety CITIZENS

The Community Education program has six major objectives: (a) upgrade the
self-image of the ex-offender; (b) transform the public image of the ex-offender:
() transform the public image of corrections; (d) foster mutual understanding and
appreciation; (e) solicit volunteer participation in the corrections process. and (f)
promote similar individualized anti~crime efforts,
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JOB THERAPY
JOB SERVICES d .
"The Right Job for P:tIi)—ENTl{Y %ENT‘EE{S
"The Right Man Gradually Up-gra

Job Performance” {  Up-Grading the Self-I f the Ex-Offender
ABOR : p-Grading the Self-Image of the Ex ender
: INDUSTRY & L THE COMMUNITY

The habitual offender is usually defeated by his own self-image. He views
himself as a hopeless "no-~good, "' someone who really doesn't have a chance. His !
past has been plagued by failures and rejection. He or she was likely raised in a f
broken and fatherless home, or shuttled from foster home to foster home; the
“ : offender probably flunked out of high school or lost interest and dropped out; he's
likely lost every job ever gotten, had a broken marriage, had children taken away
from him. ‘

The offender therefore needs help in bolstering his image of himself and in {
breaking his addiction to failure with its resultant hopelessness and despair, This
can be done in part by giving public recognition to his personal accomplishments ]
no matter how small they may be. Public recognition reinforces the type behavior B
it draws attention to, good or bad. Therefore, we arc careful in all that we print ‘

LY
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or broadcast regarding an offender so that his misdeeds and failures ar.e minimized
and his achievements and contributions to the welfare of others enmphasized.

Transform the Public Image of the Ex~Offender

All too often, news media feature only the misdeeds o‘f o.ffenders, falhl}g to
note what achievements they are making. The general public is always hear;rzi ¢ he
about the 50% who fail on parole and return to cri.me. .Rarely d.o t-hey h.tzauc‘f as+ers
50% who succeed and wilo are now living responsmlt_a lives. This inequity tost
general fear and especially employer prejudice against the ex--offender..t Eduoation

To promote a positive attitude toward the offender, our Commug} y th;
staff regularly reports (in our own publications al:ld t‘flrough mass.meh1’a) or; ity
progress and achievements of ex-offenders. This gives the public t ? }c:.ppl'fe. ot
to hear or read of the released ex-offender who has m?.de a success o} '1sf i 1, e
one who is now earning an honest living, happily marne.d_, supporting his a.rr;lhz
contributing to the welfare of his community. This positive exposurelweanls;er g
public from their negative image of the offender as "a hopeless trouble-ma d

Since we all tend to conform to the roles society expects of us, anew anfL11
positive role greatly accelerates the offexder's motivation and quest for i. l'lsed
life. Also, it cultivates a therapeutic relationship between the ex-of'fendui an Lo
those within the community who can help him such as employers, neighbors, T
tives, church and club members.

Transform the Public Image of Corrections

The field of corrections, like the offender, suffers fronfx a poor public 1mage£
In addition to news media's tendency to concentrate on §ens atu?n:al 1aw—enforcen;:2
incidents, the gangster-warden conflict often portrayed in television and thf' movi;n_
lends a distorted image of the correction process.l Unfortunately, corrections !

idence to this image through its policies. -

selt hfg’oilznetqi\;ﬁly? to the averagge citizen, corrections denotes little more lthalr{l the
processes of the law whereby government agencies catcl} law—breakfers and loc
them up in prisons for their punishment and for the public's prote'ctlon‘. \ morely

The public needs to be shown that the major task o.f corretctmr‘ls }s no ;nbehav..
to apprehend and punish the offender, but rather to re-direct his thinking an oy
jor so that he is no longer a threat to life and property of others. To accomp is

is is to fail. .

fose thOa:czh;Sn :udie‘nce is ccmvinced of the importance of rehabi.li.tatlon, .one can e |
explain and illustrate with slides, the various training opportumtle-s avaulable1 to r
offender within our state correctional institutions. Such presentatlc?ns not only ]
inform the audience but also inspire confidence in our state corre.ctu)nal progranlliec f
and the offender himself. The audience comes to realize that an inmate .Whol applies :
himself can up-grade himself considerably both vocationally and academically. “
With this training, he has more to offer a prospective employer than many men o

t
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the streets. Job Therapy personnel also point out to audiences the services and
advantages of parole supervision provided by the state,

Our personnel stress the fact that high recidivism rates cannot be attributed

necessarily to deficiencies in the correctional program itself, but may more accu-
rately be attributed to lack of citizen involvement and community follow-up. For
example, if the state trains a man as a competent shoe repairman, it will be of
little or no value if we in the community do not help him find employment in that
area on his discharge. Whereas corrections initiates rehabilitation, the community

mugt continue the treatment process until the ex-offender has come to maturity as
a responsible citizen.

Foster Mutual Understanding Between Felon and Society

The felon offen views society as his archenemy. It may appear to him (her)
that everyone is plotting his (her) failure or really doesn't care if he succeeds. He
has to appreciate what is being done by others to aid his quest for a satisfying life,
Also, he needs to be educated to the problems of others with whom he will be work~
ing within the community; especially his employer's problems and how he can make
the employer-employee relationship a two-way street.

The community itself needs to be informed of the struggles of the parolec te
adjust to a society he considers hostile to him. The community also needs to real-
ize what his potential is, and how they might best help him succeed. We seek to
foster a humane, yet realistic attitude toward the felon.

Solicit Participation of Volunteers and Employers

At each public presentation of the Job Therapy program, a 3 x 5 response card
is distributed or is available, giving the listener an opportunity to sign up for the
following service opportunities: (1) Be piaced on the mailing list of "M-2" the
Man-to-Man publication; (2) Become a M~-2 Man-to-Man or W~2 Woman-to-Womzn
Sponsor; (8) Become an "Affiliate Employer" of "Trade~Advisor'; (4) Become a
volunteer worker and/or (5) Contribute funds.

Promote Similar Individualized Anti-Crime Efforts

In numbers there is strength. We publicize and cooperate with groups such
as Big Brothers, Partners, Seven Steps, Friends of Youtk, Volunteers i Proba-
tion, ote.

Community Education program services are designed to facilitate informa-
tion dissernination to the layrman unfamiliar with the program.

Speeches and lectures are given upon request to churches,
church organizations, civic and political organizations, trade

wo
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associations, unions, professional groups, colleges and schools.

The most productive of these various situations as a source for indi-
vidualized (M~2, W-2) sponsor: iias been the Sunday morning sermon
spot, followed that same Sunday evening if possible with a slide pre-
sentation and a session for questions from those considering sponsors :
25 2n inmate. Since sustaining the prison inmate has seriptural refer- ;
enuce, church pustors are often willing to permit Job Therapy speakers
ty take over the pulpit and base the morning sermon unon helping 'the
isrgotten men in prison.

The Speaker's Bureau, a group of volunteers trained by the M-2
Mohilizer Coordinator, averages thirty speaking engagements 2
month, A speaker may also be one of the regular staff. Over eighty
per cent of Job Therapy's sponsors are recruited from speaking en-
gagements originating in churches or church organizations. The next !
most productive speaking situation has been the week-day civic club J
meeling, such as Kiwanis, Rotary, Chamber of Commerce, ete. A :
speaker's bureau made up of active M-2 sponsors is prepared to
speak and give slide demonstrations tc groups requesting them, thus
enabling sponsors to increase their own ranks through mass appeals.

Audiences consider these speerhes 4as great eye-openers, They
generally admit that before hearing such a spealker they were ignor-
ant of the problems of the offender and corrections. They appreciate
hearing the various ways crime can be curbed through one-to-one
¢itizen action.

Audio~visual presentations are developed to illustrate speeches.
Slide presentations are produced covering the physical plants and the
treatment programs within the state correctional institutions and are
shown along with slides illustrating Job Therapy's services. A pos-
ter display and presentation is used effectively in smaller civic clubs
10 glve a quick over-view of the services of Job Therapy as related to
the problem of crime and the offender. A thirteen minute documen-
tary film in color was recently completed that deals mainly with the
M-2 Man-to-Man Sponsor program and is effective in generating
interest in sponsox activity,

Printed materials are prepared as needed to accomplish various
program and operational objectives. These are used asg promotional
hand-outs or ouilines for anti-crime seminars and training sessions
for staif and volunteers. A slick finish brochure illustrating the M-2
concept is used in pearly all presentations. "Man~-to~Man," a
monthly publication, is now being distributed to a mailing list of over
8, 000. A mailing list of 25, 000 is a future goal within the next three
years. The purpose of the publication is to promote the concept and
practice of utilizing volunteer citizens in M~2 Man-to-Man support of
probationers, parolees, inmates and even pre-delinguents. Current
readership of "Man~to-Mau' includes local and state judiciary, state
correctional officery, probation and rarele officers, volunteer
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;{;?lnsozsf, egnployfer affiliates and individuals requesting the publi~a
. eature of "Man-to-Man" is "Futures W od
. ea anted, " a classifie

§ect1011 glymg capsule resumes of specific individuals who are sheld

g specific employment opportunities, e

The correct utilization of loc i
N ) al and national news i i
citizen education component of a program of this namremedla o0 be wn important
T . k3 ’
ity Edfceazf)vgs)iued}a generally agree with the objectives of Job Therapy's Commu-
Toh Thermes a}S : \?Vii 1ar;ms g‘lhe{ frequently repor: positive program newé supplied by
] y volunteer activities in the correcti
o ‘ : ctions process.
bility o lsliilsps; ;;Jt\;le;eexiz :ipi (ib '-I‘htzra{py s & continuing process and the responsi-
ilit LLson wi 'S 18 delegaled to a part-time public relatio -
gzg;ssf JT};nrls‘hmchv1dual supplies local nhewspapers with information relativzstos ptl?e
el <; el;apy as wel‘l asA information relative to the institutional and commu-
activ;;i z ami1 of the orgam.zatlon. National Magazines are receptive to reportin
hatty es in t e volunteer field, "They Go to Prison on Purpose, ' an articlie orig
appearing in the Rotary magazine was picked , )
2 ‘peard : ) by Readers' Di
printed in that national publication i bet, 1970 1o ele aa
. ; n the August, 1970 iss i
i , ne. The article deals
enth ((; f};evgt’icseg omeherapy's M-2 program. Radio broadcasting facilities can be
emensﬁldy el 13'71 ;OI;; ;pot announcements and Job Therapy has utilized this media
. g the past two years. Television i ice
vely | : - . public service departme ¥
z:giléi willing te report news of volunteer activities. Job Therapy Eas hﬂdnltasr:;s
posure on TV during the past year. A local television station in Seattle is

currently donating staff and film to
: $ produce a 30 mi { i
the employment problems of the offender. e documentary fooussing on

Man-to~Man Sponsor Program

The primary objective of the M 2 i
nar; i -4 program is t "
between the client and the "outside world, ¥ o e
our state institutions have no, limited, or
s the J;;Jiir?lpioyers h.ave noted from their experience in hiring parolees that motivation
re gfi }rlnost .1mporta1‘1t contributing factor to the parolee's success on the job
Skilied sg ave It: a chain reaction begins, and it is then not unusual for well- ‘
a;, \ an able'bf)dted parolees to fail to stick with jobs .
partler;c;tlsotr;ilt S()gl;ls '1s pre(l:ipitated by interpersonal conflicts on or off the job Tl;e
owing up late for work, and then eventuall job
entirely usually without notice t : o5 ottor s ihe Job
, A o the employer. Parolees oft i i

- ; us _ yer, ] en fail to see their

Sponsibility to the one who hired them. Consequently, it is not enough to get jobs

¢ ite a positive relationship
All too often, men inearcerated within
unfavorable contact with the outside world,
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Job motivation can best be generated by each inmate becoming closely and
., warmly related tc a responsible citizen in free society, the M-2 sponsor. Such a
personal Man-to~-Man relationship with an inspirational friend is indispensable in
the remotivation of the offender. When someone really cares about what he does
with his life, he can then care for himself and aothers. As one inmate said: "When
I started finding out that people really did care, Iknew it was time I started straight-
ening up. This program gives me a boost in the right direction. "

Sponsor Recruitment, Orientation, Regulations, Training

Sponsors are recruited primarily through speeches t¢ churches, civic and
industrial groups, word of mouth, newspapsr storiés, radio and TV coverage.
Individuals indicating interest in participating in the program fill out and return a
response card. These individuals are then invited by phone or mail to attend the
next series of orientation meetings in their area.

Prospective sponsors must attend two 2 1/2 hour orientation sessions prior to
their certification and assignment to an inmate. After completion of the five hour
training period they are required to fill out a Screening and Matching Questionnaire
at which time a file in the M-2 section is started in their name. Applicant refer-
ences are checked by volunteer caseworkers either by phone or by personal inter-
view after which they are either rejected or certified for matching with an inmate.

During the orientation sessions the candidates are challenged to think through
realistically and objectively what is involved in becoming a competent sponsor, and
how they might best encourage their inmate. Prospective sponsors are briefed on
what their relationship will be to institutional persomnel, parole staff, the inmate
himself and the staff of Job Therapy, Inc. It is stressed that the sponsor role is to
befriend the inmate and to be supportive of institutional programs and personnel.
Finally, prospective sponsors are advised that they do not and should not attempt to
enter into the treatment program for the inmate~~this is the prerogative of the cor~
rections personnel.

At the end of the orientation session, a slide presentation of the various state
institutions is given, showing the physical plant and other aspects of the prison
environment, -

After orientation and final commitment and after the final screening and ref-
erence checks have been completed, those accepted as sponsors are certified,
placed on a list and sent to the institution of their choice where the counselor staff
matches them with an inmate with compatible backgrounds and interests.

The sponsoring individual or couple signs a written pledge to vigit the assigned
inmate at least monthly and to write and assist him on parole as he requesis help.
Each sponsor igs asked to remember his inmate with a modest gift on his birthday
and at Christmas (within institutional guidelines). Cash gifts are discouraged.

Upon release the sponsor may help his parolee find an adequate residence and
establish positive friendships within the community. E&ponsors are discouraged
from having their iomates reside in their own homes. Sponsors are not held le-
gally responsibile for the behavior of the parolee. Nevertheless, they assume a
raoral responsibility to maintain a good example and positive influence upon their

inmate's life.

his share of responsibility in societ

The inmate is encouraged to think realistically about his future

to regay as promised can destroy a friendship
fionatlon to a specific inmate need, they are é.s.k
§ g Fund that Job Therapy maintains,
§ teeded from this fund with options to r

I o
| pr01‘ staff feels strongly that a haphszard effort in this initial ser
 ¥ocess could undermine any of our previous success,

-~ responsible future on the outside.
{.pate conscientiously in the opportu
3 fional, academic, and religious adv
{ selor,

b o7
P
§o

|
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. .
Instimtil:)izl e;rf:gffst}gse mc}:lnths, SPOnsors are asked to meet with Jop Therapy and
exchange of ideas and problem i
o . 8. Prior to the quart -
ing ¢h sponsor receives the M-2 Sponsors!' Newsletter with a repog‘c th; ?ixl‘iyofée:sd

return, Each quarterly meeting h ;
groups, g has one featured speaker in addition to smazll buzz

Program SerVice

The sponsor should not concern hi

on the part of the inmate, but rather e with any previous trresponsible acts

concentrate on pointing his friend toward a
I:I(f, con§tant1y encourages his inmate to‘partici—
nities given him within the institution for voca~
ancement along lines recommended by his coun-
The s

ponsor seeks by example and brecept to help his inmate see and assume
V. He? helps his inmate evaluate and accept his
to adjust his ambitions and plans accordingly,
and to prepare to
et him upon release Under th i

. e guidance of

, the sponsor may also act as liaison between his inmate and

Spon i i
ponsors are discouraged from lending money to their inm-stes as the inability

If sponsors want to make a cash

‘ ed to make the donation to a Revolv-
The irllmate or parolee then borrows the money
. epay that are within hi s

T ' S means,

e following few pages detail our sponsor and inmate processing schedule

eening and matching

: : : For this re
farticular Processing routine cannot be underemphasized cason e feel owr
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Sponsor Processing (Continued)

: ' 5 = ' -t:
Sponsor Processing M M-2 !
T Y Ins. | Mob, S
M-2 Mab Sup. | Coord| Coord.| Sec'y S
Ins, al e 00]; 4. lsecty 5. Orientation course for candidates is :
Sup. | Coord4 C0Ord. . required before final commitment and
: scroening, These are repeated reg-
- rshi ; i
A. RECRUIT CANDIDATES for M-2 Spons(()m P * ularly on th> evening of the 2nd Tuesday :
i. Tne M-2 Challenge and Response ( of each month, X X ‘
3 x 5 card) . "
a. Sunday challenge to churches A standard curriculum and manual pre-
. igate" ‘ sented;
--Morning: "Challenge to Investiga ; ;
. ‘ given from the pulpit X X a. "Sponsor's relationship with Wash-~
i --Evening: "Challenge to Commitment" < : ington State Reformatory staff and h
n with slides X ‘ regulations. " ‘
g b. Weekday Chutlenges to church 1 b, ''Sponsor's relationship with parole '
5 groups--minimum of 1 hr. to staff and regulations, "
: . M-2 program, ¢. "'Sponsor's relationship to his
< present the need, prog x < o ©
g slides, questions. assigned inmate, "
;; ¢c. Weekday Challenges to civie clubs-- i d. '"Sponsor's relationship to Jous 4
: less than 35 min. using a Documen- 3 Therapy, Inc." i
tary Film. Questions. X X o - e
ary dio and TV X : Following the lecture the slides on Wagh-
d. Spot announcements on ra lrumn ; ington State Reformatory may be shown :
e. Encourage man-to-m ancr}?;:nen egKlt " to those who haven't seen them while ;
by Sponsors using M-2 g final interviews are conducted. X
giving the full challenge and story of < |
Job Therapy, Inc. 6. Individual interview for final screening
4 and and preliminary matching information may
2. M-2 Response Cards recewgd ssograph | immediately follow orientation session or
recorded on strip file and addressog X 1 be conducted over the phone or by
plate. (See Appendix, page 7) f appointment. <
3. M-2 Introductory Prospectus, Sponsor |
Matching Questionnaire and Washington C. CERTIFICATION AND MATCHING
State Reformatory Visiting and Corres- | 1. Certification recommendation are finalized
pondence rules and application is sent 4 at weekly staff meetings. Each sponsor is
out with cover letter. Orientation is 3 mailed his certificate card and his M-2
stressed as a mandatory pre-requisite. - lapel pin, A copy of the Screening and
‘ - 3 Matehing Questionnaire is sent to the Sup-
B, SCREENING AND ORIENTATION ervisory of Counselors at Washington
' 1. When the Screening and Matching Ques- B | State Reformatory, or other indicated
tionnaire is returned to the office, a ‘ institution,
dossier file is prepared on the new i 2. Assignments are determmed by the
candidate and reviewed by the coordi- < - 3 Institution Counselor and ratified by the
9 Coordinator X
nator. 1 . ) .
9. Reference letters are sent out and < 't 3. institutional counselor negotiates match
evaluated. ~ % : by mail with inmate personally and with
3. Police Clearance completed. ] SpPOnsor,
4. Cardinvitation and reminder of next 1 4. Authorization to visit and Inmate Match-—
orientation session one week in. X ing Que.stlonnalre received from
advance of the orientation meeting. i Institution, X
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N : \ Inmate Processing
' ing (Continued)
| Sponsor Processing ( — : M2 |73
- M-2 Mok Ins, Mob.
Ing. o Sup. | Coord.|Coord. Sec'y
Sup, JCoord.j Coord,| Sec'y : ]
y A. INTAKE PROCEDURES for recruiting and
. IN-SERVICE TRAINING AND SFJI?ERVISION screening inmates are developed in clogse
1. Quarterly verification of visits from x * cooperation with institution staff,
institution records. 1. INMATE CUE SHEET and lication {
. . lenge! sent out _ - I application ig
2, Q}ltiréerlifs:i??;izl;‘;giaigzoit form. x : given to inmates carefully selected on
or S ! asi int {
w1' P 1y Joint Meeting of Sponsors with » , the bd§1§ of need to lntI‘Odl‘lC(.a them to |
3. Quarterly OJﬂ ) e X X c the privileges and responsibilities of a t :
Institution staff. participant in the M-2 program, X
4, Mobilize and Coordinate Area Commu- x ¥ ; 2. INMATE APPLICATIONS are submitted :
nications Teams. . by an inmate to his counselor as a
§. Attend and advise local M-2 group X request for an M-2 sponsor. The coun-
meetings. ot ors and selor supplements the application with
6. Handle all phone calls from spons his own observations, recommendations,
meet individually with them when problems X and cautions and then forwards copy of
arise. X it to the M-2 coordinator at Job Therapy. X

3. INTERVIEW COUNSELOR at the Institu-
tion. The M-2 Institutional Coordinator
reviews pending applications from coun~

E. RE-ASSIGNMENTS OF EXPERIENCE SPONSORS
1. Review previous match o benefit from any «
unsatisfactory circumstances, ,

4 Selors current case load, before matches :
X ; stion- are finalized by the Institution counselor, X
2. Up-date Screening and Matching Que X : &
R i 4. INTERVIEW INMATES when deemed
ire and send copy to institution, ER 5
lé?mn e face sheet on the dossier jacket, ; adviseable by counselor or M-2 Inst, k
3. o & . ssienments with new coordinator to clarify application and ®
listing pre;flous assig X { confirm match. X :
assignment. : )
B. FOLLOW-UP PROCEDURES "
F. EVALUATION, RESEARCH AND PROMOTION o
. 1. Keep accumulative case file and history % 1. QUARTERLY INMATE EVALUATION -
: SEMINARS with all inmates from each
n each match. ] :
n ;‘ormulat e and conduct research designs, counselor's caseload making five %
&, . .
. jenificant correlations such - , Seminars approximately. X X X .
W:“’h test sign 2. PRIVATE INTERVIEWS with inmates ‘ ;
as:
. . ; ted and recommended by .
: hip of: ; as reques
Th? 1‘%&?0‘211.;1 adjustment and H Inmate's counselor and sponsor, X X X
a. Pmord e?i} ot X b 3. CASE-FILES AND HISTORY kept on
record o . ; ; i i
. : each inmate, especially those special
; j ance in
b. M-2 z?nd mx.):la?e.pe‘rform X problems or those who have profited
vocational tx alflmgé rdvof visits X ‘ greatly from M-2, X X
c. Parole success and re"f"h o | t 4. ALUMNI ASSOCIATION for trainees
3. Keep an accu.mulatlvf file o 1;m N ‘ once they have returned to the commu~ ,
interest stories for "Man~to-Man | ity, for purposes of helping men | S
publication——-forwa-rd promptly to % X % X recently released and promoting the
Community Education Staff. M-2 program. ):¢
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Woman~to-Woman Spousor Program (W-2)

¥

As in the M~2 program the primary objective here also is the creation of a
positive relationship between the female offender, the wife and family of male
offenders, and the community. ¥ in the past the male offender has tended to be
the "forgotten man, ' his fate has only been eclipsed by that of the female offender
and by the wife and family of the male offender,

There are few states at present that concern themselves with the immediate
plight of the male offender's family, although elemental sociology dictates that a
strong family unit is essential to the stability and motivation of any individual,

Frustrations of wives of male offenders lead to increased family tensions,
poor family relations, and disrupted marriages, lack of incentive for future plan-
ning with a tendency to the destruction of the family unit.

Since the W-2 program is at an earlier stage than the M-2, the following ob-
jectives reflect a formative planning process already in operation under the M-2
program.

Involve female volunteers in the corrections process by one-to-
one involvement with female offenders and the wives of male offenders.
It should be emphasized that the problems of female offenders are
quite different from that of the wives of the male offenders, The fe~
male offender is faced with all the problems attendant with a felony
conviction. The wife of the incarcerated male offender is faced with
a certain amount of stigma rubbing off from her husband's crime, but
more than that she is faced with economic problems and worse, the
physical problem of being a married woman locked apart from her
husband.,

Improve the public image of the offender and public acceptance of
the female offender, a social factor in parole success, through contin-
uous community edueation.

-

Help reduce recidivism rates through the efforts made by commu-
nity involvement with professional correctional efforts.

Improve stability of the confined person's family by supporting it
with multi~service activity.

Through sponsor relationships, encourage female prisoners to
continue their educational and vocational skills while confined, a
complement to the corrections process.

Provide job placement services for female offenders and wives of
male offenders through referral to the Job Services Division of Job
Therapy, Inc.

Through community education, awaken employers and the general
public to the opportunity to participate in community-based activities

A e B AR D AN A R A e e esom— v o a8

- 203 -

involving the offender,

Through volunteer sponsor ivi
' activity and concern, helppr ”
! onso otect
children of incarcerated individuals from becoming l,oart I())? the gext

prison generation, (Children ~f broken h
omes are i X
become a part of the crime pattern. ) mone Hkely to

Program Service

r g i
Tgfm 4 core group of thirty (30) women to act as leadership cadre of W-2
5 core group then recruits and traing volunteers for all W- .
such as community education, spons

family support activities.
C.lo?e grc‘mp develops a speaker's panel to assist
to participate in commumity education activities,
" Core group interviews prisoners relative to sponsor relati
pport when requested to do so through correctional channels

, 2 activities
or involvement, sponsor orientations and

in recruiting volunteers and

onships or family

The Incarcerated Female

Provide a sponsor that will visi .
friend, visit and correspond regularly and be a concerned

When the inmate is di
s discharged refer her to i
. 5 ie Job Servi ivisi y
Therapy for assistance in securing employment es Diviston of Job
Ma i o Wor
Socmnzaﬁc—; r\:c;;lu;ﬁ;eer fpoxlsors available to Women's Treatment Center for use in
g roup activities, vocational skill ini
L sxills training, recreational iviti
e sV g, ational activities,
when o pex;;cllznzlrl:zrt term "crisis' sponsors for female offenders having such a need
Sponsor is not wanted. (e fami i
. : I on Is + (e.g., family crises, death, illn
inancial erises requiring liaison with family or attorney) ’ ’ s

Supervise sponsor activity b y y
S bratntng. Y Dy personal contact, by monthly reports and by

The Wife and Family of the Incarcerated Male

. { ]

Inform families of incarcer
. incs ated male offender P i
available to them in the community, 7 O prograns or services

Provide assistance in job locati
) ation when i !
Vices Diviotn, ist Thors o needed by referring to the Job Ser-

Provide « o .
wanied r;)rxlful.e shf)rt t.ezm "erisis" sponsors where permanent sponsors are not
, Situations involving the arrest, pre-trial, trial and incarceration

L3
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. _ E ‘“Parole failure is closely correlated with lack of employment and economic
. ; 3 . Parolees with full~time jobs succeed four to one as compared with parolees
pexiods. . fessional counseling ; status J p P
Help arrange for the wife of a male offender to secure pro with only occasional employment or no employment. As stated by the Washington
gervices when needed. Council on Crime and Delinquency, 'without stable employment, reconfinement is

almost certain, ! Fifty per cent of those who fail on parole earn less than 200
dollars a month, and the unskilled parolee is much more Iikely to fail than those who
are semi~gkilled.

Many offenders, in their desire to get favorable action from the Parole Board,
line up any job avallable to get confirmation from the employer, Out of sympathy
the employer may consent to hire, while at the same time not intend to keep the

parolee as a permanent employee, Parolees are often paid inadequate wages.

- Thus, instead of encouraging inmates to line up makeshift jobs just to get out, an
effort should be made to match them with johs for which they are qualified.

; There is no centralized employment service to ex-offenders readily accesaible
A more understanding social to them., Most job~finding is on a hit-or-miss basis, and accomplished through
friends or relatives without an adequate knowledge of the labor market. Seldom
will a parolee utilize the State Employment Service or even consult his parole offi~-

M-2 and W-2 Long-Range Objectives

We feel a review of these long-range program objectives is relevant here,

SR LAY RN W

1. An improved public image of the f)ffender.
acceptance of the offender in the community.

: 9. A lower recidivism rate, greater parole success brought about by volun- cer relative to employment possibilities.
d - lvement in the corrections process. ; The exclusionary rule of the Job Corps, the Neighborhood Youth Corps and
; - teer Involvem . . ffender. With improved family integrity other Office of Economic Opportunity projects ban ex-offenders from their ser-
4 3. Greater family stability Of. the offender. ' - vices. Most agencies designed to serve the hard-core underemployed shy away
A of the offender, the following benefits may accrue: ' ] fron the offender.
2. The family is kept intact until reunited, an essential foundation ] . Mubeshift jobs create more pz;oblems for th.e offender. than tI.ley solve. Such
to the rehabilitation of the offender. jobs all too often place an offender in a job situation for which he is neither voca-

RISl ST &7 e P e WSS

. tionally or psychologically prepared, resulting in a job failure. The end result is
s : ; dvantage ; )
b. The confined individual 1s.e.nable.c1;0 Zagia x:;:;;l;u?o;n e ctedg the undermining of the ex-offender and the good intentions of the employer, who
of his prison educational opporfunities withou " may decide not to hire other ex~offenders.
with a disrupted family. : Less than 20% of inmates take any vocational training while in the institution,
; o. Preservation of the self-respect of the confined through k‘now— .f Another 20% take academic training, leaving 60% who receive no academic or vo-
% 'th t his family is intact, that he can feel responsibility for it, ‘ cational training, It is agreed by administrators and instructors that this low
i ledgeh tath vo is‘ coz’n munity concern for same. » enrollment is due to poor motivation and ability deficiencies, Many inmates do
3 and that the b ing part of the next prison : not take advantage of training opportunities because they feel it will do them no
§ i re protected from becomin : S d i ; ; ]
; genecll*;xtig: ﬂd::t:curgent factor in delinguency is disintegration o the good in getting a job when released
; family unit. ) t
E 4. Reduction of the cost of time to the public through savings affected by no .
i o . individual Program Services
' having to reconfine the individual. :

i We discourage the inmate from seeking just a ""make-shift" job in order to
get out earlier., We encourage and assist him to develop a clear-cut vocational

< goal and then to seek a job which will be a step toward the attainment of that goal.
We maintain there are more resources latent within the community than there
Job Services Program are needs locked up in our institutions. We merely need to get them tcgether,

When it comes to the problem of employment of the offender, we feel this is the
domain of industry and labor. They are the experts in this field and they must
formulate the answers. This we have found them most willing to do, Industry has
Job services program objectives are to attack the following acut {, loaned us their personnel executives to serve on a special task force to devel‘op
problems faced by the incarcerated or the ex-offender. : employment services oriented to the opportunities and requirements of today's

e employment

o~

.
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labor market. Through the "Affiliate Employer' program, we seek to mobilize
6, 000 firms in the state of Washington as prospective employers of ex-offenders,
with which we will maintain regular contact.

nJobs now' is not our emphasis, but rather to help the offender find a job
suited to his job skills. To foist men into jobs for which they are not prepared
psychologically or technically is damaging to both the employer and the employee,
Listings of prospective employers and job opportunities are tailored to each indi~
vidual's interest, experience, training, aptitude and inter-personal problems. We
try to direct an inmate toward a job that offers him a challenge.

We encourage each inmate, through his volunteer sponsor, to make the utmost
of the opportunities available to him in prison. We also encourage him to continue
his education on the outside. Listings of prospective jobs are provided which will
provide kim with experience in the particular trade for which he is being trained.
This motivates the inmate to apply himself more diligently, knowing thut he will
soon have an opportunity to use his training.

Management is in business to make a profit. They can't or won't operate on
sentimentality or pity, nor should we expect them to. We attempt therefcre, by
complete inventories and apprais als of an individual's skills, to show that the
applicant is right for the job. Offcaders must acknowledge that unions and employ-
ers have standards of excellence that he musi comply with. Unions can be an
offender's best friend or his worst enemy. The offender must understand that the
choice is his.,

Tndustrialists and personnel executives agree that the key to job success is
related primarily to the non-technical attitudes and abilities of the employee such
as his ability to work with others, his work habits, and other non-technical skills,
The major employer often tells us, '"Just give us well motivated men with the right
attitudes who know how to get along with others. We don't care what their skills
are. It's often better if they don't have too many skills. We'll traiu them for their
particular work. "
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7 WORK FLOW OF JOB SERVICES RENDERED TO STATE OFFENDERS

STATE

JOB THERAPY

EMPLOYERS

Match Resident
with Sponsor

Assign Resident
to Job Service

17. Resident Released

1. Recruit and Train
Citizen Sponsor

3. Canvass Labor
Market

5. Resume Service
Futures Wanted
7. Motivation Seminar

(2]

9. Send Resume

11, Send Additional
Information

13. Arrange Job
Interview

15, Coordinate Job
Offer

16. Aid Services
Housing
Transportation
License
Insurance
Budgeting
Bonding
Family
Recreation

18, Release Day Escort

20. Career Guidance
throughout Parecle

8. Peruse Futures
Wanted and Reguest
Resume

10. Request Additional
Information

12. Consider Additional
Information

14, Interview and Offer

19. Start Employment

E TN B
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The following statistics support the need for job services of the type we

render, i A.  Qccupational Level Successes Failures z
| 1l 1. Managemeni, owner, ctc. .9
i 2. White sollar worker 2.7 Tl
3. Skiiled 16.2 7.8
4, Semi-gkilied 57.5 A
DOES A JOB STABILIZE A PAROLEE? 5, Unskilled 22.5 64,6
Successful Failure ~The above statistics indicate that Lhe complete lack of skills is a primary factor in
Pairole Parole contributing to recidivism. Also, parolees tend to be suited for the semi-skilled
iobs.
Employed Full-time 87% I e i eI
’ B. Rate of Employment Successes Failures
- Part-time 55% 45% SHCCesses allures
N . 1. Full-time 84.6 17, 2
onal 27 73% :
: : Occasional S 2. Part-time 7.2 12.1
g Unemployed 30% 70% 3. Qccasional 3.6 24,7
- 4, Unemployed 3.6 45,5
In School 75% 25% :

The above statistics suggest that parolees holding full-time jobs are more likely to
succeed on parole by a 4 to 1 ratio. This may mean also that the individual holding
a full-time job is more highly motivated also.

-....-._...—-.--——...__....—-4—.-.._—__.—...——.—....._.-......—....—-.-....

(From Washington Board of Prison Terms and Paroles Field Services Memoran-
dum, January 18, 1967)

C. Average Monthly Income ‘ - Successes Failures
1. 750 ~ or more 2.1 1.1
Economic Standing Versus Parole Success and Failure 2. 500~ 749 17.8 2.9
3. 400 ~ 499 28,5 8.0
: - 4. 300 - 399 | 21.5 16.6 !
1 5. 200 ~ 299 17.0 18.6
g The following data imply a strong correlation between an offender's success- 6. 100~ 199 8.3 16. 6
ful employment situation and his/lLier ability to reduce their probability of recidi- 7. 99 -less 4.6 36. 0
vism. Income correlates almost directly with rate of employment with 85% of the o
successes earning from 200~700 dollars of income per month; whereas 52% of the
“

failures were earning less than 200 per month,

Abstracted from the "Discharge Data for Parolees, ' Board of Prison Terms and
Parole ¥"ield Services, the State of Washington, January 18, 1967. Out of 287
parole reports, 112 were classified as successes and 175 as "failures,

B ek R R
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The long-range obiectives of Job Services are outlined below.

~Help offenders become responsible citizens who have a realistic set of goals
for their lives, and who are resocurceful in utilizing community services in achiev-

ing thesc goals, thus becoming dependable employers, faithful husbands and fathers,

and good neighbors,

~-Inspire and equip each man to think and live close to Iis maximum potential
as a productive citizen by helping him to discover his capabilities, develop his
talents, organize his time, and budget his income.

~-Help each man develop to the point where he can earn an honest living, sup-
port himself and his family, pay his taxes, and work for the betterment of his
community,

~Help each man to realize that success is not to be measured by what we ac-
quire or keep, but by what we achieve and contribute to the welfare of our fellow
man.

-Prevent loss of life and pergonal property and reduce the amount of human
suffering, social disorder and tay increases brought about by needlessly high
crime and recidivism rates.

B T S =

For further information on Job Therapy, Inc., write Mr. Dick Simmons,
Director, Job Therapy, Inc., 150 John Street, Seattle, Washington 98103,

AT,
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WESTCHESTER CITIZENS COMMITTEE OF THE
NATIONAL COUNCIL ON CRIME AND DELINQUENCY

Introduction Commentary by Editors

All three program presentations in this part share certain essential ingred-
ients, principally, citizen concern, initiation and capabilities.

Moreover, it is significant that from quite dissimilar starting points, and
through quite different processes, they tend to identify many of the same core
problems,

Nevertheless, the differences are important, too, in demonstrating the var-
iety of approaches and citizen bases possible. Among these differences are: .

~While the previous two programs came to involve productively, many people,
their original initiation was largely due to one or a few individuals. The present
program had superb leadership, tvo, certainly including Mrs. Cox, but it tended
more generally to invelve citizen group participation, and, more than that, initia-
tives.

~This is primarily, though not exclusively, a women's effort.

~More attention is given here to the actual processes of citizen education
and problem identification, a kind of citizen group cutreach. .

~There is some affiliation with a pre-existing national body, NCCD, hut in
general the effort is less directly tied to one agency and is related to a multiplicity
of agencies, while maintaining basic independence of any of them,

~To achieve its purposes, Job Therapy requires quite an advanced level of
systematic operational procedures., Lay group counseling is somewhat less 8ys-
tematized, and the Westchester Citizens Committee effort seems least formalized
of all. Comparing all three, it is seen that quite different levels of formalization

may be equally appropriate, depending on the nature and purpose of the volunteer
group.

The Program

Citizen groups are organizing at the local level across the nation to deal
with some of the hardest problems of social deviance ranging from breaking up
organized crime to programming for the pre-delinquent.

The value of well-directed, informmed citizer action in local correctional sys—
tems can be demonstrated by singling out the achievements of one such citizen
group and tracing its beginnings and growth.
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In 1956 the National Probation and Parole Association (then located in New

York City, and called the National Council on Crime and Delinquency since 1960),
believing that an informed citizenry was necessary if its ideas for improvements

in penal institutions and correctional systems were to be put into practice, obtained
funding from the Ford Foundation to start a local citizen action program. The
chairman of the NPPA board was a Judge in the Children's Court in Westchester
County (the first such court in New York State). He, with the help of the retiring
superintendent of the women's state prison in Westchester County, made plans for
a women's auxiliary, which was eventually to become the Westchester Citizens
Committee.

Westchester County, which borders New York City, was chosen for this
activity partly because of the location of the Children's Court, and partly because
of this county's reputation for prog ressive programs in social welfare. This county
includes large, densely populated urban sections, as well as suburban areas, and
also extensive, sparsely settled, rural land. Its total population is about 1,000, 000,

To get the program started, a letter was sent to approximately 100 women
considered to be community leaders, inviting them to a luncheon at which a Women's
Council of the NPPA was to be organized. The purpose of the Council was to be
two-fold: 1) to disseminate information about standards and practices in the cor-
rectional field, and 2) to enlist the help of women's organizations in promoting
improvements in the field. A steering committee was formed, and a chairman
elected (a former president of the Junior League of Northern Westchester),

It was decided to begin involvement by planning a series of visits to all kinds
of correctional settings. Meetings were organized to hear individuals knowledge-
able in the field: judges, correction officers, a prison chaplain, a psychiatrist,
and a director of social services. There was much to learn about procedures in
the courts, probation and parole, detention, correctional institutions, community
facilities and services for offenders, and the theories concerning their treatment
and rehabilitation. As even the terminology used in the courts and the correction
field was strange, one of the first requests made to the NPPA was for a glossary
of terms.

Basic information on each institution was gathered and studied by the group
with particular emphasis on budget requirements, and whatever unmet neéds were
mentioned by the staff. A variety of attitudes were encountered--from welcome,
to tolerance, to scorn--on the part of institution personnel. No action was taken
nor reports issued during an initial "homework'" period of almost two years., It
was a time of listening and learning, weighing and sifting.

Men were first invited to serve on the Board in 1964, Of the present
twenty-one Board members, eight are men, one of whom is Chairman, One mem-
ber is an ex-offender. Total membership ad of 1971 is approximately 90. The
Westchester Citizens Committee is no longer a "Women's" organization, but
because of greater numbers and more free time, the major part of Committee
work is still carried out by women members.

Up to 1970, the yearly operating budget of the Westchester Citizens Commit-
tee was under $200. 00, This was supported by yearly membership dues of $7. 00,
of which $5. 00 was forwarded to the national organization and $2. 00 was retained
for local operations, In addition, a total of about $6000. 00 has been received over
the years in largely unsolicited gifts and grants for special projects. Currently,

N A

g e gEne

- 213 -

membership dues are $10, 00 per year, a portion of which is sent to NCCD. Mem-~
bership in the local United Fund is being requested, and establishment of a perma-
nent office is being planned.

The tasks and programs successfully carried out by this citizen group in its
fifteen years of existence have touched nearly every phase of law enforcement and
the administration of justice. Many have extended beyond Westchester County and
have had statewide and national significance.

In all the activities of the Westchester Citizens Committee, a close relation-
ship with the National Probation and Parole Association and its successor, the
National Council on Crime and Delinquency, has been maintained. Reference mater-

_ials in this library have been useful, and the advice of the experts on the national

staff has been invaluable., The NCCD has state affiliates, but no other local affili-
ate similar to the Westchester Citizens Committee, according to the Information
Center of NCCD,

Committee interests and activities have centered around four types of pro-
grams: general education--both of committee members and of the general public;
surveys; information and recommendations for governmental and other agencies;
initiation of service programs where unmet needs are found to exist,

General Education

Knowledge of the field of law enforcement and the administration of justice
has been both garnered and shared through meetings addressed by specialists par—
ticularly knowledgeable in their areas. Workshops and forums have provided oppor-
tunities for the exchange of ideas. Organized visits have been made to jails, county
penitentiaries, and state correctional facilities, and to a variety of other institutions
and activities including detention homes, adolescent residential treatment centers,
reformatories, alcoholic and narcotic treatment centers, courts, and parole board
hearings. Some of the places visited have been located in Connecticut and New Jer-
sey as well as in various counties of New York State.

Soon after its inception, the Westchester Citizens Committee became a mem-
ber of the Westchester Council of Social Agencies. This Council has often joined
the WCC in co-sponsoring meetings and visits. Other organizations that have also
co-sponsored events with the WCC include the Westchester Children's Association,
the Federation of Women's Clubs, the Westchester Bar Association, Junior Leagues,
the League of Women Voters, the Countinuing Education Program of a city school
district, and business organizations. An important cooperative program has been
the yearly Legislative Forum in which current issues are discussed by local, state
and national legislators.

The program developed in cooperation with the Continuing Education Program
of a city school was an adult education course consistirg of a series of 10 weekly
seminars in the city high school covering the general subject of crime and delin-
quency. Several nationally prominent authorities were included among the leaders,
One outcome of this program was a major service project entitled "Community
Aid for Employment. " This operation provides help for ex-offenders, and is des-
cribed in a later section.
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Members have spoken singly and in panels to men's and women's organiza-
tions about the work of the Committee. Contacts have been maintained with the
press and other news media as further means of public education.

A Westchester Citizens Committee information program for young people has
had international significance. A county judge first pointed out to the Committee the
fact that many young people who appeared in court were unaware of the seriousness
of the offenses they had committed and of the penalties that might be involved. Com-~
mittee members proceeded immediately--early in 1960--to discuss the problem with
school superintendents, principals, guidance counselors, and social studies teachers,
and with sociologists, lawyers, judges and a district attorney. All recognized a need
and approved the idea of trying to reach children through the schools, but they ques-
tioned how it might be done effectively. Suggestions included a single assembly pro-
gram, a dramatic production, a film, or written materials and classroom discussions,

An investigation showed the schools had little material available on the state
government, practically none on county and municipal governments, and even less on
the judicial system. To fill this void, the WCC prepared a small booklet which
stressed government by law, explained the offenses most often committed by young
people, the penalties they entail, the results of a criminal record, and the essential
facts about Children's Court and youthful offender procedures. Teaching aids were
also assembled, including suggestions for classroom procedures and lists of films
and reading materials.

Use of the new booklet, entitled You and the Law, spread rapidly throughout
New York State schools. An article describing it appeared in the magazine section
of the New York Times. Within less than a year, the first printing of 15, 000 bro-
chures had been exhausted. Also, revised texts had been approved for use in sev-
eral other states. By the next year the brochure was the subject of an article in
Parents Magazine, was described in the new Scott-Foresman textbook for Junior

High students, and began to be distributed to schools in at least one state (Minne-
sota) at government expense. In the same year, You and the Law was presented at
the Family Law Committee meeting of the American Bar Association Convention,
In March of 1963 Kiwanis International started distributing a revised edition
to local Kiwani Clubs throughout the country for introduction in the local schools.

e e
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- zation of a Family Court Committee, Many Court visits and meetings on Family

Within a year more than 1, 000, 000 copies had been sent out. Within the next two
yvears this number reached 4, 000, 000, and there was a revised edition for New
Zealand and two for Canada, one in English and one in French. It is now part of
the required curriculum of public schools in Indiana and Texas. This booklet is
currently available through Kiwanis International, 101 East Erie St., Chicago,
Illinois 60611,

Surveys and Similar Projects

'

Activities in the area of fact finding have included a wide range of subjects,
and have varied in magnitude from tasks completed in a few days by one or two WCC
members to projects in which many members enllaborated over periods of many
months.

The original exploratory visits made by the newly formed Westchester
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Citizens Committee included the County Children's Detention Home. A new building
was being planned and the WCC lelt too little was known locally concerning the type
of ctaffing and programming needed in an institution of this sort. The WCC there-
fore undertook the study of detention principles, securing help from the trained

staff members of the National Probation and Parole Association, and the Child Wel-
fare Division of the New York State Department of Social Welfare. The suggestions
of these experts in the field of detention homes were made known to the County offi~
cials and ultimately were incorporated into the Detention Home program. The W(C
recommendations were also followed in the selection of the Detention Home Director.

The WCC and the Westchester Children's Association co-sponsored the organi-
Court problems have been held through the years, Special effort was directed
toward urging public officials to provide adequate housing for the Court so that there
might be greater efficiency in operation and an appropriate atmosphere of dignity,
The Committee opposed efforts to lower the age of jurisdiction of this Court, As a
follow-up on the study of detention homes and of the Family Court, facilities under
the State Division for Youth were visited. After its study of these programs, the
WCC recommended that the State Division for Youth establish residences for girls
within Westchester, as eventually took place,.

Concern for young people recently led to a project involving children in early
stages of contact with the law. A small number of selected Probation Officers have
been given limited caseloads, The children thus assigned are receiving intensive
supervision. Counseling is also being given to their parents. The program seeks
to be preventative. Development work is continuing in cooperation with the County
Probation Department and the Family Court.

As the result of an early meeting concerned with Probation, a sub-committee
of the Westchester Citizens Committee began studying the problem of hail for the
indigent. It appeared that overcrowding in the Jail might be largely due to the num-
bers detained there awaiting trial who had been unable to raise bail, A statistical
survey of the immates of the County Jail was conducted to determine the extent of the
problem, and the effect of possible changes. The success of the Vera Foundation
with ROR (release on one's own recognizance) in New York City was of great inter-
est because of its promise of justice for many indigent as well as for its potential
for reducing crowding in the Jail. It was difficult to come to definite conclusions as
to how many of the inmates might have proved safe rigsks, largely because of the
problem of trying to follow the men's records in the 44 local criminal courts. Indi-
cations were sufficiently favorable, however, so that the County Court decided to
conduct a pilot project under the direction of the Director of Probation, with the _
cooperation of the County Court Judges and the District Attorney. The trial was so
successful that ROR was made a standard procedure in the County Court,

Perhaps the most difficult and complex of all the Committee's undertakings
was the Misdemeanant Project, Three committee members designed the project,
created the materials and recruited twenty volunteer helpers. Planning and research
took a year and a half, The study covered the treatment of persons accused of mis~
demeanors; it revealed both inefficiency and gross variation in the treatment re-
ceived by misdemeanants in the 44 local criminal courts. The findings so clearly
indicated the need for a District Court that a supplement was prepared describing
the District Courts of two nearby counties. The original report and the supplement
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were mailed to Bar Associations and various other organizations and agencies, as
well as to delegates to the New York State Constitutional Convention and other ind:-
viduals. 1

An expected attack came from the Local Magistrates Association both in the
press and on the platform. On the other hand, strong supporters for a new District
Court now include the New York State League of Women Voters, the Citizens for
Modern Courts, the New York State Bar Association, and the New York State Coun-
cil of the National Council on Crime and Delinquency, Furthermore, support of the
idea appeared in the report of the President's Commission on Law Enforcement and
the Administration of Justice (1967).

A member of the Westchester Citizens Committee undertook a survey fo deter-
mine what contributions to state correctional institution programs might be made by
expansion of cultural activities, and the extent to which public and private sources
might be willing to contribute related materials and services. After approval had
been obtained from the Director of Education of the New York State Department of
Correction, the New York State Council on the Arts agreed to sponsor the program,
in cooperation with the Westchester Citizens Committee. The N, Y, S, C, A, supplied
limited funds which met most of the direct expenses. As a survey rather than a
research project, the report dramatizes various unmet needs in the state correc~-
tional facilities, and serves as an introduction to the system for anyone interested
in how art and library projects may fit into official programs.

As originally planned, the survey was limited to guestions concerning the
performing arts and various other arts and crafts. Along the way, the Library
Development Division of the New York State Library, State Education Department,
asked that its field of interest also be included, and various questions proposed
by that organization were accordingly added to the questiomnaires,

Three forms were used in the survey: 1) an Institution Questionnaire to ob~
tain a picture of existing programs and staff opinions in the eighteen principal state
correctional institutions; 2) a Personal Questionnaire to sample inmates’ interests
and capabilities; and 3) a Community Questionnaire to test for possible outside
support from museums, art galleries, art councils, foundations, voluntary and
government agencies, companies and philanthropists. All eighteen institutions
replied in detail, and 520 Personal Questionnaires were also completed and re~
turned. Eighteen replies were received in response to 30 Community Question~
naires.

The libraries of the various institutions were found to play important roles
in the educational work of the institutions studied, in spite of severely limited
funds and personnel, The principal inmates' plea was for a wider variety of books
and more of them, with the reason most oftep\ given "to have a better understand-~
ing,'" Although puinting was only seventh on the interest list, the number of in-
mates actually involved in any art program was small compared to the number who
expressed interest. Institution officials reported that art programs appesred to
have substantially benefited a significant proportion of participating inmutes
Community resources needed only to be tapped to obtain both material assistance
and volunteers to teach or otherwise assist.

1 R . . . .
Loan copies are available from the National Council on Crime and Delin~
quency Library, Route 17, Paramus, New Jersey.
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It was recommended that art and library programs be expanded with the full-
est possible participation of citizens. Specific actions were recommended for the
New York State Council on the Arts including programs within the institutions, and
the provision of technical assistance for a traveling exhibit of inmates' art. It was
proposed that this exhibit be shown in a variety of settings--museums, schools,
business, churches~-both as a further stimulus to the institution art programs, and
as a means of bringing the needs of the institutions and the inmates to the attention
of the public.

The final report was entitled "Books and Paint - A Survey for Art and Library
Planning, 12 At least partly as a result of this report, purposeful new art activities
are developing in New York State institutions, For example, a photography pro-
gram has been conducted in the Ossining Correctional Facility by the "Floating
Foundation for Photography.' A theater workshop at the same institution is being
conducted by the Westchester Street Theater, and a professionally-mounted show
of inmates' art was held at the Studio Museum in Harlem,

Providing Information and Recommendations

Westchester Citizens Committee members regularly present comments and
recommendations at the annual hearings for the County budget. Various things
mentioned above, such as recommendations for staffing the Detention Home, pro-
viding proper accommodations for the Family Court, and enlarged staff for the Pro-
bation Department, etc., have been included in these presentations. Constant
watch is kept of budget requests and of action taken on the budget.

The results of WCC surveys, such as the study of ROR and the Misdemeanant
Report, etc., are distributed to appropriate organizations and individuals, In addi-
tion, the Westchester Citizens Committee attempts to keep informed concerning all
the most relevant reports and other material from all sources covering the whole
spectrum of law enforcement and the administration of justice. This includes in-
formation from the National Council on Crime and Delinguency, obtained both from

_its publications and from personal contact with its staff. Action is then taken to

assure that insofar as possible, the most relevant parts of all this information
come to the attention of appropriate public and private officials as well as the
general public., The Westchester Citizens Committee has presented recommenda-
tions on matters as broad as creation of a Department of Correction, establishment
of a District Court, and general revision of the penal laws. Improvement of facili-
ties for the treatment of alcoholics and drug addicts has been advocated, as well as
extension of all types of services for women inmates. Opinions have been pre-
sented regarding building programs, usually with emphasis on the greater import-
ance of adequate programs within the new buildings rather than the physical struc-
ture of the buildings themselves, ‘

2Loan copies available from National Public Relations Council of Health &
Welfare Services, Inc., 419 Park Ave, South, N,Y, City 10016, or National
Council on Crime & Delinquency Library, 291, Route 17, Paramus, New Jersey.
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Service Programs

A principal mission of the Westchester Citizens Committee is the establish~
ment of new programs to fulfill unmet needs, It is the policy of the WCC to encour~
age others to undertake each such program if possible, If not, the WCC may get
the program set up and under way with its own efforts, always with the expectation,
however, of transferring responsibility elsewhere us soon as the time is appropri~
ate and a suitable sponsor can be found.

Individual WCC members are allowed substantially full freedom of action
within the limits of interest and general policy set by the NCCD, Any member can
present the details of a suggested program to the WCC board for approval, Once
approval is given, the member has the full support of the Committee as may be
necessary. In most instances the program is developed by the interested member,
who will also recruit such additional volunteers through various sources in the com-
munity as may be required, and provide the necessary leadership for their activi-
ties. Some of these sources have been the Volunteer Service Bureau, church ser-
vice clubs, press and word of mouth,

Minor services, such as obtaining art supplies or musical instruments for
correction institution programs, or finding a volunteer artist to teach inmates, are
asccomplished without any formality, Obtaining needed clothing or specially requested
books is also handled in this manner, Raising the money to provide a scholarship
for a correction officer to study correction at a nearby ccliege is another example
of a minor project handled on a personal basis by a single member.

As an outgrowth of an adult education program, a member of the Westchester
Citizens Committee initiated a major project which is called "Community Aid for
Lmploveuent. " (Originally, the title was "Community Aid to the Offender, " but
elimination of the emphasis on offense soon seemed desirable.} This is a picneer
program of employment and counseling for the ex-offender, the probationer, and
the parolee. It was designed to augment the ongoing work of public agencies by
providing the opportunity, incentive and encouragement needed for a new and con-
structive life. The present project staff includes an Administrator, a Director, a
Secretary, and a group of part~time citizen volunteers. Funds for salaries and
other expenses of the office are supplied through the New Yorl State Labor Depart-
ment's Office of Manpower Development,

The Westchester Correction and Probation Departments, and the New York
State Department of Parole are at present selecting and screening an initial group
of seventy~five ex-offender-clients for this project. It will then be the job of
"Community Aid" not only to find employment for them, but also to recruit and
train counselors who will try to become their trusted friends.

The Westehester Citizens Committee ntember who designed the project also
prepared and submitted the formal proposal to the New York State Labor Depart-
ment for funding. She now serves as the Administrator.

Finally, the Westchester Citizens Committee made an early small donation
which helped to catalyze fund-wise, the beginning of the National Court Volunteer
Treining Project, which was eventually picked up by H,E. W,

The remainder of this report is made up of five sub-reports, each recount-
ing the development and operation of a Westchester Citizen Committee program in
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a closed correctional setting., The first of these could be classed as a public in-
formation project as well as a service to the institution and the inmates. The other
four are directly inmate-oriented. They are:

Experimental Community Relations Program.

Trial Program Circulating Art Exhibits in Prisons.

Educational Program in Westchester County Penitentiary.

Pilot Activities Project for Women in Westchester County Jail,

Educational Classes in Women's Unit, Westchester Department of \
Correction,

Experimental Community Relations Program

Unmet Need

Lines of communication between Westchester County Department of Correc~
tion and the local community.

Program

Establishment of a Community Relations Office to promote general under-
standing and support of the Westchester Department of Correction by the commu-
nity.

A request by the institution's Director of Activities for clothing, musical
instruments and art supplies for inmates in the Westchester County Penitentiary
was the spark that started an Experimental Volunteer Community Relations Pro-
gram in the Correction Department of Westchester County. A member of the
Westchester Citizens Committee, who was familiar with the Penitentiary, having
started an educational program for inmates there, was thus led to suggest that a
community relations program be tried as a bridge between institution and commu-
nity., An interview with administrators followed, and the idea was approved. As
soon as a pion was developed, an accessible corner inside the facility, a desk and
a telephone were provided, and the program was on its way.

Once the physical Community Relations Office was set up, much time was
spent in extending the volunteer's acquaintance with the staff and the mechanics of
the department--the offices, reading rooms, classrooms, dining areas, tailor
shop, gym, cell blocks, and recreational arecas of the Penitentiary, the Women's
Unit and the Jail (total population ca. 500). Tours were made in the company of
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a corrections officer. Annual inspection reports were studied.

The volunteer was invited to attend staff meetings, classification sessions,
and 41l other official functions of the institution,

The Community Relations Office was staffed at first for a three to five hour
period on Fridays, As the program began to unfold, appointments were made at
other times. It soon became apparent that the office could well be staffed five days
a week, at least part-time.

Contacts with the community began with appointments for luncheon meetings
for individuals from various agencies representing all parts of the community.
Invitations were extended on the basis of interest expressed by individuals, or
because of particular programs or needs of the Penitentiary. All plans were
closely coordinated with the Director of Activities of the institution, His duties
included not only the supervision of recreational and related activities of the in~
mates, but also the administration of a large volunteer program,

Most often, persons invited first talked with the Community Relations volun-
teer, then proceeded to have lunch in the Penitentiary cafeteria with the Director
of Activities and another member of the staff, and linally toured the building. An
effort was always made to have visiting representatives from specialized agencies
talk with corresponding memhers of the Penitentiary staff. Many of the commu-~
nity visitors related most closely with the duties of the Director of Activities (Art
Council, Audubon Society, Library, State History, Volunteer Service Pureau, for
example). Representatives from business met with the Coordinator of Vocational
Services. The staff Social Worker met with individuals from such agencies as the
(County) Citizens Action Program ("CAP") and the Neighborhood Youth Corps.

One meeting instigated by the Community Relations Office brought together
the Associate in Institution Library Services from the New York State Education
Department, representatives of the Westchester Medical Library and the West-
chester Citizens Committee, and Penitentiary staff. As a result of this meeting,
the Penitentiary reading room was completely painted, art work of the art class
was hung, and new draperies were installed. Then all books were replaced with
fresh up-to-date publications provided by the Westchester Library Systeny, Vol-
unteers worked with inmates in readying the books and placing them on the shelves
in agsigned categories. The Westchester Library System offered to train commu-
nity volunteers and to help develop a program in which there would be more in-
volvement of inmates with the volunteers. A subsequent meeting tock place at
Westfield State Farm (a women's state prison and reformatoxry) to promote the use

of volunteers and the development of the library as a communications media center.

Although the Westchester Volunteer Service Bureau had given loy:l support
to the Penitentiary over a censiderable peried of time, directing volunteers to the
institution whenever the opportunity occurredy there were Bureau staff and beard
members who had never visited the Penitentiary until brought there by the Commu-~
nity Relations Office. On one of their visits a loan plan for art was worked out and
the women left with paintings done by inmates to hang in their Bureau offices, to
dramatize the program at the Penitentiary.

An executive of a prominent, national business organization was asked for
one of the company's traveling exhibits. He replied that the correction field did
not have high enough priority relative to their other requests. He was reminded of
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the urgency of the problems of crime and delinquency, and of the need for all kinds
of techniques to make the rehabilitation process come to life. A visit was finally
arranged, and subsequently materials, ideas, and support were contributed. This
simple experience was only one of many showing that when citizens are introduced
to the needs of correction institutions, when they visit and walk the long corridors,
hear the sounds, and witness the usual bleak, drab, colorless surroundings, al-
most all go away determined to do something iz improve the situation,

A general meeting was organized with the help of several members of the
Westchester Citizens Cummittee, This brought seventy people (including a state
legislator making his first vigit in a correction institution) into the Penitentiary to
have lunch in the staff dining room and bear the Community Relations story. In-
mates waited on tables; other inmates provided lively music. The program included
a tour of the institution--cell blocks, work and recreation nreas, and newly refur-
bished reading room. As a special feature a talk was given by a recently released
inmate, who described his life in the prison and the conditions faced by an offender
returning to the outside community. A painting of his, entitled "The Problem'" was
displayed to the group. This picture, which showed two manacled hands reaching
through cell bars, was the focul point of the former inmate's story as he explained
the meaning of the picture and told of his feelings while painting it.

The Community Relations Office arranged for several iraveling art exhibits
supplied by the New York State Council on the Arts to be displayed in the Peniten-
tiary reading room. A visit by « board member of the Council on the Arts for
Westchester ied to a gift to the Penitentiary for art materials and allowed the con-
tinuation of the «rt program, which had been hampered by lack of funds. The Com-
munity Relations Office also arranged for the Penitentiary to participate in the
annual March show of art done in correctional institutions held in the state capitol
in Albany. A gift of a prize was pledged by the Council on the Arts for Westchester.

A member of the State History Office visited the Penitentiary with a wealth of
suggestions for programs which might be de veloped by local historical societies.
One state publication was particularly adaptable: The Challenge of Local History
and Schools and Museums.

Visitors included a resesrcher from Australia, a free lance film maker, and
two newspaper reporters whose visits resulted in articles in the New York Daily
News and the Christian Science Monitor. '

Gifts received in eight months through the Community Relations Office included

about 1500 books of all types (including books supplied in response to individual re-
quests of staff and inmates), several musical instruments, art supplies, clothing,
and office equipment,

Following the restructuring of the correction system in Westchester County
under a County Department of Correction, in 1969, this volunteer Experiraental
Community Relations Program was absorbed by the Director of Activities of the
new department.

3 . X .
Available from State History Office, New York State Department of Educa-
tion, Albany, New York 12224,
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Trial Program Circulating Art Exhibits in Prisons

Unmet Need

Alleviation of drab atmosphere of prison libraries.

Program

Provision of circulating art exhibits.

- One member of the Westchester Citizens Commitiee, who had been develop-
ing educational projects for men ard women inmates, became concerned by the lack
of color and design in prison surroundings. Painting, sculpture and ceramics were
included in the educational programs of several New York penal institutions, and in
at least one case the products were widely displayed. In general, however, most
of these facilities were bleak and colorless. Wardens of correctional institutions
in the local area, sharing the same concern, reacted favorably to the idea of dis-

playing art exhibits in their libraries, Permission to circulate traveling art exhi-

bits was then obtained from the Director of Education of the New York State Dep~
artment of Correction. While this would be a minor program, it was hoped that
citizen volunteers bringing art into the lives of prisoners might help in preparing
their minds to accept the educational and psychological help given by the institution.
For those interested, each exhibit would be something to look forward to, some-
thing to experience, and something to remember,

The New York State Council on the Arts agreed to provide exhibits. The

~ first, supplied in cooperation with the American Craftsmen's Council, consisted of

seven pieces of Raku pottery plus enlarged photographic panels. Slides (with run-
ning commentary) showed the artist at work creating.some of the actual pieces
being displayed. The time available for the first display permitted exhibition for
about three weeks in the libraries of each of five institutions, Over 1700 inmates
plns many staff members viewed the exhibit, Reactions were almost universally
favorable, as reflected in many letters with enthusiastic comments.

A series of exhibits was then circulated, beginning with "Print Making
Today." While the New York State Council on the Arts provided the majority of
the exhibits, materials were also loaned by other organizations including I. 13, M,
and Eastman Kodak, o

This program was carried on for a period of about three years. Although
interest continued, the cost of renting exhibits from museums (the initial ones had
been loaned) plus transportation charges, plus the time and cost of the telephone
calls necessary for making arrangements made continuation of the program im-
practical by the volunteer, Public funds were not available.
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Educational Program in Westchester County Penitentiary

(Men's Unit)

Unmet Need

Educational opportunities for men in a short-term correctional institution
(twelve months maximum sentence).

Program

Classes ranging from basic reading through High School Equivalency certifi-
cation and tutoring for college entrance.

In 1961, the Westchester Citizens Committee noted that the reading ability of

inmates in the Westchester County Penitentiary was often very poor. In state insti-

tutions, where longer sentences prevailed, educational facilities were provided.
No such arrangements existed at the county institution. Sentences measured in
months, with 12 'as a maximum, were not believed to allow enough time for signifi-
cant educational progress. However, realizing the difficulty of trying to get a job
if one is unable to read and write, the Westchester Citizens Committee determined
to prove, if possible, that functional illiterates, even in this short-term institution
could be helped to hecome literate within the time available,

In preparation for classes, visits were made to state institutions to study
their cducational programs; teaching materials were gathered, mainly donated by
various publishing houses, including the Readers Digest; and the prospective pro-

-fessional teacher was sent to Washington for special study of phono-visual methods.

The project then began in July 1962 as a four-month experiment, made possible by
an anonymous donation. The program was presented five nights per week, two
hours each session., By September it seemed that without doubt the project was
successful~-several men taking the course had progressed one to three grades in
less than three months! '

Intensive efforts were made to have the program put on a permanent basis
with public funds. Neither county nor state could be persuaded to appropriate the
money at that time, To keep the program running in the interim, assistance was
obtained from six foundations, two individuals and three church groups. The pro-
gram had to be dropped in November 1963, but was restarted in J anuary 1964 with
two alternating teachers, an annual cost of $6000, and a basic education program
rather than only a literacy course, Reasons for the change included:

1. There was often a reluctance on the part of the offender to admit
illiteracy. But if the functional illiterate was in the same room with
others better educated, there was no stigma attached to learning.
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2. Arithmetic was added because of many requests.

5. Great unevenness was found in 2chievement. A man might test
at second grade level in arithmetic and at seventh grade level in
reading, or vice-versa.

4. Industry requires more than a fourth grade education. It seemed
only right to help men who wanted to try to move higher. Also, this
brought more highly educated men into the program who helped as
inmate teachers.

5. With good grouping in the classroom, variation in ability and
achievement made the classroom a more dynamic place.

Attendance was purely voluntary. The only requirements for admission to
the classes were: desire to learn, minimum sentence of 60 days, and testing
under eighth grade on standardized achievement tests.

The following year, administration of the program was taken over by the
Adult Education Division of the local public school system (White Plains), with fin-
ancial support from the funds of the Economic Opportunity Act, obtained through
the State Department of Education. As this financing would only be temporary,
efforts were continued by the WCC to promote legislation providing state aid for
this type of program for the five county penitentiaries in the state.

By 1966 two other counties had established similar programs, also with OEO
funds. Numerous communications were received from State and Federal Depart-
ments indicating that the program in Westchester was widely known and approved.
For instance, the Committee received a commendation from the United States
Department of Labor for its '"perception' in developing the program, and its "per-
sistence in the face of great difficulties.

A year later the project was accepted as a part of the program of the New

|
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York State Department of Education, with additional funds made available for classes

in each of the five state penitentiaries, and two other jails. A High School Equiva-
lency class was added. In the same year, the New York Commission of Investiga-
tiun commended the education program. Proposals have been made by the State
Department of Education for adding vocational training.

After four years of public-supported operation, during which over 100 High
School Equivalency Certificates were earned in addition to the large volume of
activity at lower grade levels, state funds for the High School Equivalency program

were cut off. This was part of the general 1971 budget squeeze, Funds from H,E.W. |

and other sources have since been obtained, however, to maintain the educational
programs. A report "Educational Program, Westchester County Penitentiary"
(Drucker 1964) can be obtained from the Westchester Department of Correction,

Box 300, Valhalla, New York 10595. This report covers the period January through

June 1964--beginning a year and a half after inception of the program.

3
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Pilot Activities Project for Women in

Westchester County Women's Unii

Unmet Need

Activity program of any sort for women serving short-term sentences (twelve

. mnnth maximum), :

Program

Provision of classes in crafts, art, cultural and career-oriented subjects.

Various problems associated with the inactivity and idleness of the women
serving short-term sentences in the Westchester County Jail were brought to the
attention of the public by the Sheriff in charge of that institution. Inmates were
restless and tense both night and day, and frequently caused damage to institution
property. It was natural for the Westchester Citizens Committee to try to meet
this challenge.

Invitations to a meeting to set up a Planning Commiitee were sent by the WCC
to several private community groups and to selected officials in the fields of social
welfare and corrections. Six members from the private groups served thereafter
on the Planning Committee with the help of an advisory group of six of the profes-
sionals. ’

Visits were made to the Women's Unit in the Jail, and the physical set-up was
found to be limited, but not impossible to work around. A survey of the population
showed:

~Average time in the Women's Unit was 60 to 90 days.

-Crimes were mostly alcoholism, shoplifting, forgery, drug abuse,
abortion, disorderly conduct.

~Total female population could reach 40, which was capacity, but
averaged around 20,

-Ages ranged from 17 to 70.

It was found that the women were given duties including keeping their own
quarters clean and tidy, cleaning the stairways and administrative offices, and
washing windows. By 9:00 A, M. most of the work was done. Some games were
available, if requested. Each year about 1000 yards of sheeting were made into
pillow cases, sheets, and garments such as slips and nightgowns. A matron was
qualified to teach sewing, but it was not done on a regular basis, and little time was
being given to it,
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Talks were undertaken with Jail personnel to sound ?ut their ideas angl fee?:d
ings regarding establishment of a volunteer program. This proved helpful in bu1th-
ing mutual trust and appreciation. The volunteers were fortunately aware frotn{xi . :a
start that a good relationship would have to be earned, and therefore were not ais
20U i by the length of time it requived.

o agc?;‘rr}xr}’niﬁ;; mginbers {alked informally with inmates to test if volunteers would
he accepted, The inmates expressed hope that the contemplated programs would bed
s ndartaken and thet they would at least help to relieve the boredom. Iumates ‘offere

remarks such as "Nothing to do but play cards and read, ". 1124 hox‘xrs a d.av with §
nothing to do, " "Alcoholics ghould have something to do--it steadies their nerves.

It sogwert ahvious that even the simplest activity would be most welcome. .

The first formal step taken was distribution to residents of an .”Interest
uestionnaire approved by the Sheriff, This covered basic infom_na’cx,on abo%x’.c‘ ed
schooling, requested an expression of interest in ten suggested fields, an.d nmte(
additional ideas. The custodial officers arranged for these forms to be filled out
and returned to the committee over a period of six weeks. ' ‘

The informal interviews, the questionnaire, and a check of the inmates

records showed:

_A basic education course, such as was being given to men in the
nearby Penitenliary, was not appropriate, as very few inmates over
the period of a year were functional illiterates, and almost none were
wholly illiterate.

-Generally interest was indicated in activities such as knitfing,
sewing, grooming, child care, music, writing, and paililting. It was
interesting to note these activities were basically creative, and
generslly indicative of an urge to express beauty.

Particularly in the beginning, professional advice was sougl‘lt in all' phaggs.
Commiltee members consulted with a rehabilitation staff worker in the field of
correction and with research staff members of NCCD. Sim?larA grggrams were.
sindied in institutions on the state level, and in New York City (¥ riends Rethablhta‘—
tion Program in the Women's House of Detention, (N.Y, C , N.Y,), West.fleld State
Farm, Bedford Hills, N, ¥, Libraries were also a help in research for the progr'eun,
hut 1¢ was interesting to note that research information about the female o"ffender in
shori~term facilities was definitely lacking. Such information as was avazlablfe con-
gerning female offenders related aimost entirely to prisoners sexrving Ionger sen-
tences in state or federal institutions,

Development of Program

Recruitrnent of Volunteers

As plans began to crystalize, the Committee preser}ted its ideas to
friends and community groups. Gradually, various individuals began to
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express a willingness to help. The original volunteers were all personally known to
the chairman. While many were recruited by her, others came through organiza~
tions such as the Red Cross and the Westchester Art Society. The New York Tele-
phone Company and the Red Cross each supplied an instructor. Other volunteers
have been friends of the original core of volunteers.

The chairman used great care in cheice as to qualities that would be fitting
for this type of service. To be an effective volunteer in zorrection, one must not
only have a strong desire to help a prisoner but must also sincerely believe it is
possible to do so. The volunteer must be flexible, and must be sensitive to the
needs of the institution personnel.

Arrangement of Schedule

Scheduling has to be arranged in a manner to permit a shifting group of vol-
unteers to serve a shifting group of inmates. As finally worked out, all programs
now meet for about two hours per week from one to three o'clock on Mondays, Tues-
days, Thursdays, or Fridays. Each program is scheduled for a particular time,
normally for six, eight, or ten weeks. *Programs do not have to start on any par-
ticular week, and time may elapse between the end of one program and the start of
another, ;

Two community volunteers have always been in attendance at each session,
one as instructor and the other as assistant. The assistant is responsible for keep-
ing brief notes and records of each session. Approximately eight to ten inmates
normally volunteer to attend each class,

Activities Offered

After six months of surveying the situation, considering both the needs and
interests of the inmates and the capabilities of prospective volunteers, the commit~
tee concluded that the most practical and easily handled categories would probably
include knitting, groowming, reading, typing and painting. Once these programs
were underway, other courses could be added,

Knitting, the first course offered, was so successful that it soon was sched-
uled permanently for every Friday. It was helpful to have the women feel they were
knitting for a particular individual, so pictures of the children in charitable institu-
tions for whom they were knitting were put on the wall. It was a policy originally
that no articles would be kept by the knitter. At least half of the things knitted
would be given away; the other half might be sold to raise money for buying more
wool, However, a change eventnally was made so that in return for completing and
contributing articles for others, wool could be earned for articles that would belong
to the knitter.

In addition to the classes listed above, programs were also developed around
flower arranging (to satisly creative instincts), the telephone teletrainer (by the
N.Y. Telephone Co.), care of the sick and injured (by the Red Cross), planned
parenthood, singing, classes in religion, arts and crafts, Audubon lectures, movies,
and discussion of books.
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numbers of individuals with large budgets tackling large problems. To delay action
while awaiting ideally trained personnel, a total concept of the program, and com- |

plete funding, is a rationalization which our nation can ill afford.

B. The most important step is the first one~~recognition of a problem. The |

second, a determination to investigate the facts, relate these facts to an ideal, and

i it is i d of improvement.
et busy on changing the system where it is in nee . ‘
¢ Cy The most important choice is the one between remaining uninvolved on

the one hand or getting into the action by starting a program or by joining one already

in existence. ‘ ‘
D. The most important goal is helping to bring about correctional reform hy

promoting cooperation between the public, private and independent sectors at local,

state, and federal levels, ) . . ) '
E. The most exciting possibility is that some Gay correction will take on its

true meaning and not be a "weasel word" ("from the weasel's reputed habit of suck-

ing the contents out of an egg while leaving the shell superficially intact, a wo'rq )
used in order to evade or retreat from a direct or forthright statement of position.

--Websters Dictionary.)

I1.

gI.

Iv,

VI.

VII.

VIII,
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SUGGESTED READINGS

National Jail Census 1970 - A Report on the Nation's L.ocal Jails and the
type of Inmates

Law Enforcement Assistance Administration

Issued February 1971

Study of Pemale Offenders
Division of Institutions
Office of Research

State of Washington
Olympia, Washington

Stewart, Leland; Clarke, Wentworth
Priorities for the 70's - Crime
John Day Company, New York 1971

The Challenge of Crime in a Free Society: a Report by the President's
Commission on Law Enforcement and Administration of Justice,
Washington, D.C,, U,S. Government Printing Office,

Cohen, Nathaniel, The Citizen Volunteer
Harper & Rowe, New York, 1962

Schindler-Rainman, Eva; Lippitt, Ronald
The Volunteer Community - creative use of human resources.

- Naylor, Harriet, Volunteers Today

Association Press. 1967

Stenzel, Anne K. ; Feenly, Helen M., Volunteer Training and Development

(A Manual for Community Groups)
Seabury Press, New York, 1968

Volunteers in Community Service - a report of a study conducted
by North Carolina Council of Women's Organizations, Inc,
Seeman Printery, Durham, North Carolina, 1967,

People Helping People; U, S. Volunteers in Action

U.S. News and Warld Report 1971
2300 N, Street N, W, , Washington, D, C, 20037
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SECTION 1V
RESOURCE DIRECTORY




INTRODUCTION

Tn addition to the resources mentioned in this chapter, the Na‘cj:_onal
Tnformation Center can provide much state and local program information from
ite files and also consultative services for program development and evalua-
tion. )

Information of this kind can rapidly become outdated. Technology provides
the only vidable solution to this time and space problem. Plans are already
wnderway to develop a "Volunteers in Courts and Corregt:.on§ Information Retrieval
ayntem (VIOCIRS)™  The prospectus for such a system is being developed by
Bodrelle Columbus Laboratories in Ohio and also by the Haigh-Scatena Foundation.
The: plan would be to establish and maintain up-‘-to-da‘te, comprehensive data bases
fop voluntesr programs and bibliographic materials, ar'1d to provide rapid access
and easy availability of data by remote computer terminals through an on-line
retrieval system. Tventually, access to this information would be by volunteers
themselves as well as Directors of Volunteer Programs.

e s i Aty

1 | federally-Supported Technical Assistance

Jdministration (LEAA), for field consultants to make available technical
Assistance to state and local governments.
{overnment, University of Georgia, Athens, Georgia, by the American Correc-
{donal Association, College Park, Maryland, and by the American Justice

lis, if your request for expert volunteer consulting assistance is granted,
“ithe work of the consultants (travel, subsistence, honorarium) will be paid by

mforcement planning agency (not directly to the Institute of Govermment, ACA,

‘{ustice State Planning Agencies, though they go by different names in different
tates.
{5 to the type of technical assistance you seek, e.g. planning a court volunteer
rogram, recruiting, screering, setting up a court volunteer training program,

“frogram evaluation, etc.
Iad in this regard, pleace note:

Iecialties, and credentials of twenty National Consultants for Volunteerism

{a the Criminal Justice System. These are top experts who have already expressed
i{illingness to serve as consultants.
fpply other names for any particular problem or area, upon request.
xquest is passed on through the LEAA regional office to LE
{nd thence referred to the contractors. The entire process should not take
inger than three or four weeks, from initiation of request to arrival of the
Irquested technical assistance consultant.

‘jequests will be gramted, however every request will be given serious ccnsidera-
Tion.

{acluding suggestions for some of the many other fine court volunteer experts
‘jvailable for particular program problems you may have.
{istice volunteer programs in need of expert assistance to take advantage now of
Jhis constructive opportunity with which LEAA has provided us.
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A rather major program is available, via the Law Enforcement Assistance

Administered by the Institute of
mstitute, Sacramento, California, the program is 100% federally funded. That

te Federal Covermment.
Requests for technical assistance should be addressed to your state law

r to the individual consultant you would like). All 50 states have Criminal

Your request should be as specific as possible in outlining your needs

You may also request a specific person as consultant,
The National Information Center has placed
n file with the Institute of Government and other contractors the names,

Also, the National Information Center will
Your
,» Washington, D. C.,

There is no guarantee that all

The Center will consult with you further on any phases of your application,

But we urge criminal
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PRINTED RESOURCES AND TRAINING AIDS

The publicatiors, films and tapes listed and described in this section are not
exhaustive, They would number over two hundred if a complete listing were pro-
vided. A more complete bibliography as of 1970-71 can be found in the Center's
publication entitled Volunteer Courts in America. In this section, we have tried to
gingle out the most significant printed resources and training aids and organize

them according to topic categories.
Under each topic heading, we have listed publications put out by the National

Information Center on Volunteers in Courts and those resource materials available
from other individuals or organizations. NICOVIC materials can be purchased
through the 1972 catalog and, whenever possible, purchase information is given for
other non-NICOVIC publications.

General Management of Volunteer Programs

Berry, Judith L, and Scheier, I,H, Serving Youth as Volunteers. Boulder,
Colorado: National Information Center on Volunteers in Courts, February 1972,

Cohen, Nathaniel. The Citizen Volunteg;c. New York: Harper and Row, 1962,

James, Howard. Children in Trouble: A National Scandal. Boston: The Chris-
tian Science Publishing Society, 1969, :

Naylor, Harriet H. Volunteers Today--Finding, Training and Working with
Them. New York: Association Press, 1967.

Scheier, Ivan H,, Goter, L,P, et. al. Using Volunteers in Court Settings: A

Manual for Volunteer Probation Programs, Washington, D,C,: U, S, Government
Printing Office, 1968, (J,D, Publication 447; Cat, No. FS17.8/2:C83; $1. 00--25%

discount for quantity of 100 or nisre,)
Schindler-Rainman, Eva, and Lippit, Ronald, The Volunteer Community,
Wasghington, D, C,: Center for a Voluntary Scciety, 1971. ($4. 95).
U.S. Department of Health, Education, and Welfare, Youth Development and

Delinquency Prevention Administration, Volunteers Help Youth. Washington, D.C,:
U.S. Government Printing Office, 1971. (Publication No. (SRS)72-26002; $. 45).

Varieties of Volunteer Usage: Model Programs

Cox, Mary Louise and Kimberlin, Kathy, '"Write-Giil"" Boulder, Colorado:
National Information Center on Volunteers in Courts, 1972. (Booklet on a NICOVIC
sponsored program te connect voluntears, who want to write to incarcerated children,

with those children),

e e e et i

e et o b, e i e e <5 oy

B
s,

-~ 235.

. rtl?avies, Ursula; Scheier, I, H.; and Pinto, Leonard d. Volunteer Programs in
ourts: Qo}lected_Papers on Productive Programs, Washington, D 5— : U.S, Gove
ment Prmtmg Office, 1969, (J.D, Publication #478; Cat, No, FS17 8./2’7~C.83./2' e

$1. 25~-25% discount for quantity of 100 or more). T ’

Johnson, Guion Griffis Volunteers i i
on, . In Community Service, Chapel Hj
North Carolina: North Caroling Council of Women's Organizations, Incf) iIS;IGI’;

Morris, J, A, First Offender. Ne ]
3 ) 98 Frst Offender, W York: Funk & Wagnalls, Fall 1970 Clot
covered, $6,25; Paperback, $83,25; for further details as to availability; write §701Ci "

unteers in Prebation--NCC .
48067). D, 200 Washington Square Plaza, Royal Oak, Michigan .

National Council on Crime and Delin
‘ ‘ quency (NCCD). Citizen Action to Conty
Crime and Delinguency, (Available from NCCD at $.50 a copy, NCCD Cent ;tl >
mus, New Jersey 07652}, ' ’ o Tares

National Federation of Settlements i
. and Neighborhood Centers. 1
a Weel, Volunteers in Service to Youth and Families, 1965 20000 Hours

oo .Natlonal Information Center on Volunteers in Courts (NICOVIC), Brief Idea-
riming Set, Boulder, Colorado: N ational Information Center on Volunteers in

C.ourts. (More to stimulate volunteer job ideas than to cover comprehensivelln

single one of them; also good for conference handouts, discussion guides etcy)any

Fesi }\I:Ationa}l Information Center on Volunteers in Courts (NICOVIC). National
t.eg1stezz of Volunteer Jobs in Court Settings., Boulder, Colorado: National Informa-
ion Center on Volunteers in Courts, 1967, reprinted August 1970

LocatoN a:#ilonal i[nﬁzrmation Center on Volunteers in Courts (NICOVIC). "Program
rwl: Volunteers Working with or as the Family, " :
i - ly." Boulder, C : i
Information Center on Volunteers in Courts, September 1971 ; Colorado: National

Los tNa;izonal Information Center on Volunteers in Courts (NICOVIC). "Program
ator 72: Resource People and Programs in Short-term Correctional Institutions,

National Information Center on Volun i
. ! teers in Courts (NICOVIC). To be pub-
lished: Program Locator #3 on Voluntary Effort to Aid Offender Employment ?May

1972); Program Locator #4 on Volunte ;
er Pr : ’ ;
(July, 1972), r Programs in Prevention and Diversion

The USchefu;r, I.H..; Osterberg, Mary, et. al. Probationer Diagnosis Without Money:
R se o rofessmnal.and Non-Professional Volunteers in a Court Testing Program
ouider, Colorado: National Information Center on Volunteers in Courts, 1968, ‘

Tanck, James, College Volunteers. A Guide to Action: Helping Students to

Help Others. Washington, D, C,: Superintendent of Document
N s N ! . . o 2 S, U. .
Printing Office, 1969, ($.40 a copy). S. Government

U, 8, News & World Report, Peo i
. . ple Helping People, U, S. Volunteers in Acti
Washington, D,C,: U,S, News & World Report, 1971, Ao
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Training and Selection of Volunteer Coordinators®

National Information Center on Volunteers in Courts (NICOVIC). College
Curricula for the Leadership of Human Service Volunteer Programs. A Report of

q Conference. Boulder, Colorado: National Information Center on Volunteers in

Courts, 1971.
PARTNERS., !'Staff Manual and Job Descriptions. "' 1971 Catalog. Ozder from
PARTNERS, 326 W 12th Ave., Denver, Colorado 80204. ($1. 00).

Scheier, I, H, Suggestions Toward a Curriculum in the Management of Volun-
teer Programs in Courts. Boulder, Colorado: National Information Center on Vol-
unteers in Courts, October 1969.

Funding, Insurance, Legislation

Bervy, J.L. and Scheier, I.H. Insurance Coverage for Court Volunteer.
(Public or Agency Liability, Accident Insurance, Automobile Liability Insurance).
Boulder, Colorado: National Information Center on Volunteers in Courts, September

1971,

Duax, John T. Statutory Review of the Use of Vulunteers in the Court, Chicago,

Mlinois: The American Judicature Society, Juane 1971.

The Foundation Center. The Foundation Directory, Edition 4, 197 1. Distri-
buted by Columbia University Press, New York, N,Y., $15.00). A good source for
locating foundations within your state who might provide additional funding.

Scheier, I.H, Incorporating Volunteers in Courts: Suggested Administrative
gtructures and the Reorganization of Roles, Including the New Professional, Boulder,
Colorado: National Information Center on Volunteers in Courts, July 1970.

Orientation and Training of Volunteers

Berry, J.L. and Scheier, I.E. Thou Shalt and Thou Shalt Not: Guidelines for
Volunteers. Boulder, Colorado: National Information Center on Volunteers in Courts,
September 1970.

“

Berry, J.L. and Yeheier, I,H, Topics and Techniques Currently Covered in
Training of Court Volunteers. Boulder, Colorade: National Information Center on
Voluntoers in Courts, Dzcember 1969.

Boulder Tounty Juvenile Court Volunteer Orientation Manual, 1970, (Available

6Job descriptions of volunteer coordinators which have been issued by various
states and localities are available to participants in the Center's State Desk.
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from the National Information Center on Volunteers in Courts)

col Ddaxfies, prsula and Sol.leier, I.H. A Cssebook for Court Volunteers, Boulder
olorado: National Information Center on Volunteers in Courts, July 1970 ’

Hamm, Robert D. and Wells, Kathleen. Volunteer Examiniation: A Tool for

Volunteer Training Programs., Bould
: . er, Colorado: Nati | :
Volunteers in Courts, February 1970, ational Information Center on

col J orgens?n, J.D, Guides for Volunteers in Correctional Settings. Boulder
olorado: National Information Center on Volunteers in Courts, 1970 ’

; ‘;orgensen, J.D, ‘Training the Court Volunteer: One Model, Boulder, Colo- '
rado: National Information Center on Volunteers in Courts, December 1969 ,

y J c:rgensen, J .D. and Scheier, I,H, Volunteer Training in Courts and Correc-
tions. To be published in late 1972 by the Scarecrow Press.

_ PARTNERS, Training Manual. 1971 C
, ’ . v . atalog. Order from PAR 2
West 12th Avenue, Denver, Colorado 80204 ($3. 00). A RS, 358

Scheier, I,H, Training Locales for Court Volunteers: Nine Opportuﬁities Over

me. . 3 B
. B

. Stelngel,’ Anne K,‘ and Feeney, fielen M, Volunteer Training and Development:
: anua} : or Community Groups. New York: The Seabury Press, 1968. (On volun-
eer training generally, not specifically corrections). |

Resource Mobilization

American Correctional Association, Manual of Correctional Standards. Hart-

. Ac?mmission on Voluntary Service and Action. Invest Yourself: Involvement
and Action: A Catalog of Opportunities, the Commission on Voluntary Service and

Action, 475 Riverside Dri
for $1. 00, ive, Room 665, New York, N,Y. 10027, 1972, available

Soot Commuzﬂty .Service Society. Project SERVE Directory, Community Service
1:oc1et§z of N, ¥, yla Project SERVE, 105 E. 22nd Street, N,Y,C,, N,Y, The Direc~
tory aims a.t national coversge of service volunteer opportunities for retirees includ-
ing corrections or preventiun work with youths.

Community Service Society. SERVE: Older Volunteers in Community Service

(lvgg:ilt; Janet Sainer, Community Service Society, 105 East 22nd St., New York, N.Y

. C;)lrsrectional Service Federation, Directory of Prisoner's Aid Agencies, Cor-
rection ervice Federation, U,S.A,, 526 W, Wis i ue i R
e o consin Avenue, Milwaukee, Wis- .
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Goodwill Industries of America, Inc. The State of the Art of Volunteering in
Rehabilitation Facilities. Washington, D, C.: Goodwill Industries of America, Inc.,
9200 Wisconsin Avenue, Washington, D, C, 20014, ‘

International Prisoner's Aid Association, International Directory of Prisoner's
Aid Agencies, Internaticnal Prisoner's Ald Association, 526 W. Wisconsin Avenue,
Milwaukee, Wise., 53203.

Joint Commission on Correctional Manpower and Training. Offenders as a
Correclional Manpower Resource. Washington, D,C,: Joint Commission on Cor-
rectional Manpower and Training, 1968.

National Information Center on Volunteers in Courts. Impress the Press.
Boulder, Colorado: National Information Center in Volunteers in Courts, June 1971,

National Information Center on Volunteers in Courts. Packet of Conference
and Briefing Handouts, particularly designed for conferences and/or briefing of
community groups or staff. About 8-10 pages, continuously updated, Permission to
adapt and reproduce as desired goes with them.

National Service Secretariat, Directory of Service Organizations, published in
1968 hy the National Service Segretariat, 5140 Sherrier Place, N, W,, Washington,
D.C. 20016. '"To suggest to young people how they may identify agencies with which
they might serve. "

Scheier, I,H, and Allen, Louise H. Veclunteer Courts in America: The New

Decade. Boulder, Colorado: National Information Center on Volunteers in Courts,
1971 Edition.

Scheier, I, H, and Wells, Kathleen. Resources to Tap in Training Court Vol-
unteexs: Using What You Have., Boulder, Colorado: National Information Center on
Volunteers in Courts, June 1970.

Shelley, Ernest L. V. and Hughes, Robert. "The Church as Volunteer in Courts
and Corrections, " to be published in July 1972, by the National Information Center on
Volunteers in Courts.

Research and Evaluation

Jorgensen, James D. and Wells, Kathleen. Court Volunteers' Knowledge of
Courts Prior to Training: A Survey. Bouldgr, Colorado: National Information
Center on Volunteers in Courts, September 1970,

Journal of Voluntary Action Research, (Subscription rate is $10. 00 per year.
To order, write to: Association of Voluntary Action Scholars, 1507 M St,, N, W,,
Washington, D, C, 20005).

Journal of Volunteers with Delinquents. (Subscription rate is $8. 00 for four
issues. To order, write to: Donald L. Jansen, Journal of Volunteers with Delin~
quents, Ohioc University~Lancaster, Lancaster-Newark Rd., N,E,, Lancaster,
Ohio 43130),

v
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National Information Center on Volunteers in Courts NICOVICY, "Court Vol~
unteer Management Institute: Effects and Side Effects: The Impact of Volunteer “

Programs." Boulder, Colorado: National Informati
: 1 mation Center on Volun
Courts, February 1970, wrieers T

Scheier, I.H. Everyone Should Evaluate Their Court Volunteer Program, .

and Evervone Can, Boulder Colorado: National Inf i
s . , C : P ormation Cen 2ers
in Courts, August 1971, ex on Volunteers

"Shelley, Ernest L,V. An Overview of Evaluation, Research, and Surveys.

P;;lﬂlder, Colorado: National Information Center on Volunteers in Courts, September

T Wells, I.(athleen. An Overview: Volunteer Training in Courts. Boulder,
Colorado: National Information Center on Volunteers in Courts, November 1969

Wells, Kathleen and Davies, Ursula. Professionals Eye Volunteers: A Look

at the System. Boulder, Colorado: National Informati
T O ’ : mation C :
Courts, July 1970, on Center on Volunteers in

| Zglha?t, Paul‘F. anc'l Plummer, Jack M. (Eds.). Institute on Research with
Yolunteers in Juvenile Delinquency, April 1971, (Available from N ational Informa-
tion Center on Volunteers in Courts. ) A report on the first conference on research

f}zicorrectional volunteerism, including an annotated bibliography of current research
litles, B

State Planning and Coordination

‘ National Information Center on Volunteers in Courts. State, Regional, and
National Leadership for Volunteers in Prevention, Courts, and Corrections: The

Report of a Conference, Boulder, Colorado: National Information Center on Vol-
unteers in Courts, December 1971,

National Information Center on Volunteers in Courts. State Desk Publications: &

Cal}aghan, Dian P. '"Directory of State, Regional, National and
Ipternatmnal Planners & Coordinators of Volunteer Prograins in
Corrections, " January 1972,

‘ -Callaghan, Dian P. '"Directory of Non-Correctional Service Asso-
cmt%ons, Ex-Offender Groups, and Religious Organizations Offering
Assistance to Volunteer Programs in Corrections," March 1972,

Callaghan, D,P, (Ed.) The State Desk Newsletter.,

7

” Al% other references cited here are relevant in some way to state planning and
coorfh.natlon; however, this report and the other State Desk publications are designed
specifically for state-level organizations.

8 s
These publications are available to the states participating in and subscribing
to the Center's State Desk Service which began operating in November, 1971,

»
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"Model Statistical Report Form for Statewide Volunteer Services. "
"Model Volunteers in Courts Statswide Reference Library,"

"Model Statewide Volunteer Handbook, "

General Background and Philosophy

National Information Center on Volunteers in Courts. As Others See Us;
Perspectives on the Court Volunteer in America, from Japan, Holland, C.anada and
England, Boulder, Colorado: National Information Center on Volunteers in Courts,
August 1971,

National Information Center on Volunteers in Courts, Current Collection of
Reprints, The National Information Center reprints recent articles of gen.eral .
interest which have appeared anywhere in correctional journals. At any given time
there will probably be several reprints in this collection,

Minority Group Involvement?

Joint Commission on Correctional Manpower and Training. Offendc?rs ac a
Correctional Manpower Resource. Available from the American Correctional
Association, 4321 Hartwick Road, 1-208, College Park, Md. 20740.

Directory for Reaching Minority Groups. Available from the Superintendept
of Documents, U.S. Government Printing Office, Washington, D, C. 20402, (Price:
%2, 00).

Martinez, Floyd. "Thoughts on Court Volunteerism y los Chicanos." South-

west Taskforce on Bilingual-Bicultural Rehabilitation Services (for further informa-
tion, write Dr. Martinez, 1216 State, Santa Barbara, California). -

Meyers, Susan M, "The Use and Inclusion of Chicanos as Volunteers in the
Courts, " February 1972. Unpublished thesis. For information on availability,
contact the National Information Center on Volunteers in Courts.

National Information Center on Volunteers in Courts. Recruiting Minorities as
Volunteers in Court, Correctional and Preventional Settings: A Report of a Workshop.
Boulder, Colorado: National Information Cenfer on Volunteers in Courts, J anuary
1972, (Workshop presented by the State of Colorado Judicial Department, Volunteer
Services Coordination Project.)

9A project just beginning on voluntezer experience for the low-income person.
For further information as to eventual report, ete., write Jo Larsen, Director,
Volunteer Bureau/Voluntary Action Cenier of Greater Seattle, 107 Cherry Street,
Seattle, Waghington 98104,

¥R i

- 241 -

National Information Center on Volunteers in Courts. "A Program for All
Americans Needs More Minority Involvement as Volunteers, " Boulder, Colorado:
National Information Center on Volunteers in Courts, May 1972.

Yancey, T.; McFeeley, S.: Lake, F.C,; and Scheier, I, H, Recruitin
Minority Group and Low mcome People as Court Volunteers. Boulder, Colorado:
National Information Center on Volunteers in Courts, January 1971.

Audio-Visual Aids 10 )

a) Slide Shows

American Red Cross, Mile High Chapter. Series of slide shows used by the
Red Cross of Denver for recruiting their volunteers. For information, contact:
David C. Heartman, Director of the Red Cross Youth Volunteer Program for the
State of Colorado, Mile High Chapter, ARC, 170 Steele St. , Denver, Colorado 80206,

A specifically eriminal justice system volunteer slide show is presently nearing com-
pletion.

Berry, J.L. "Nobody's Child. " Boulder, Colorado: National Information Cen-
ter on Volunteers in Courts, September 1970, Description and script. Available
from the National Information Center on Volunteers in Courts. Specialized for
training eourt volunteer foster parents, but applicable to volunteers in general as

regards developing realistic perceptions and expectations of the probationer. {51
slides). .

Davies, Ursula. "The Open Ear. " Boulder, Colorado: National Information
Center on Volunteers in Courts, August 1970, Description and script. Available _
from the National Information Center on Volunteers in Courts, Primarily for per-

sons volunteering service as Group Discussion Leaders for juveniles in a court
setting. (80 slides).

Hennepin County Court Services. (1) "Crime and Corrections! (for recruitment
and public education); (2) "What Is Your Relationship ?" (for orientation and in-service
training of volunteers and staff); (3) "One Plus One Equals Many More" (for orienta-
tion and in-service training of volunteers and staff). Complete set of 3 shows, pur-
chase price is $90. 00. Training manuals are $3.50 each, Rental of 3 shows is
$15. 00 per week. Available through Hennepin County Court Services, Volunteer
Program, Room 22, Courthouse, Minneapolis, Minnesota, 55415,

Scheier, I,H, and Mayfield, Gloria. "Hear Ye, Hear Ye.' Boulder, Colorado:
National Information Center on Volunteers in Courts, April 1970, Description, seript,
and discussion guide. For orientation of new volunteers, this attempts to bring into

Some advantages of slide shows for training volunteers: {1) they can be easily
adapted locally; (2) they are inexpensive relative to films; (3) some of them may have
relevance for recruiting, public relations and staff training as well as for volunteeys.
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hyte court volunteers, then contradicts

the open the common misconceptions of neop
Also useful for selective recruiting,

them, sometimes to the point of caricature.
(23 slides).

b)  Directories of Films nd Tapes

Berry J. L. (Ed.). Preliminary Film Guide for Court Volunteer Training.
Boulder, Colorado: National Information Center on Volunteers in Courts, March
1970, A review and recommendation of films suitable for various court volunteer
training purposes, with information on how to rent and/or purchase them. The
National Information Center distributes the film guide which tells you how to obtain
the films; it does not distribute the films themselves.

Jorgensen, J,D.; Davies, U.; Allen, L.; and Scheier, I.H, Directory of
Tapes for Training Court Volunteers: An Audio Directory. Boulder, Colorado:
National Information Center on Volunteers in Courts, August 1970. A catalog which
reviews and describes 32 audio tapes recommended for orientation and training of
court volunteers. The Directory gives clear directions on how to obtain the tapes.
Note: The National Information Center distributes the directory; it does not distri-

bute the tapes themselves.

1
c) Films 1

nA Second Chance, " for orientation and training of juvenile court volunteers.
Produced by the National Information Center on Volunteers in Courts (NICOVIC). Pur-
chase and rental source: National Audio Visual Center, General Services Administra-
tion, Washington, D, C. 20409,

"Big Help for Small Offenders"; "Don't Curse the Darkness'; "City With a
Heart, " all for promoting volunteerism in courts and correctional settings; all
available for rent from: Volunteers in Probation, Inc., 200 Washington Square Plaza,
Royal Oak, Michigan 48067.

1"The Dangerous Years," orientation for tutors, assistant probation officers,
new volunteers, and juvenile volunteers. Currently in use for juvenile court volun-
teer training. Purchase and rental source: Kemper Insurance Co., Mutual Insur-
ance Bldg., 4750 Sheridan Road, Chicago, Ill. 60640. Attn: John Lavina Jr.,
National Advertising Supervisor. No charge for rental; $25 (?) purchase price.

"Help, Me - Please.”" A 30 minute film just out by Volunteers in Probation,
Ine. /NCCD, addressing the question of why volunteer? Rental source: Volunteers in
Probation, Inc. /NCCD, 200 Washington Square Plaza, Royal Oak, Michigan 48067,

"Homeless Child, " excellent training for foster or adoptive parents and for
child placement agencies. Rental source: Family and Children's Services, Foster

11Most of these films, and others, are reviewed in the Center's Film Guide
cited above; note that such films become outdated rapidly.
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;Iomil Licensing Division, 3856 W. Santa Barbara Ave., Los Angeles, Calif. 90008
ur.c ase Sou;‘ce: Hollywood Film Enterprises, Inc., 6060 Sunset BI"/d H;)ll fwooé
Calif. 90028. No charge for rental; $125. 00 purchase price. B ’ ’

' .”The Invisible. Child, " for orientation for new volunteers, recruiting, for
juvenile volunteers in city and institutions. Rental Source: Association Fil,ms In
1621 Dragon St,, Dallas, Texas 75207. Free loan. e

I D I -l .

) gp ) 3 . -

"The Oc{ds Against, " for adult and detention volunteers. Purchase and rental
;ouice. Amemc.an Fo%m(.iatmn, Ingtitute of Corrections, 1532 Philadelphia National
ank Bldg., Philadeiphia, Pa., 19107. No charge for rental,

1"
Rental ;)ur Forgotten Men, ' for educating the volunteer in correctional settings.
en ource: Job Therapy, Inc., 150 John Street, Seattle, Washington 98109

" . . -
The Price of a Life, " for training of a probation volunteer and good for group

discussion. Rental and purchas . .
for rental. p ase source same as for "The Odds Against," No charge

1 1
o d’?‘he Re.volvmg Door, ' for new volunteers or institutional volunteers, good for
%‘ p discussion, has been used for orienting volunteers working with adult proba-
ioners. Rental and purchase source same as above, No charge for rental

York é'tT?e- Seeke;«s, " good for drug orientation. Rental and purchase source: New
or ate Narcotic Control Commission, Executive P1 - .
Albany, New York 12203. aza Soutk, Stuyvesant Plaza,

1" 3
ons St?re Front, ' for social workers (especially in ghetto areas); for staff and
tra}ners in urban. areas; urban volunteer and adult volunteer in urban area; use for
rainer and a trainee; urban emphasis. Rental Source: Modern Talking Picture Ser~

vice, Inc,, 1212 Avenu i
e, | e of the Americas, New York, N, Y, 10036. No charge for

"What Judge Leenhouts would say i i i

Vh . y if he had 45 minutes with your volunteers. "

Il;Ies_/v training film from- VIP-NCCD, For purchase/rental information, write to ﬁon
eith Leenhouts, President, Volunteers in Probation of the National Council on Crim.e

and Delinquency (VIP- , i ¢
48067, quency ( NCCD), 200 Washington Square Plaza, Royal Oak, Michigan

"With Another Man's Life, ' for educatin i i

_ 5 , g the volunteer in correctional setti

working with adults., Contact the Mott Foundati i "2
. ation of the Flint Board i

East Kearsley, Flint, Michigan 485083, ard of Bdnoation, 825

o "You're No Good, ' for ju'}/enile staff or juvenile volunteer-~new volunteers.
.ental Sourc.e: Check college film libraries in your area, The following have the
flh.n: Wyoming University, Laramie 82070; Colorado University, Boulder 80302;
Brigham Young University, Provo, Utah 84601. Rental-Price: éS. 00 ~ $6. 00. ,

!
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Periodicals

Asgsociation of Voluntary Action Scholars., AVAS Newsletter, published by the
Asgociation of Voluntary Action Scholars, Room 300, 1507 M St., N,W., Washington, .
D, C, 20015, Available with membership in the AVAS. o

International Prisoners Aid Association, Infernational Prisoners Aid Associa~
tion Newsletter, 436 W. Wisconsin Avenue, Milwaukee, Wisconsin 53203.

National Center for Voluntary Action. Voluntary Action News, published by the
National Center for Voluntary Action, 1735 Eye St., N.W., Washington, D, C, 20008, o
Subscription available free.

National Information Center on Volunteers in Courts, Volunteer Courts News-
letter, published by, and available from, the National mformation Center on Volun-
teers in Court, Boulder, Colorado 80302, APPENDICES

New Careers Development Center. New Human Services Newsletter, published
by New Careers Development Centre, New York University, 184 Fifth Ave., New
York, N, Y. 10010, Subscription, $5. 00 per year.

U.S. Bureau of Prisons, Community Exchange, Bureau of Prisons, Washington
D.C, 20087.

Volunteer Administration, P,O, Box 242, Wakefield, Mass. 01880 .

Volunteers in Probation ~-2aitional Council on Crime and Delinquency. v
(VIP-NCCD), The VIP Examiner, 200 Washington Square Plaza, Royal Oak, :
Michigan 48067, Available with $3. 00 membership in VIP-NCCD, ;

12 . . . .
The Center has a list with addresses of the newsletters which we receive

from state, loeal, and national organizations from around the country. This list ;
is available on request for the cost of photostating.
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APPENDIX A

NATIONAL SURVEY OF
CORRECTIONAL VOLUNTEER PROGRAMS AND NEEDS

Augusi, 1971

‘Phis Survey is conducted under the sponsorship of the U, 8. Department of
Justice, Law Enforcement Assistance Administration, Washington, D.C,, by the
National Information Center on Volunteers in Courts, Post Office Box 2150,
Boulder, Colorado, 80302.

"The Survey is designed to discover ways in which the Law Enforcement
Assistance Administration, and the vrganizations with which it works, may be of
niore assistance to you in the planning, development, and improvement of volun-
tcer programs in probation, parole or institutions,™

nyolunteer! is defined as any sevvice, materials, or facilities offered with-
out pay by individuals or groups in the community,

All individual agency resalis are kept strictly confidential, but a report on
group trends will be available upon request, in appreciation of your assistance
with this important matter,

Please return the Survey in the enclosed pre-addressed and stamped
envelope, at your earliest opportunity and no iater than one week, to:

ivan i, Scheier, Ph.D.

Director

National Information Center on
Volunteers in Courts

P.Q, Box 2150

Boulder, Colorado 80302

£
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NATIONAL SURVEY OF CORRECTIONAL
VOLUNTEER PROGRAMS AND NEEDS

Full Title of Institution or Agency
Full Mailing Address

1. Administrative responsibility under which you operate.
cable in each line)

(Check all appli-

Federal State County City
Parole Institution (closed setting) Prevention
Probation

2. How long has your agency had volunteer services without interruption?
(Check one) Less than 6 months___ 6 months to 2 years 2 to 7 years__ _
More than 7 years __ .

We do not have volunteer services or contributions of any kind R
you have checked this last, please skip to question 24 and then return the
form).

3. Average number of volunteers in use each month during the past year.

(Check one) Under 10 11-25___ 26-95 ___ 76 and over

4, How often does your average volunteer contribute his services? {Check one)
2 or 3 times a week___ once a week___ once a month __ less than once a
month

5. What kinds of work are your volunteers now doing? (Check all applicable.)
Entertainment _ Recreation ____
Teaching or tutoring Pre-release preparation __
Contributions of materials or Arts and Crafts ____

facilities Religious programs ____

Sponsorship-~visitation Counseling and guidance _____
Vocational training Job Placement _____

Assisting offender self-help groups ___

Other (Please describe briefly):

6., Which organized group provided volunteer services during the past year?
(Check all applicable)
None _ A,A,____ SeventhStep __ Jaycees ___ Churches
Colleges_____ Other (please specify)

7. How many offenders is your agency currently responsible for? (Check one)
Under 50 50~149 150~499 500-999 Over 1,000




11,

10,

11,

12,

13,

~ 248 -

What type of offender is your agency responsible for? (Please check all
applicable on each line,)

Juvenile Adult Youthful Offender
Male Female
Felony Misdemeanor

What percentage of your offenders were served by volunteers during this
last year? (Check one) Under 25% 25-50% 56-75% 75-100%

How do you recruit volunteers ? (Check all applicable)

Volunteers approach us____ Organization membership
Contact with agency staff One volunteer tells another
Use TV, radio, newspapers

Other (Please specify):

Mathod of acreening volunteer appiicants. (Check all applicable)
None Interview Reference check Fingerprinting

What general requirements must your typical volunteer meet? (Check one)
Lxperience Education Both _ Neither

What type of orientation does your volunteer riceive? (Check all applicable)
None ___ Instruction from staff
Interview with supervisor or Formalized orientation program____
other agency personnel Instruction from other volunteers__
Written direetions and instruc-  Training provided by other agencies
tions, i.e., erientation Inservice training at least once a month___
manual Inservice training less often than once a
month ___

(ANSWER QUESTIONS 14, 16, & 16 ONLY IF YOU'VE HAD A VOLUNTEER
PROGRAM FOR A YEAR OR MORE, OTHERWISE, SKIP TO QUESTION 17)

How many regularly-serving volunteers did you have one year ago today?
Best estimate of number B

How many of these same people (not including newer volunteers) are still
with you today? :
Number of volunteers who started a year ago still with us today

When do most of the volunteers drop aut? Please make your best estimate
here.

Mainly, befween completion of orientation and beginning of assignment
Muainly, 0-3 months after beginning work
Mainly, 4-6 months after beginning work
Mainly, 7-9 months after beginning work
Mainly, 10-12 months after beginning work
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Who acts as the supervisor of volunteers or Director of Volunteer Pro-
grams? (Please check one)

Noone ___ Paid staff member, part time___ Paid staff member, full-
time __ Unpaid velunteer  Subsidized volunteer (a volunteer reim-
bursed for out of pocket expenses) _ Other (specify)

On the average, how many hours does the supervisor or director devote to
administration of the volunteer program(s) each week? (Check one)

5 hours or less 6~10 hours 11~20 hours

21-40 hours More than 40 hours_____

Do you feel regular staff accepts and understands the volunteer program ?
(Check one) Yes, eatisfactorily Needs improvement No

Insofar as staff does accept and like your volunteer program, what are some

of the main reasons they like it? (Check all applicable main reasons)

Better contact with community; improves community relations

Helps to tap into available community resources

More attention given to offenders, via volunteers_

Because volunteer works free, has a better chance to form a good relation-
ship with offender

Volunteers help to free staff from routine jobs___

Volunteers are a source of good new ideas

Volunteers have a range of special skills which staff ordinarily doesr't have

Other: (Please specify)

Insofar as staff dislikes and does not accept your volunteer programs, what

are some of the main reasons for this ? (Check all applicable main reasons)

Volunteers interrupt the reguiar routine of the agency

They make it harder to control offenders

They are too naive, don't really kncw what it's all about

Volunteers are undependable; you can't count on them

They take more time than their output justifies; we could do the job easier
ourselves directly___

They criticize the system too much, without understanding it

They get to do all the "good guy' things with offender, while we become even
more the "bad guys"

Volunteers get over-involved with offenders__

Insofar as volunteers can do the job without pay, there'll be less money for
our salaries and general budget

They get more credit than we do, for the agency's accomplishments__

We feel out of touch with the volunteer program___

Other: (Please specify)

Could your present use of volunteers be improved in any significant way?
Yes No (If no, skip to question 24),
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23. If you answered "yes' to the preceding question, what are some of the main
problem areas needing improvement in your present volunteer program ?
(Check all main problem areas)
Need more appropriate kinds of people as volunteers_
Not enough volunteers
Better volunteer screening __ . WHAT PEOPLE WITHOUT VOLUNTEER PROGRAMS SAY
Improve volunteer orientation and training
Create more jobs for volunteers
~ Give volunteers more responsibility and freedom___ ;o
™ Allow volunteers more contact with offenders .

APPENDIX B

High volunteer turnover rate, we need more dependable volunteers____ The survey was designed primarily to identify the concerns of agencies which
S Bettar staff supervision of volunteers : do have volunteer programs. Moreover, the unexpectedly high percentage of :
e Volunteers take too much staff tims in return for what they do____ agencies in the random group with volunteer programs left only 22 agencies with-
- More control of volunteer's relationship with offender K out volunteer programs in the "no volunteer program' random sample, an unsuit-
o Better reporting of volunteer activities : ably small number on which to draw any firm conclusions.
A Better organization of program generally With such a low N it is impossible to assume any significant difference be-

More money, to defray volunteer program expenses
Improve relations with regular staff

Improve relations with community

Other: (Please specify)

tween the non-volunteer and volunteer program agencies in any of the three ques-
tion areas to which both groups responded: Administrative responsibility, area of
country and particular needs for outside assistance. In fact, in regard to the last
named there is at least a rough posmve resemblance. Finally, the proportion of
no volunteer programs seems to he somewhat high in the South and low in the North
Central region relative to similar preparations in those sections for agencies hav-
ing volunteer programs.

Again it must be siressed that the low N makes the data below of no more
than speculative interest.

24, What kind of outside assistance (national, state, ete.) might you be able to
tise in the development of your volunteer program? (Check all applicable)
Don't need outside assistance
Guidelines for program management
Training aids or materials for volunteers___

Materials or suggestions for orienting staff to volunteers__

Conferences or workshops on correctional volunteer programs
Funding and financing :
Other: (Please speciiy) :

Ay comyents you might wish to add on your volunteer program would be most
welcome. Use other side if desired,

Date

Typed or printed name ' :

Pleage return immediately Stenatore
in the stamped, return- &
addressed envelope pro- ‘ Position held
: vided for that purpose to: ' < '
vl National Information Center :
' on Volunteexrs in Courts,

{

P,0, Box 2150, Boulder, 4 2
Colorado, 80302 . L
o

i

1We did not add the '"no volunteer program' group from the known class
The Surveying Agency would be happy to place on file in the National Correctional | because of a presumption, discussed previously, that these groups probably had
: Volunteer Reference Library any reports, research findings, brochures, or other # had a volunteer program in the past, and could not be certain to have a naive,
S written material on your volunteer program activities. Please enclose them if i pre-experiential view of volunteers. : , 2
S possible with your survey form, :
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Random Class ~ No Volunteer Programs (27%) ~ Profile:

a) Administrative Responsibility:

-2

Total Respondents

From Each Category

Type (N=82) N=22 %
State 66 11 17
County 11 7 64
N.R, 2 2 100
City 1 1 100
Other 1 1 100
Federal 1 0 0

Type N=82 N=22 %
Adult Probation 13 6 46
Juvenile Probation 12 6 50
Adu!* Parole 16 5 31
Juvenile Parole 11 4 36
Juvenile Institution 20 1 50
Adult Institution 10 0 0
Miscellaneous Y 0 0

by Area of the Country:
Total Respondents

Area From Each {N=82) N=22 %
South - 29 10 34
West 20 4 20
N. Central 19 4 21
North East 13 4 31
Unidentifi;ad 1 0 0

B Tt

ST

c) Particular Needs for Outside Assistance in Developing a Volunteer

Program (N=22) (Multiple Response Question)

Needs Cited (Res;yor?;entsﬂZ) %
Training Aids/Materials for volunteers 12 55
Guidelines for Prog. Mgmt. 11 50
Materials/Suggestions for orienting staff to

volunteers 11 50
Conferences/workshops on correctional

volunteer programs 11 50
Funding/financing 9 41
Don't need outside aid 6 27
Other 3 14
No Response 2 9
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APPENDIX C

ADMINISTRATIVE FUNCTIONS:
THE NEED FOR CLARITY

Three Kinds of Program Management Functions

Assuming now that the court intends to take either direct or delegated respon~

sibility for volunteer program management (Section D), are there any divisions
within the administrative functions around which natural differentiations are, and
to understand them we will re-analyze the six categories within the total manage-
ment process, into three main types of voluriteer program management functions:
casework, administrative, and "lead-in." They are frequently confused and this
confusion produces widespread ambiguity and confiict in the administration of
court volunteer programs.

1. Casework. By "casework' is meant any operation which either directly
or via a volunteer results in supervision of a probationer.(or parolee or inmate).

Where in pre-volunteer times the probation caseworker supervised a pro~

bationer directly thus:
Probation Caseworker——————3 Probationer

now he may also supervise a probationer indirectly, via a volunteer as an inter-
mediatry who is in some sense an extra treatment dimension or resource, thus:
Probation Caseworker ———3 Volunteer ————3 Probationer.

There are many variations on this theme in which the volunteer is essen-
tially a ""casework intermediary, " but in all of them the volunteer is in one sense
or another an extension of the traditional casework function in probation. There-
fore, in supervising the volunteer, the caseworker is supervising the probationer
at once removed, and the volunteer-supervising functicn here becomes an exten—
sion of the traditional casework one, similar to the traditional "ecasework super-
visor. "

The most clearcut example of the casework volunteer-supervising function
is diagrammed at the extreme left of Figure 1.\

2, Administrative. Basically, this is all the "paperwork' necessary to sup-
port the work of the volunteer, which, however, does notinvolve direct super-
vision of the volunteer in his casework function. Examples here would be keep-
ing office records, procurement of materials needed for programs, arranging
mailings and meetings, program financing, etc. The functions which fit clearest
in this domain are diagrammed in the right-hand columns of Figure 2 and are
further described in Chapter 11 of USING VOLUNTEERS IN COURT SETTINGS.

ment of personnel.
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FIGURE 1

CASEWORK, ADMINISTRATIVE, AND LIMBO MANAGEMENT FUNCTIONS
IN COURT VOLUNTEER PROGRAMS

JUDGE : PROBATION
CHIEF PROBATIONER OFFICER OFFICER
e
/"
/{ QOVERALL SUPERVISION OF VOLUNTEERS]
1
CASEWORK SUPERVISION LIMBO ADMINISTRATIVE SUPERVISION
Director of Volunteers, and Volunteer Coordinator
Caseworker, etc. LEAD-IN or Administrator
Supervision i (Lead-in) Office Program
of Planning Work Financing
Volunteer Recruiting | i
Screening Record I Materials l
Supervision | Traiping Keeping .
of } !
Probationer Commxmic‘:ation Meetings
Reporting Mailings

|

Ewaluation of
Volunteer

Just as the casework-supervising function in volunteer management naturally
extends the traditionalucasework dimension, the volunteer administrative function
grows naturally out of traditional administrative~paperwork operations, which
existed prior to the volunteer era in courts. It could easily Le an extension of the
"Court Admimistrator's' responsibilities, for example. Other titles by which the
volunteer administration specialist might be known are "Volunteer Program Ad-
ministrator" or "Volunteer Coordinator,? On the other hand, the person providing

casework-type supervision of volunteers is more likely to be called "Director of

Volunteers! or '"Director of Volunteer Personnpel, "' or he might ¢ umply retain

his traditional title of "caseworker' or "probation officer, " it buiug considered
that the natural extention of the casework function which incorporates the volun-
teer as intermediary still leaves him basically a caseworker., It is only that he .
now has a new instrumentality with which to accomplish his casework.

In practical terms, the point is that the temperament and experience needed
to perform volunteer administrative functions may be quite different from the '
temperament and experience reeded for casework supervision of volunteers. Yet
if they are confused in concept, they may be correspondingly confused in assign-
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3. The Limbo Functions, Between Casework and Administration

Between the relatively clear-cut '"casework" and ""administrative’ extremes
{Figure 1), there is a limbo area where the two domains grade together, functions
such as program planning; recruiting, screening, training, and evaluation of vol~
unteers; communication and reporting. Like casework, these involve relatively
direct contact with the volunteer, quite directly impacting on the effectiveness of
the volunteer's work with the probationer, However, they also involve indirect
paperwork support of the type which is essentially the same for all volunteers,
regardless of anyv individualities of their particular case. In thig latter sense they
belong along in the administrative domain.

These "limbo" functions are diagrammed in-between the casework and the
administrative extremes in Figure 1, Largely they are composed of what we may
call "lead~in functions' defined as those operations which prepare the volunteer for
his casework, up until the time he actually begins this casework: thus, planning,
recruiting, screening, training of volunteers, The question is, how far back
along this lead-in Iane should the casework-supervising professional go, in order
to insure sufficient control of the process after the volunteer begins casework?
sonversely, how much of these Yvolunteer headstart’ chores should be left to the
general (non~casework) administrator, leaving the casework supervisor more free
to concentrate energies on the volunteer who is actually on the job? As example,
perhaps it is nice to have the Volw .cer Administrator take over some of the chores
in recruiting, But suppose the caseworker doesn't happen to like the volunteer re-
eruits the administrator gets for him? By an even longer extension from his ad-
ministrative base, suppose the administrator screens volunteers and the case-
worker docsn't like some of the results of that. Finally, training is even closer
to the core of cagework responsibility, but even here the administrator might and
probably should help in some sense. Perhaps one avenue of solution here is to
have the casework-supervising person decide policy, (e.g. the course content of
volunteer training) while the administrator implements it (calls training meetings,
procures maferials, ete.). Similarly, the "gap" in recruiting and screening can
be eased if the casework division takes the trouble to make it maximally clear,
palicy wise, exactly what kinds of volunteers they want, and the administrative
division accepts this policy, implementing it faithfully and effectively.

In general, lead-in and other limbo functions can be left to the administra~
tive person or division more readily, when there is a clear understanding of views
between them and the casework division, as to policy. To repeat, it needs to he
clarified between them, explicitly and early, exactly who does what, o there will
be trouble, The same goes equally if there are two individual people involved,
rather than fwo divisions.

Another error to be avoided by clear thinking and prior planning is that the
caseworker can absorb the exira functionally-attached administrative chores of
volunteer supervigion. Particularly in the building and ix%fai smoothing-out of
volunteer programs, all management functions-~administrative, lead-in, and
casework--take far movre time than anyone not intimately involved in them is
likely to believe,

In any event, some explicit thought has to be given {0 the limbo areas be-
tween casework and administration. Moreover, if the caseworker wants control
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of them (e. g. volunteer recruiting, screening) as a claimed adjunct to his case-
work responsibility, he probably can't leave all the implementation of it to the
Volunteer Coordinator. He has to invest some time and thought in the process
himseclf. Our position at the present time would be that insofar as possible, the
same people or division who have actual casework responsibility for supervising
volunteers ought to have maximum responsibility for volunteer !ead~in functions
as well, and other limbp functions such as evaluation, Again, we believe that
insefar as possible, the person or division who actually supervises volunteers on
the casework job should also control lead-in and Iimbo functions such as screen~
ing, training, and evaluation, though administrative help on recruiting is more
plausible, in fairly substantial degree. This is because we believe that all volun~
teer management functions are in fact interdependent, regardless of how neatly
they may be separated in concept.” Balanced against this, however, must be the
point that people who are skilled in some of these functions will not necessarily
be skilled in all of them.

The Possibilities in an Overall Supervisor Position

Where jurisdictional disputes inevitably arise between casework and admin-
istration, for control of limbo functions, perhaps the best administrative exped-
ient is to have a position senior to both of these volunteer management functions,
to whom both report and who ultimately mediates and decides otherwise irrecon-
cilable issues between them, This position, marked "overall supervision of
volunteers' in Figure 1, in smaller departments might be the Chief Probation-
Officer, or the Judge himself. In larger departments it might in fact be an over-
all volupteer program supervisor who, along with other program or department
headr. reports to the Chief Probation Officer or the Judge.
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APPENDIX D

THE ECONOMICS OF ORGANIZATION AND "THE CREATION OF TIME"

Maximizing Probationer~-Time Input Per Unit of Staff Supervisory Input:
Eeonomic Utility |

One way of looking at court volunteer program organization problems--by
no means the only way--is "economic utility," a viewpoint which preceded court
volunteerism and will continue after it is established, too., The question is: how
do you produce the most tim~ -attention given to the probationer per unit of staff
supervisory time ? In other words, how can you maximize time output to the pro-
bationer for a given input of staff time.

We are well aware that the time efficiency model is not necessarily the
treatment model. Quality of service must be considered, too, and the variety of
different things volunteers can do (as well as intensity of service in any particular
job classification). Then there are the important values of coinmunity enrichment,
citizen participation, ete. :

All this is true, Nevertheless, other things being equal, our position is that
the more treatment-giving volunteers a single staff person can supervise, the more
treatment will be received by probationers. Generally, if a caseworker can super-
vise ten volunteers adequately, more treatment will he outputted to probationers
thanif he can supervise only two volunteers (again, other things being equal).

In other words, time efficiency tends to contribute to treatment effective~
ness, in the volunteer management sense, even though they are not, theoretically,
the same thing,

Time Bfficiency in a Casewoik Model

Let us return, then, to time efficiency, and more specifically to time effi-
ciency in the easework area. That is, we here emphasize all those functions by
and through which a caseworker exercises treatment control over the probationer,
with the volunteer as intermediary. h

Furthermore, let us keep the casework relationship concept as broad as
possible, to include the various ways in which courts might conceive this rela-
tionship, e.g. volunteers as casework intermediaries on less serious cases, with
congiderable responsibility for the case, as distine!l from volunteers working for
professionals as un exira treatment dimension on more serious cases, Either
instance, we think, is compatible w.th the diagram in this section, as is any
other concept of the volunteer as casework-supplement or intermediary.
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Basic Modes of Increasing Volunteer-Probationer Output Pey Unit of Staff Input

All of the modes or decreasing supervisory time input per unit of volunteer
output, as described below, involve one thing in common: an increasing amount of
trust in the volunteer (1) to (in part) supervise himself responsibly, and/or (2} in
some cases to take some responsibility for supervising other volunteers.

This increasing amount of trust can stem from a number of factors, among
which are these:

{1) Continuing observation of the volunteer convinces staff that he needs
less supervision (a) because he has grown with experience and on-the~job training,
and/or (b) pre-existing capacities and professional skills of the volunteer are
evaluated and found appropriate for more self~supervision or supervision of other
volunteers,

(2) With experience and training, staff becomes better at supervising vol-
unteers, hence gets more supervisory mileage out of a given amount of time
cilotted for this supervision.

The Basic Time Efficiency Diagram

Time efficiency, in the broad casework sense, involves maximizing the
amount of attention~time delivered to probationers, per unit of regular staff time
invested. One way to do this is obvious to any proponent of volunteers: you insert
a volunteer (V) as intermediary between paid staff (S) and the probationer (P).
That is, you move from
spends 1 hour

Statt directly 4 Prokm‘tl/onefhmx
0 Statr %%%%;—) Volunteer Spends many 4;\,} Probationer

Nl s

In other words, in the traditional set~up one staff hour spent directly
supervising # probationer yields the same hour attention received as "output" by
the probationer, The input-output ratio is 1:1, But the same staff hour spent
indirectly , supervising a volunteer who in turn supervises a probationer, may
yield 10 to 15 hours attention received by the probationer, as the volunteer con~
centrates on his (usually) ''caseload of one. ' The input~output ratio is, say,
1:15, or put otherwise, there is an "amplification factor" of fifteen,

The use of volunteers thus "creates' time at the output or probationer-
attention~end of the system, per unit of paid staff time invested.

However, it does not create time at the input end of the system. In other
words, as far as one can tell, it takes as much time for staif to supervise a
volunteer as {o supervise a probationer. Indeed, it probably takes more; the -
two earliest and most highly developed court volunteer systems in the world,.
Japan and Denmark, agree in having a ratio of only five volunteers per paid
staff supervisor, Volunteers have problems, too, in their work, needing sfaff -
help and guidance, and a volunteer's more intensive one-to-one knowledge of the -- .
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probationer usually brings up more points that need to be considered, pro and con,
in the treatment plan for that probationer.
These facts are obvious to anyone who has ever actually supervised court

volunteers. Alas, they are not always obvious to those who have not. Accordingly,

a frequent error in planning court volunteer systems is to assume it takes no time
for a staff person to supervise a volunteer, the fallacious reasoning being that if

a volunteer magically ""creates'" time at the output end of the system, equally
magically he absorbs no input time at the staff-supervision end; he's the magic box
that keeps producing candy at one end with nothing put in the other. This error is
disastrous. It is a bitter irony for the staff person who has been told volunteers
will relieve his caseload pressures, to be assigned five volunteers on top of his
already heavy probationer caseload., In other words, the remedy for a backbreak-
ing caseload of probationers is to add backbreaking "straws'' in the form of an
additional "caseload of volunteers." No. If you give a staff person five volun-
teers to supervise, do it only if you also take away at least five probationers from
elsewhere in his caseload; probably you should take away ten or more. So,
assuming volunteers must normally be supervised by regular staff--and we do
assume this--volunteers do not reduce the need for regular paid staff time; they
are far more likely to increase it, put more demands on regular staff time than

ever. (Initially at least, and if it's done properly, it probably takes more staff
time to supervise a volunteer than to supervise a probationer directly, and it is

no surprise to those who know what managing volunteer programs is like, to
learn that volunteers are creating new professional jobs in corrections, rather
than replacing professionals, as some had feared.)

There are nevertheless ways of overcoming this apparent blockage in the
input-output economy of time. Principaily, they occur because while initially a
staff person's caseload of volunteers cannot exceed his caseload of probationers
(and should probably be less), over time and with experience, there are ways in
which a staff person can increase the number of volunteers he can effectively
supervise and control,

Since these staff-supervised volunteers function, in turn, to supervise pro-
bationers, the problem can be more accurately stated as: how many probationers
can ultimately be served by one paid professional probation officer, operating via

volunteers ?

Now that we have our question, let us see what our answers may be. The
four major ways in which staff supervisory input can be decreased per unit of
volunteer output or--what amounts to the same thing~~four ways in which a single
staff person can increase the number of probationers he effectively supervises via
volunteers.
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A. Decreasing the amount of staff supervisory time ner volunteer as the volun-
teer is evaluated to be more competently cavnable of self-supervision

(Where ———> means a relationship of supervision)

1. STﬁ.T«ll_?‘ ———> Volunteer ———————> Probationer

to
2. STAFF —————3% Volunteer —————> Probationer

to
3. Staff ~————>» Volunteer ——————> Probationer

to

4, Experienced  Volunteer ——————3» DPurobationer

In other words, Staff eases supervision, hence saves time, first by remov-
ing an alternate supervisory line to Probationer (1 to 2), then by reducing the
amount of time involvement supervis.ing the volunteer (2 to 3), and even eventually
by allowing an experienced volunteer essentially to work unsupervised in his case-
work with a probationer (3 to 4).

B. Allow experienced and/or volunteers-who-are~professionals, to take over
some of the supervision of other volunteers

1. STAFF 3> Volunteer ———————> Probationer
to

2a. Experienced Volunteer —> Volunteer ———> Probationer
or

2b. Volunteer Professional — Volunteer ——> Probationer

Niany courts build their programs around a corps of professionals~working-
as-volunteers, or semi-volunteers, e.g. social workers, school counselors,
psychologists, etc., for just the reason that they at first lacked regular staff
enough to supervise volunteers. Also, some courts promote rank -and-file
volunteers to such leadership positions, if and as these volunteers prove them-
selves capable in this area.

C. Increasing the caseload of the Volunteer as a function of more staff trust
in volunteer's increasing competence
1. Staff —————35 Volunteer ————— Probationer

Probationer
—___—»Probationer

Either in-
dividually
2. Staff —————> Volunteer Probationer or as 4
\ Probationer \ natural
= Probationer group of
probationers

In a few courts, a single volunteer has supervised as many as ten probationers,
but five seems ordinarily a reasonable upper limit, As the voluntezr's caseload
increases from one to five, so does the caseload supervised indirectly by the staff
member via volunteers, in return for (presurnably) the same input of time super-
vising the volunteer (or in any event, less than proportionally more).
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D.  Supervising volunteers in and as groups rather than as individuals S i volunteer court. Secondly, it should be absolutely clear that this maxiraum, what-
ever it is, will be approached only slowly--over time, with the slow acquisition of
experience and supervisory expertise,

Lei V étand for Volunteer, VI for Volunteer-as-Leader:
1. STAYF —m— V _
2. STAFF ——j (VVVVY
vvyy" ;

TYVY
VVVY i

5. BTAFF .. VL i
G
VvV !
Since some problems repeat themselves between different volunteers, and
gince volunteers can learn a great deal from each other, staff will ordinarily get
more supervisory mileage out of supervising volunteers i: small groups than as
individuals (1 to 2), even though there will probably always be some need for
working with each volunteer as an individual (1), Ultimately, stafl may be able
to use an experienced and/cr professional volunteer as liaison between several
supervised groups of volunteers, bringing back to him only those matters crucially
and unequivocally requiring his attention (3).

That important aspect of supervision called "inservice training" is frequently
conducted on this group supervision model,

i E.,  Various combinations of the above modes~~there is no reason why a court

should not take advantage of any or all of them as the opportunity presents itself,
Opportunities will also vary with the leadership potential of the individual volun-
teers. Some volinteers become dramatically more self-sufficient with experience;

R R

others never do.
T
.
What is the Maximum Number of Probationers One Staffer Can Supervise Via - b
Volunteers ? ¥

With all kinds of combinations poasible, the question then arises: in
optimum combination, what is the maximum number of probationers a single staff
person might be able to supervise effectively via volunteers as casework inter-
mediaries ? No clear answer is known at the present time; we can only suggest,
: by analogy, some lower and upper limits. Both Denmark and Japan, which built
s their probation systems around professionally supervised volunteers, have a
O staff-to-volunteer ratio of 1-to-5; however, since each of their volunteers has a
caseload of more than one probationer (five in Japan), the staff-to-probationer
o ratio (which is what we are talking about) is about 1~-to-25, via volunteers.
o In America, though not iu probation, our most experienced volunteer agency,
' . the Red Cross, has achieved and maintained a paid staff-to~volunteer ratio of 1-to-70.
v Somewhere in that area, we believe, lies the maximum or optimum, and it
» will surely vary according to the conditions and program objectives of each individual
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APPENDIX E

INSURANCE COVERAGE FOR COURT VOLUNTEERS

I. INTRODUCTION: AN OVERVIEW OF UNCERTAINTY

Insurance coverage for court volunteers and volunteers in general is a new
area of concern for all of us. There have been a few recorded instances, (not
many) where liability or other insurance coverage was needed, and not in effect.
But even in the absence of such instances, public officials, especially at higher
levels, seem generally concerned about such matters, and it is necessary that
concrete plans be put forward to alleviate these concerns. Individual volunteers
are also sometimes concerned about liability and insurance coverage, as a condi-
tion of their volunteer service,

It is therefore time to attempt an overview of this cloudy area. In so doing,
however, let us be sure our attitude remains positive, even if our particulars are
less than clear. In the words of one consultant: 'Tam concerned that we provide
insurance in a way that will facilitate, rather than-inhibit, volunteer programs."
In other words, liability concerns should never be allowed to scare us out of a
program, and should be recognized as what they are for some people: :ationaliza—
tions which cover resistances to volunteerism actually based on other fears.

; Indeed, at this point in time we cannot even be certain that we absolutely
need insurance coverage in all cases, or in any event that we need to be as con-
cerned about it as many of us are. As one consultant remarked: "If the Red
Cross, as a foremost leader in the field of volunteer services, has never pro-
vided liability coverage for volunteers, is my concern about this matter valid?"

Or as another consultant put it~-and this gentleman is both an insurance
agent and a successful, experienced court volunteer: 'l am a great advocate of
the "kiss'" principle in the making of a successful organization (Keep it simple
sir), In my opinicn, no program should provide voluntary accident coverage,
group life, or accidental death coverage. In my opinion, it complicates things
and is not really within the spirit of a volunteer program. 1 just don't think that
it is uecessary. Now a policy of Legal Liability covering the agency, and even
perhaps the volunteer, yes!!" ‘

For these reasons, the Nutional Information Center does not necessarily
recommend for or against any of the insurance described below, or to any given
amount, We simply want to place the facts before yon as we have been able to

. determine them, for your own decision. Moreover, should you decide on insur-
ance, we do not endorse one company or another to provide it. That, too, must
be your own decision. We simply present here the companies we have been able
to learn about, in this area.

o
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‘National guidelines have not solidified. Perhaps they never will, since eaéh
state and local situation differs. Therefore the only principle is: once you have
general guidelines and "leads' in mind, consult local counsel and a local insur-
ance agent, as well as an authority in your state (attorney géneraj., state court
volunteer organization, etc.). But the problem isn't simply to find out what
volunteer-insurance legislation currently exists in your state, and then to-be
guided by it. For, in fact, no such legislation exists in most states (with the
exception of a vary few states, cited later in this publication), * There may be
broadly relevant legislation or statutes, and you should investigate these as a’ -
basis for further more explicit statutes. But, ‘apparently, insofar as statutory
‘facilitation proves necessary, new legislation must be created. A state court
volunteer organization is an excellent instrumentality for this, as demonstrated in
the State of Washington.

One more subtlety is scarcely needed, but it exists, in that the area is not
homogenous. It is divided into at least three distinct sectors, each with its ov;zn
ground rules and guidelinez., Each sector has its own section in Part II, as follows: :

A, Public or Agency Liability

B. Accident Insurance for injury sustained by the volunteer in line of
volunteer duty

C. .Automobile liability insurance

II. THREE SECTORS OF CONCERN
A, PUBLIC OR AGENCY LIABILITY

1. Definition and Introduction, Bodily injury to the public or a volunteer based
on a legal liability situation, Stated otherwise, the liability incurred by the agency,
public or private, for injury done by the volunteer to someone else. Normally, the
agency as well as the individual volunteer would be named in such a damage suit, so
that protection of the agency is tantamount to protection of the volunteer.

*The American Judicature Society has recently prepared a "Statutory Review
of the Use of Volunteers in the Court.” In none of the Statutes thers reviewed can
we find explicit mention of insurance and liability considerations for volunteers.
This is an excellent resource on other grounds, however, and a limited number of
copies may be available by writing to Voluateers in Probation, Inc., 200 Washing-
ton Square, Plaza, Royal Oak, Michigan,

| | » ‘
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2, Situations in Which the Agency is NOT Protected.

(a) No policy will normally protect against "wanton or willful mis-
conduct, ' or "gross negligence' on the part of the volunteer, as dis-
tinet from simple negligetice. Be sure your volunteers are orienfed
to this faut,

(b) The Good Samaritan Statute: "A person who, without expect-
ing compensation, renders care to an iniured or sick pexrgon, or
gives counseling or advice to a person in a condition of emotional
crisis, who appears to be in need of aid, is not liable for civil dam-
ages as a result of an act or omission in rendering emergency care,
counseling or advice or as a result of an act or failure to provide or
arrange for further medical treatment or care for the injured person
or further counseling or care for the person in a condition of emo-
tional crisis, "

This is a statute currently proposed in Alaska and you should determine if
your own state has enacted similar legislation., The statute would seem to offer
some protection to the volunteer as an individual, against damage suits. However,
the consensus of osur advisors is that the statute was intended primarily to protect
professionals, e.g. doctors, in emergency situations rather than volunteers in on-
going situations. TUnless its wording can be changed appropriately, it should not
be depended upon for the latter.

(c) Waijvers, Many agencies get signed waivers of liability from the
offender and/or his parents if he is a minor, for injury sustained in on-
going care as well as individually for especially hazardous events, e.g.
camping, skiing, etc, Our advisors suggest that you do this in the
sense that it at least won't hurt, and may to some extent deter suit
or af least slow down claims. But they cannot fully stop them; legal
counsel generally has little faith that waivers will stop a determined legal
challenge, However, if you want to make them as hard as possible
to challenge: (i) have them drawn up by an attorney and (ii) give some
consideration in return for the waiver (e.g., a token payment).

(d) In cases where volunteers are organized into and/or work
for an essentially private group, there used to be a concept of
"Charitable Immunity, "' generally protecting such an organization,
stemming from its charitable status. To our knowledge, this pro-
vision no longer existe in any state of the Union, and should not be
depended upon. “

(e) "Public Imrunity" or Sovereign Immunity" does exist
legislatively in some states, protecting any public agency (such as
a Court, Probation and Parole Department, correctional instita-
tion} against liability. Note, however, that (i) fewer and fewer
states have such provisions and (ii) even when they do, the volun-
teer's status as an "employee' must be established (see Par. 6
below), You should check provisions.and definitions in both these
matters, in your own state.
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Now let's get down to cases, as they may or may not apply more specifically
to your own state and Iocal situation,

3. Case 1: Your state does have public immunity or "sovereign immunity" pro-
visions and your volunteers work directly for the Court, Probation and Pavole
Division, or other public agency. Proceed as in 2. (e) above, and paragraph 6
below,

4, Case 2: Your state does not have a "public immunity" provision or
, Case 3: Your volunteers are formed into a private organization (e.g. an
auxiliary) and/or may be considered as working for a private organization.

In both cases, 2 and 3, there are strong considerations for having a public
liability policy. One advisor went so far as to call this «n "obligation" on the part
of the agenecy,

Two alternatives exist here, (a) If the agency already has a public liability
policy, the volunteers may be incorporated in its coverage (as empioyees). by I
the agency does not already have such a policy, it can be purchased,

5. In regard to the desired amount and procureability of such a public liability
policy we quote from Mr. Bert Dougherty of Taggart & Associates Insurance in
Boulder, who kindly volunteered his services to the present project, ‘
"After talking to a number of different insurance companies, I
find that each individual underwriter approaches the problem of
coverage liability insurance differently for the volunteer groups that
we discussed. I think all we can conclude is that each group will
have to negotiate with the local agent and get whatever premium they
can through their local connections.
If you were to advise the group of anything, it would be just the
fact that they should carry public liability insurance including bedily
injury in the amounts of $100, 000, 00 per person and $300, 000. 00 per
accident, and property damage in the amount of $25, 000, 00 per
accident, I wish I could give you a much firmer idea of what costs
might be, but there are too many variables present in each one of
these types of volunteer organizations for any one company to rate
them a]l in the same category, "

Mr, Dougherty feels that all volunteer-using agencies should have such cov-
erage which would include volunteers, staff, and anyone on premises. (At least
one volunteer program we know of has procured coverage in the approximate
armounts he suggested. )

We would add that public liability would be useful in covering legal defense
costs, even in an unsuccessful suit against the agency or volunteer. Secondly,
the amount of coverage should vary with each state, Thus, the State of Califor-
nia has a tradition of allowing relatively large claims against agencies, Again,
it is a matter best determined in discussion with your local underwriter. Butin
all cases, the coverage should be according to a plan which is as comprehensive
as possible.
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Tadeed, it may be that of all three types of insurance covered in the present
report, public liability is the most important. The insurance agent-court volun-
teer quoted in the introduction as dubious about all other forms of coverage for
court volunteer programs nevertheless believes public liability coverage is desir-
able, and he goes on to say: '"We are working on this now. We are striving to
make such coverage available in one policy on a nationwide Losis. It would cover
legal liability including auto non-ownership, and would ideally be low in cost,
simple to administrate and broad in scope. " For further information on future
developments in regard to the above, we suggest writing to Volunteers in Proba-
tion, Inc., 200 Washington Square, Plaza, Royal Oak, Michigan.

6. The certification of the volunteer as an "employee! is crucial when you want
to get him in uznder public immunity provisions and/or a liability policy which the
private or public agency had prior to the advent of volunteers.

(a) At least one public agency establishes the volunteer as &n "employee'
by paying him a dollar & year (Ingham County Juvenile Court, 608 5. Washington,
Lansing, Michigan). This is fine when certified by appropriate authorities as
acceptable, but note that for purposes of some group accident policies for volun-

teers per se, paying the volunteer as much as a dollar a year may disqualify him -

as a "volunteer" covered by the policy.

(b) We know of precedent in al’least two states for defining the volunteer as
an "employee" irrespective of pay réceived. (See paragraph 8 below for ways in
which this may be done.) :

(c) For purposes of Workman's Compensation (admittedly a dlfferent con-
text) the State of Washington essentially makes the“definition of volunteer as
Yemployee" contingent on such features as:

Performing assigned or authorized duties for the State
Works by his free choice

Receives no salary

Duly registered with a State agency, as a volunteer

The entire statement of the abc e Bill is reproduced in Appendix L, but as
for being "duly registered,' one consultant approaches this by being sure an
assignment sheet is duly filed at the Court, and with the volunteer's supervisor,
and given to the volunteer, upon assignment. ‘

(d) Another related possible defining aspect of volunteer as "employee' is
the fact of being supervised. Thus, a statement in connection with personal
liability for mental hospital volunteers in the Stst@ of Cesnecticut offers these
features for that state. By statute, a state employ(,e includes ''every person
clected or appointed to or employed in any oifice or position or post in the state
government, whatever his title, classification or function and whether he serves
without remuneration or compensation'' (our emphasis).

In meeting the test of being "employed, "' it is critical that the volunteer be
"'one who is in such a relation to another person that the latter may control the
work of the former and direct the manner in which it will be done. Ballentine's
Law Dictionary, 1948 Ed." Therefore "ihe aspect of supervision (of volunteers)
is particularly important," and this would include such things as training,
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regular reporting,- etc.

7. Mote that the cost of the agency's public liability policy may increase as
more volunteers are included in its coverage as employees (or it would seem, as
a fairer yardstick, as the total number of volunteer hours worked, increases).

8. Clearly, many of the issues discussed in this section, notably the definition
of volunteer as employee, may well be matters for statutory interpretation and
for additional legislation in your state.

" This could occur through simple-usage, by agencies which continue to act
as if their volunteers were employees (6. (c) and (d) above), with neither statute
or peérson to gainsay them. Or it may occur through decisive executive action, '
an example of which is Governor Evans' memorandum reproduced in Section I C 6.

Finally, we believe it could occur through extension or interpretation of

statutes currently existing, giving judges or courts authority to appoint volunteers,
The language of these statutes is similar from state to state, suggesting a common
statute, historically, from which all were derived and adapted. Given a "dis~-
creet person, of good moral character, " the judge or court has authority to
appoint him or her, without compensation in such roles as ''volunteer citizens,
"volunteer probation officers, " ‘‘deputy probation officers,' or, in. at least three
of the statutes, simply '"probation officers. ' The latter two titles seem to give
at least a strong presumption that this pers n is an officer of the court, hence
employee, regardless of whether or not he is compensated. And one of the sta-
tutes details the responsibilities of the volunteer in such a way as to begin to
move them under the umbrella of "employee" as defined by Washmgton and Con-
necticut (par. 6(c) and 6(d) above).

9. Apparently, it is possible to avoid the above "employee' definition compli-
cations (if they turn out so) by purchasing a liability policy for the volunteer pro-
gram per se (presumably, not covering any other programs in the agency). As
will also be noted in Section C, excess auto liability and/or excess comprehensive
personal liability, assuming same primary coverage already exists, is available
in 28 states for $3 per volunteer per year for both, $2 for either, (Dunn and
Fowler Inc., 67 Wall Street, New York City 10005).

Sach a policy has in any event been written for volunteers in the National
Park and Recreation Association, with excess automobile liability of $1, 000, 000
and the same amount of excess comprehensive personal liability. The trouble is,
however, that the policy can be used only where volunteers already have primary
coverage of their own in these areas, in the $5, 000-$20, 000 range, or, as vne of
our consultants states, as high as the $50, 000-$100, 000 range.

This raises a gencral issue: how much of the coverage should voluntesrs
be asked to assume personally? One consultant observes that the position of her
state, in regard to a stutewide program, has been ". . .that county departments
should request a volunteer to carry his own insurance against any possible law-
suits at his own cost. This determination, however, may be incompatible in
those situations wherein certain potential volunteers may be financially prohi-
bited from citizen participation because of their possible expense, especially if
a supplemental instirance premium is required."
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10. ~ Jim Tanck's excellent treatment (in "College Volunteers') mentions two
special concepts in liability.

(a) "Vicarious liability'' ir which the volunteer hecomes liable not for what
he does but for the actions of another volunteer in the same group or '"joint enter-
prise.! We presume any policy of general coverage of all volunteers in the pro-
gram would protect in this case; it would seem to be a danger only if some of the
v olunteers in the program were covered (via personal individual policies) and

‘others not.

(b) "The second general type of liability that a volunteer might encounter
would be for defaulting on a contract. This has happened in the past when students
(volunteers) have contracted for goods or services without determining in advance
that the agency or the program was going to pay the bill. If no one wants to pay
the hill, the student may find that he is charged with the sum. The dirzctor should
make sure that the volunteers determine that money is definitsly available before
they become the contracting agent. Generally, it is best to have one student in
each program designated as the only person who can enter into contracts, ™

The other side of this coin would be where the agency might get stuck for
debts incurred by an individual volunteer on its behalf in an urauthorized manmner,
Mr, Tanck's suggestion of designating one person as sole contracting agent for
the program would help here, too, and moreover, our advisors believe the ven-
dor would have g difficult time collecting anyhow, it being his responsibility to
ascertain that the purchaser is indeed authorized to represent the crganization.

11. There are a number of probation programs in which the offender is offered
the option of working for a public agency, e.g. Parks and Recreation, in lieu of
fine or jail. We do not consider this a volunteer program in any strict sense.
However, it is frequently found in association with genuine citizen volunteer pro-
grams, and therefore a word about it may be in order here. Apparently, insur-
ance and agency liability considerations are even raore unclear for the "working
offender' than the volunteer. Apparently, too, neither volunteer or regular staff
protections of this sort have yet been extrapolated io cover him, However, the
State of Washington is investigating this area (Bill Oliver, Acting Volunteer Ser-
vices Coordinator, Office of Economic Opportunity, Hotel Olympian, Olympia,
Washington 98501),

12.  Assuning nothing above has been done in the area of public or agency lia-
bility, it may be that any suit will end up in the state court of claims. Indeed, it
could be that this would be the best way to handle such matters, especially if
explicitly provided for by statute. Thus, in the matter of liability for auto acci-
dent, one consultant reports that '. . .recipients and the owner or occupant of an
automobile involved in an accident with a car driven by a volunteer, acting on
behalf of and at the direction of the county department, may seek to recover
against the State in the court of claims." (Illinois Department of Public Aid,

Categorical Assistance Manual, Chapter 6100 - Social Services, 6147.1 and 6147, 2)

It might be well to check cut procedures for coverage in'your own state's
court of claims or similar body, if you have one,

“
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B. ACCIDENT INSURANCE FOR INJURIES SUSTAINED BY THE
. VOLUNTEER IN LINE OF VOLUNTEER DUTY..

(Generally, not incl. ding automobile insurance)

1. We understand that North Vancouver, B.C,'s volunteer program's writien
oath of office essentially incorporates a waiver by thie volunteer, agreeing to
serve .at his own risk, without accident insurance. {Provincial Probation Service,
176 Lloyd Avenue, North Vancouver, B;C., Canada.) Our concerns here would
be that this may protect the agency from havmg to rennburse the volunteer for
injuries; it does not of course, protect the volunteer. Moreover, even the agency
protection is subject to the uncertainties of waivers in general (see Sec. A 2(c)).
However, Canadian law may differ substantially in this respect,

2, The case of the essentially "freelance " volunteer, e.g., working in loose
association with a court and/or as a member of a small infor mal volunteer group.
You can be okay here if each individual volunteer has adequate accident coverage
as an individual. Note, however: (a) Many people think they do have such adecquate
coverage, but don't, and might be unwilling to purchase it as a condition of vol-
unteer service. (b) Many people cannot afford to do so, especially lower income
people, or youth, two classes which court volunteer programs are trying hard to
attract. (c¢) You cannot insure only some o1 sour volunteers in a group accident
policy (Par. 5 below), i.e. only the ones who don't have adequate coverage as

individuals. It must be all of them or none, in any given volunteer program
effort.

3. Largely through the efforts of their state volunteer organization, Washington
has succeeded in bringing public agency volunteers under the medical aid benefits
of their state Workman's Compensation Law. Mr. Vern Castle, Department of
Labor and Industries, Olympia, Washington, has described the provisions of this
bill as follows:

"House Bill 71 Provides:

(1) Medical Benefits only as opposed to time-loss, permanent partial
disabilities, death and permanent disability benefits which are
normally provided a state employee but are not provided to vol-

~unteers.

(2) Unlimited medical costs for any length of time and the choice

. of doctor, hospital, etc. is the volunteer's.

(3) The employer pays the entire premium as opposed to the nor-
mal procedure wherein the premium is partially paid by the
employee.

(4) Each state agency utilizing volunteers must provide the Depart-
ment of Labor and Industries with hours-worked and
premiums~paid information."

The entire bill is reproduced in Appendix T..
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Another consultant states that in regard to volunteers in public assistance
agencies, the Illinois Depariment of Public Aid, Categorical Assistance Manual,
Chapter 6100--~Socizl Services, 6147, 1 and 6147, 2 provides for volunteers to be
"eovered by Workmen's Compensation in the event of personal injury arising out
of and in the course of performing their assignments."

Our California consultant further reports that "There is legislation pending,
a Senate Bill, which changes the wording of the Wourkman's Compensation Act so
that each county by order of its Board of Supervisors can include volunteer workers
under the county liability insurance. It specifically states that no disability per-~
centage of salary compensation will be paid. "

As for the latter, we presume that generally, volunteers would not receive
percentage-of-salary henefits, since they are not paid salaries in the first place.

4, Regardless of your fdecision on general ongoing coverage, you can consider
special-event time-limitec policies, e.g., when volunteers and clients go camping
or skiing together, or on relatively long journeys--anything which you consider
movre than ordinarily likely to produce.injury. This can be for the particular num-
ber of volunteers and clients involved in each event, and usually it can easily be
ohtained at something like 50¢ - $1 per person involved, Waivers are also fre-
quently obtained in such situations, but see Section A 2 (c).

3. For reasons and complications noted above, a general accident policy for all
volunteers in your program might be the best way to go. Without endorsing any
particular one, we note the following alternatives of which we are now aware:

(a) The St. Paul "Volunteer Workers Blanket Accident Policy." We are
advised that an adequate amount of coverage is possible here for as little as $1.25
per voluntesr poer yvear, or even lower when a relatively larger number of volun-
teers is involved. It is even possible that a number of programs may combine
their volunteers under a definition of "association" acceptable to this company, for
purposes of securing the lower rates. For further information on this latter pos-
sibility, write Mr., Bert Dougherty, c/o NICOVIC, P, Q. Box 2150, Boulder, Calo.,
80302, While our copies last, a brochure describing this policy, rates, etc. is
attached to the present report. I not attached, it may be procureable from your
local agent or by writing to the St, Paul Fire and Marine Ingurance Company, -
St. Paul, Minnesota., The policy is already in use with some chapters of volun-
teer groups such as Big Brothers, Y's Men, Auxiliary Police, Red Cross,

Candy Stripers, Gray Ladies, ete,

(h) At least one court volunteer program, Partners of Denver (817 17th St.,
Suite 424, Denver, Colo. 80202) covers its volunteers for “"accident and bodily
injury sustained while participating in, directly going to, and returning from group
and single unit activities sponsored by Partners. '\ Annual premium is $350, 00 per
vear for about 100 volunteers., This particular accident policy is written by the
Insurance Company of North America, Philadelphia, Penn.

(c) As of 1969 we have record of a voluntary group accident insurance
policy written by the American Home Assurance Company Jor volunteers serving
the Massachusetts Dept. of Mental Health, Benefits were described as $1, 000 for
accidental death and dismemberment and $500 blanket accident medical, for a
premium of $5. 00 per person (presumably yearly). Apparently, too, it was pos-
sible for some but not all volunteers to apply for this policy.

.

-
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6. It would seem that the overall feo for geheral accident coverage will be
relatively nominal, and we have heard of agencies further reducing the burden by

* requiring that the volunteer deposit his premium share upon registration as a

volunteer, Our caution here is to be sure such a provision 1s frenly waived in
the case of, low-income volunteers, youth, and the like.

C. AUTOMOBILE LIABILITY INSURANCE

1. You cannot normally assume this is covered in general accident insurance
policies (Sec. B). :

2. As a general rule, "adeguate" coverage, as used here, would be defined as
$100, 090 per person/$300, 000 per vccurrence, hodily injury, and "p‘50 000 per
ocecurrence, property damage,

3. Assuming each individual volunteer already has adequate primary coverage
of his own (sec below), excess auto liability and/or excess comprchensive personal
liability is available in 28 states at $3 per year per volunteer for both, $2 per year
for either alone, from Pacific Indemnity Company. (Dumn and Fowler, Inc., 67

all Street, New York, New York)., The National Recreation and Park Associa-
t1on volunteers, for example, are covered in this way,

Similarly, a consultant reports that "The Tennessee Department of Social
Sexvices is hoping to adopt a plan for the purchase of excess auto and excess per-
sonal liability insurance under a group plan for volunteers providing transporta-.
tion, etc. This type of group policy can be purchased from the National Recrea-~
tion and Park Association and the Insurance Company of North America. "

4, Normally, however, fae rule is: X the individual volunteer does not have at
least adequate auto insurance as an individual, that is, primary coverage, he should
not drive for you, and remember that excess auto liability (Par. 3 above) is appar-
ently available only when a minimum of primary coverage exists.

5. In regard to 4 above, a question concerning auto insurance should be on
every volunteer registration, or screening form, It is highly desirable to reqyuire
further that each volunteer who is in any way likely to drive in line of duty,
present a certificate of insurance. Obviously, too, you should check that his auto-
mobile driver's license is valid and up-to-date (vou'd be surprised how many
people forget to renew, for example).

6. Apparently a rather special case is the one where volunteers drive state or
public vehicles rather than their own cars, and it might be that this will turn out
to be easier to work out, Thus, in early 1971, Governor Evans of Washington
ordered that state-owned vehicles should be made ¢vailable to volunteer drivers
in the performance of their state~related volunteer duties. These drivers are
insured like any regular state employees, and Governor Evan's January, 1971
memorandum on this subject, to all appropriate state agencies, is quoted in its
‘niirety below:
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"Several agencies have inquired about the State's vehi iability insur
as i.t pertains to .VOLUNTEERS driving State vehicles on Z};;ileblx::?rﬁg mi’%fiie
?;i\:zjjﬁ gl;a:tl .tht?tmsurance policy provides protection to the State and th.e driver fp
e g;hi ) imit of $35‘, Of)O per occurrence if an accident occurs while driving a
State vehicle on State business.' (See also Section II A 12 in the general matter of

‘ a state's responsibility for auto liability protection, though not to the volunteer.)

Z.enés gai Ngi;ae that, norma‘Llly, no amount of insurance will adequately cover acci~

donts o ;1;:01{ t}}; egrosls 2eg11'gegce, e.g., driving while intoxicated. It would be
volunteer's driving record i 2 i is li

b oo etving for vou. g rd for such things =s DWI, if he is likely

" (b.) Som.e atfto insurance coverage does not cover overcrowded cars (as

lic1r‘)z'1peuzues define it) and some auto insurance does not cover cars driven as "pub-

o c&;nveyance:sf ‘(.e. g. , possibly as a volunteer for the court); it may cover onl

e volunteer driving his own car. (But see 6 above in this regard.) ’

III, CONCLUDING REMARKS

genergll;a;?r i;lsir.incs pla:in you may finally adopt, be sure the volunteer is

. ised of its broad provisions, coverage and limitations

dvise : o , ations (probably
part of pre~service orientaiion). Stress, too, good judgment and du(s C{;I‘eb Saz?s :

that no insurance really protect i i :
negligence, yp s against wanton and willful misconduct or gross

R

largdzvllllgilolzzgdhasdp:rseverfd to this peint, needs no reminder that thi§ area is
and frequently unclear, Your comments, critici

; . . ) cisms and sugges-
tions are therefore particularly welcome dand should be addressed to the Natiogifs

Information Center on Vol i
30302, unteers in Courts, P.O. Box 2150, Boulder, Colorado
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APPENDIX F

SUGGESTIONS TOWARD A CURRICULUM IN THE
MANAGEMENT OF VOLUNTEER PROGRAMS IN COURTS

(With Relevance tc Volunteer Program Administration Regardless of Field) -

I. Rationale and Need

The number of regular service volunteers in this country is estimated at
no less than sixty million, and the movement is increasing with impressive im-
petus today.’ Yet, only two universities in the entire nation can be identified as .
providing college jevel curricula designed to train professional leadership for such
programs, Even workshops are something of a rarity in this area.

particularly in view of the national concern for growth in the volunteer area,
as expresged by President Nixon's Committee for Voluntary ‘Action, and else-
where, it is clear that this lack of professional jeadership is a severe bottleneck,
preventing effective utilization of the hHiehly motivated and capable local volunteers
who are coming forward, usefully to involve themselves in our urban and commu-
nity problems. - AS just one recent example, a state governor's study of volunteer
programs in his state is reported to have found that only four out of one hundred
had properly—prepared professional leadership, and these were the relatively more

guccessful ones.
The situation is not better in corrections volunteerism. In fact, it is prob-

ably worse, due to the newness of the movement.

Three independently conducted research evaluations indicate an optimistic
outlook for the impact of well-run volunteer programs on probationers. However,
the requisite program managerial skills are quite complex and demanding profes—
sionally, and, as one might expect in such a new movement, the average proba-
tion professional is almost totally untrained in the necessary techniques.

Professional leadership is the bottleneck and at least three types of educa-

tional attacks are urgently needed.

1. More national and regional workshops specialized on tecnniques of vol-
unteer program management in corrections, from two days to a week in length.
Pive such workshops have taken place already, each from a day to a week in length.
At least five more workshops are scheduled in the next six months, Early over-sub-
s cription of previous workshops indicate a real need for this curriculum, and
Boulder has been able to develop through experience a guitably relevant and or-
ganized course outline, backed by a quite comprehensive set of current reading

materials.
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Vg,

2, Installation as a unit in a longer correctional curriculum, e.g. a
Summer Institute. The advaniige here is that, instead of volunteer management
appearing as isolated from the rest of corrections (as it tends to be in specialized
workshops above) it is presented more naturally, integrated with other correc- L . ” : .
tional-managerial tasks.

3. A full college-level curriculum for volunteer administration. Job mag-
nitude and skill required, richly merit this, we believe.

It could be operated generically as matters common to volunteer program .
management regardiess of service area. The student could later specialize topic- .
ally,

11, General Characteristics of the Curriculum

A, Trainee Targels:

N 1. As noted above, design focuses on the management of volunteer programs
‘ in probation and parole, but can be extended to detention volunteers, and is struc- &
turally adaptable to management of volunteer programs in any human service area. &

‘2. Presumably, the course objective would be to cultivate expertise in the
job area (a) Director of Volunteers, Supervisor of Volunteer Services, etc. It ;
would also help prepare (b) the volunteer services consultant, program installa- I "
tion person, or troubleshooter, on loan from a larger organization as needed (e. g. ' }"
state), rather than attauched permanently to the local court or other local agency.

In either case we are concerned with the role taken seriously as a career
objective,

Please note: This curriculum is not designed for the raik-anrd-file volunieer.

B, TLength of Time: _ «.

i. Could bhe fit into a period as small as 4 days to a week, e.g. at Institutes,
o workshops, or as a section incorporated in a longer curriculum covering matters
other than volunteer program management. In fact, similar formats have already
been used successhully in several special institutes.

: 2. Alternately, this outline can easily be the basis of a full-semester college
0 course. Indeed, each unit of the proposed curriculum could merit a semester's
S attention and contains enough published material to suggszst such a course length.

y L, Resources:

B 1. Only a few readings are suggested by way of example under each curri-
’ . culum unit, However, the literature is actually far richer than these citations

T
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might indicate. Boulder publishes and revises yearly a bibliography of correc-
tional volunteerism which currently contains nearly 150 titles, A "Conglomerate
Bibliography" of Volunteerism in general, prepared two years ago, includes 500
titles. ,

Several types of curricular resource of a general nature are not linked to a
particular topical area below, but should be mentioned here.

2, Journdls, Newsletters, There are quite a few of these for the student to
follow and refer to: "Volunteer Administration" (Northeastern University), "The
Volunteers' Digest, " "AAVSC Newsletter, "' "IPAA Newsletter, " "The Volunteer
Courts Newsletter, " "The Detention Volunteer, " "New Careers Newsletter,' ete.

3. TField experiences should be readily accessible for course-related visi-
tations and internships. These will include tours, interview and/or field tours
with supervisors of volunfeers, the volunteers themselves, and the clients served
by volunteers (e. g. probationers, parolees). Program related events such as vol-
unteer training can be observed, ete. :

With over 500 courts now using volunteers systematically in probation work,
and an (estimated) nearly equal number of parole and detention locales employing
them, it is exceedingly unlikely that any university, college, or workshop center
is more than an easy drive distant from at least several such facilities,

When one broadens purview to encompass facilities or organizations in any
of the thirty human service areas in which volunteers are customarily utilized, the
very high probability of adjacent field-locales becomes a virtual certainty.

As one example of the above--though a rather more than ordinarily favor-
able one--one finds within a thirty-minute drive of downfown Denver, Colorado,

(a) at least ten courts with volunteer programs and (b) at least a huncred locales
in which other types of human service volunteer programs are operating, e.g.
hospitals, boy scouts, public welfare, etc. (This figure is extremely conserva-
tive. A 1968 survey established a minimum of 40 volunteer-using agencies in the
adjacent community of Boulder alone),

4. Faculty. As Director of the National Information Center on Volunteers
in Courts, the writer is personally acquainted with no less than fifteen persons
who could, as faculty, assume most competently, the primary responsibility for
conducting a college level course in correctional volunteerism, as outlined below.

The number is, of course, considerably larger outgide the writer's acquain-
tanceship and/or for volunteerism in other service areas, and/or for "Guest Lec~
turers' in selected areas.

Disciplines which provide experts in various aspects of a volunteer adminis~
tration curriculum include: Social Work (especially community organization),
Public or Business Administration, Psychology (personnel, communications),
Sociology, and possibly Journalism-Advertising (Public Relations),

1
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111,  Curriculum Outline-Draft

Unit A. Philosophy, History, Basic Terms.

1. Definition of key terms and concepts, e.g, 'volunteer, " '"volunteerism, "
and "voluntarism''; distinguish conceptually, volunteerism as "non-paid participa-
tion, " and voluntarism as '"free will participation. "' Consider time-commitment
and regularity variables, level of expense-subsidization, professional-subprofes-
sional dimension in relation to vclunteer concept, ete. . ‘m,_:é

2. Introductory enumeration of service areas and roles in which citizén
volunteers have served. Emphasize correcticnal or other areas which may be of
particular course interest. (May be categorized by major disciplines in which
volunteer assistance has been incorporated, e.g. social work, medicine, mental
health, etc.)

Develop and examine alternative conceptual analyses of major dimensions
of volunteer participation,

3. History of volunteerism in the United States, with comparative analysis
to other nations, as deemed contributory to insight.

4. Obhjectives and Philosophy of volunteerism. Some zlternative models:
{a) Amplification of service hours delivered to client, per unit of
paid professional input.

(b) Regardless of amplification, unique qualities which the volunteer

may contribute to encounters with the client, by virtue of his role, job
status, ete.-

(¢} Volunteer participation as a source for diversification of skills
co-optable into the treatment process. '

(d) The volunteer taking on routine-drudgery tasks, in order to free
the professional for operating more exclusively as a professional in contact
with the client, Note: Contrast (a) above, where the professional is likely
to be more removed from contact with client, because of volunteer participa-
tion.

{e&) The volunteer as agency advisor or policy-maker.

() Citizen education, public relations, community influence.

~
5. Review of Impact Research:

(a} On clients of the system (e.g. probationers).

(b) "On agency structure and organization (e.g. Court).

(¢} On the traditional role of the professional, and in creation of new

professional roles (e.g. probation officers).

(d) On related service agencies.

(e) On the community at large.

(f)- On the volunteers themselves.

sem e
PRI 8.
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Some Suggested Readings for Trainees for Unit A

Burnett, ""The Volunteer Probation Counselor, 1t Judicature, 1969, Vol. 52,

58-259. .
Holrr?es et. al., "The Volunteer Returns to the Court, " The Juvenile Judges

Journal, Winter, 1968. ' _ .
Godda(;‘ii and Jacobson, "Volunteer Services in a Juvenile Court, " Crime and
i i ~343.
Delinquency, April, 1967, 334~3 . o '
Leenhouts, "Concerned Citizens and a City Crugnne;lggsou;‘;, ' 1967.
, i 1 Reports, ~63,
ane County Juvenile Department Annua . . i
gzﬁier Cousxrlty Court, ""The Use of Volunteer Probation Counselors: AQSOpe
cial Demonstration Project, 't Report on LEAA Grant #»03'7, 1968,
pages. '
t in early 1970).
Roval Oak MIMH Grant Report (due ou ) §
Pir{to 1..J., "Volunteerism in the Juvenile Court: A Case Study.

%Qeier and Goter, ""Using Volunteers in Court Settings' (especially

Chapters 1 and 2.) ' o
9. Johnson, '"Volunteers in Community Service.
3. Naylor, "Volunteers Today, " etc.

Unit B. Varieties of Volunteer Usage.

To combat a prevalent impression that volunteer prograrfxs ared r}elstrt)c;cs;lpto
fixed role patternings, e.g. Big Brother (1—-to-—l})l,t 1:nd cofr:;eg; c:;ljf?or; Se cs onoent
i ifi i ith whic e prolesa )
unteers as a diversified medium wi / select
?rfgvzlie roles and skills which best implement and augment the service objectiv

of the organization.

(Link to Unit A, Part 4). Administrative, office work, any facilitating
work not primarily associated with client contact.

1. a.

b. Advisory to organization, policy making.
Educational and political snfluence in the community.

d. Contribute money, material, facilities, or help secure them for others.

e. Client contact: .
i, Support-friendship . ‘ . )
ii, Mediator, facilitator of social-physical environment
iii, Behavior model ' ‘
ional, or social skills
iv., Teacher of academic, vocational, ‘ skill . ‘
:/V Observation-information in regard to client in his social setting

vi. Limit-setting
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8 1Americans Volunteer." . o idance
. 5 - i hity Action, ' OEO Guidanc
2, Levels of Responsibility, ° "Mobilization of Non-Poor Volunteers in Community »

Publication #6015-1.

Sub-professional to volunteer as professional i

Films: . ! io r
Time-commitments | mcurse the Darkness," "The Revolving Door, " and '"Big Help for
12 ~ P "
Broad varieties of supervision (introductory treatment) : Small Offenders.

: p eening.
Some Suggested Readings for Trainees in Unit B Unit D. Volunteer Sex &

. i Lo be;
1. Philosophy of volunteer screening, e.g. why screen; how Selftw:n;gdence
Scheier, et.al., "National Register of Volunteer Jobs in Court Settings, " ; the cou.nter—thr-\me o.f encouraging the poteuntially good volunteer who lacks ¢ ,
1967, ‘ )
ete.
i i i i ter"‘
Book: 9 Screening techniques in common usage, €.g- applu,aﬂgnaf(;xl‘lrél; (1:2%1{3
0OJD/YD, "Volunteer Programs in Courts: Collected Papers on Productive i view group_membership pre-screening; character reference and agenc
Programs, ' 1969, 268 pps. ‘ i

testing, etc.

3. Pre-service jdentification of the successful volunteer: approaches from

theory, anecdotal observation, and research evidence.
Unit C. Recruiting: Who are the Volunteers ?

4. Matching the volunteer to the job and/or the individual client.

1. Demography of American Volunteer in re~age, social class, education, |
previous experience, marital status, etc. (Note especially, recent trends in 1
regard to increasing sophistication of the volunteer and unwillingness to accept

| | ing f inees, Unit D
positions perceived as drudgery or meaningless). Some Sugsested Reading for Train ‘
. L p d a number. of other
| ‘ i in Court Settings, '’ Chapter 4, and a
*2, Eight or ten major volunteer recruiting techniques; relative advantages "Using ;{-Ohltr;tffsrs i
and disadvantages of each, and relationship of techniques used to particular pro- _ publica .

gram objectives. (The concept of focused or selective recruiting, etc.)

. .3. Identi‘fication and a:n.alysis of particularly favorable recruiting sources. | Unit E. Orientation and Training.
in typical American communities.

1. Theory, rationale, and objectives of volunteer training.

i 5. Overview of typical curricula, media, and materials.
Some Sugpested Readings for Trainees in Unit C .
Books: : f “E
— ~ . :
"Using Volunteers in Court Settings, ' (Chapter 3) and Johnson, "Volunteers Some Suggested Readings for Trainees for Uni

_in Community Service, "

. : - County

| i it J Counselors in the Denver County

There are several excellent publications of the Veteran's Administration i Denver University, 'V oluntee'r .PrOb:fug;Probaﬁon s n iho Derver Cout
Voluntary Service Sub-Committee on Recruitment and Retention of , o ot Alftudy o thtehgpl::;cj)zst 153 oo Comaelos e

| aining Program, . : .

M E:)rthe Ggraduate School of Social Work, Denver University, June, 1968,

136 pps.

L
o - e g by b S g S b et e b g ""‘« ny

el

*Possibly this sectior may also include implications of the current failure

to recruit "pure, " unsubsidized volunteers from the poor; relation to '"New Careers
Movement, ! ete.




~ 282 -

Jorgensen, J,D,, "Outline of Training Course for Volunteer Counselors as
Conducted by the University of Denver School of Social Work. "
Project Reports from the Jewish Board of Guardians and the Texas Adult

Probation Projects, both of which specialized in the training of court
volunteers.

Books:
"Using Volunteers in Court Settings, ' Chapter 5.

""Training the Court Voluntee," now in preparation, due for publication in
late 1970. '

Stenzel and Feeney, "Vol'ahteer Training and Development, "

Tilms: /

"The Price of a L4re.'" A Film especially designed for training court vol-
unteers sponsored by OJD/YD, HEW, expected to be released in
Summer, 1970. "The Dangerous Years."

Unit ¥, Motivation, Incentive and Support.

1. Analysis of volunteer motivations.

2. Agency and staff motivations in relation to volunteer programs. Analy-
sis of reasons why some professionals are threatened by volunteers.

3, Review and analysis of varieties of incentives used in volunteer programs.

Some Suggested Readings for Trainees of Unit ¥

The Johnson, the Naylor and the Scheier books (Chapter 8) and the VA
publications previously mentioned,

Unit G. Organizational and Administrative Matters Related to Volunteer Programs.

1. Financing volunteer programs; resourceg, specimen budgets, etc,

2, Public relations,

3. Alternative structural models for incorporating volunteers into a
pre-existing agency organization,

4. Special communication problems and techniques in volunteer programs,
record-keeping systems, accountability, ete,

e oty
. 3,
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Some Suggested Readings for Trainees of Unit G

i 9. and 10; Lane County
"Using Volunteers in Court Settings, ' Chapters 8, 9,

Juvenile Reports; a publication on structural models to be prepared this

year, etc.

Unit H. Evaluating Volunteer Programs.

1. Rationale of evaluation.

2, Evaluating individual volunteers, methodology and procedure.

i 1ts.
3 Evaluating programs, methodology, procedures, specimen resu

Some Suggested Readings for Trainees of Unit H

. . by,
Denver University Graduate School of Social Work reports; Denver County

j hnical Reports; Northeastern
Oak. and Boulder Project Tec ! N
?Jzi’:clarsit;‘s nT,et's Measure Up''; '"Using Volunteers in Court Settings,

Chapter 7, etc.

Unit I. Changes in the Role of the Professional.

i i i with the client.
1. Issues and alternatives concerning direct contact

9. Supervision of the volunteer.

3. Relations between the paid professional and the volunteer.

and communication challenges.

4. New administrative, public relations,
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APPENDIX G ; . .
12. How much time per week (on an average) do you think you'll be able to spend ?
How long have you lived in Boulder County?
BOULDER DISTRICT COURT, Referred to:

, 13. Do you recall how you first heard about Boulder Court activities with juven-
Date: By: ? iles? One of our publications, friend, the newspaper, radio, perhaps sev-
' eral sources ? If it was through a friend or acquaintance, we'll appreciate

JUVENILE DIVISION

VOLUNTEER REGISTRATION FORM Programs: : .
: their names.
: 14. We would be interested in your ideas/views on juvenile delinquency. There‘
It is a normal part of Court procedure to reserve the right to make such is room for many points of view, and the Court is sympathetically interested
checks as we deem appropriate on the suitability of any new worker, for the o in trying out as many of these views as seem reasonable. Please state your
important responsibility of work involving juveniles. This applies to professional views frankly. (Use the back if necessary.)

and volunteer staffs, quite naturally, since it is our policy to treat volunteers with
all the consideration given professionals,

We trust you will understand this in the spirit intended. Any checks wiil be
made in a manner designed not to cause you embarrassment, but please fezl free o
to discuss this matter further with any Court authority, before proceeding with
arrangements for volunteer service.

Date: ‘
1. Name Home Phone
2.  Address Bus. Phone
Home Address (if different)

Date of Birth Sex

>

Marital Status: (Circle One) S M W D
5. Children, and their ages:

6. Education: Do you have a High School Diploma? Yes No *
College: Years Degrees Major/Minor Areas j
7. Present Occupation:

1

How long have you been in this occupation? (Give dates) {

8. What is your husband's (or wife's) name and occupation ? ?
b

9. What hobbies/recreational activities do you enjoy most?

10. Have you ever worked with young people befdre, teenagers or younger? If ;
so, please describe this work briefly. |

11. What sort of work would you like to do with juveniles for the Boulder Court?




APPENDIX H

SHARED ACTIVITY INVENTORY

Volunteer's Name

- 28R -

Spouse/friend partner

Type of Activity
Entertainment

Boat rides
Bowling
Car rides
Movies
Pinball
Pool
Special shows (e.g, circus, ete. )
Others (specify)

Cultural

Art
Ballet
Concerts
Drama
Music appreciution
Writing

Others (specify)

Educational

Courses (e.g. nightschool)
Institution visits (e.g. museum)
Tutoring (subjects )

Others (specify)

Skills

Cooking
Driving
Mechanics
Sewing

Others (specify)

Probable

Pogsible

Unlikely
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Personal

Visits to own home

Visits to friends, relatives

Shopping
Watching T. V.

Listening to records

Others (specify) - -

Sports

Basnball
Basketball
Boxing
Camping
Canoeing
Car Racing
Car Rally
Fishing
Foot ball
Golf
Golf Driving
Golf, Miniature
Hiking
Hockey
Horseback Riding
Hunting
Jogging
Judo
Shooting
Skiing
Snowmobiling
Tennis
Track
Volleyball
Waterskiing
Others (specify)
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Participant

Probable  pogsible Unliely
spectator ,
Unlike. Proh. Poss. Unlike.

Prob, Poss.
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APPENDIX I

CORRECTIONAL/PREFERENCE SURVEY

The BC~1 Volunteer Says:

1.

2.

3.

10.

1 feel comfortable working in face-to~face relationships
with youths. )
Ibelieve I have more patience with people than the
average persgon,

Working in a noisy, disorganized setting sometimes
upsets me.

I am not easily discouraged by slow progress,

Discipline is more effective when it consists of rewarding
positive behavior rather than punishing misbehavior,

It vometimes bothers me to work with peopie who demand
congtant attention,

However understanding I may be in other things, I really
draw the line at allowing youth to curse at me or use
abusive language.

I consider myself rather careful and neat in dress.

Add the following age points for each volunteer:

under 25=0, 25~30=1, 30-35-2, 36 and over = 3.

Add thz following family status points: single=0;

married, no children=1, married, children under

14~2; married at least one child over 14=3,

The BC~2 Volunteer:

In my relationships with youths, I see myself in a
counselor-friend role.

In order to help delinquents, it is important to allow
them to make some decisions on their own,

I've never really had much in the way of personal
problems of my own.

Leading group counseling sessions really isn't my thing,
I like to work with young people who are intellectually
challenging, »
Sometimes I think people really go overboard in looking
for "hidden" meanings in things,

You can only help those students who are reully willing
to talk about their problems,

Psychology and psychoanalysis is probably over-rated
as a way of understanding delinquent youth,

To be effective with a problem youth, yov've got to be
able to stand off a bit and be objective,

>
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When I make a mistake or do wrong, I am willing fo
admit it to a young person,

The BC~3 Volunteer:

8,9.

10.

You can't trust most delinquents because they will only
try to take advantage of you.

I prefer to work where the rules are clear and everyone
is expected to follow them.

You have ta get emotionally involved with a youth to really
help him with his problems.

Good discipline is the most important part of a treatment
program,

Much of the time delinquents can't help getting into
trouble; they're victims of circumstance.

The counselor usually must make the decision as to what
is best for a youth.

I don't believe it is part of my job to handle any direct
physical challenge to my authority by a youth.

If volunteer is below average relative to other volunteers
on BC-2 scale, add six points; otherwise 0.

If volunteer is below average relative to your other
volunteers on BC-1, add three points; otherwise 0,

The BC-4 Volunteer:

10.

You can learn a lot about what makes a particular
delinquent "tick" by closely observing his behavior.
Most youths just "go along with' the rehabilitation
program, but don't really change.

I'm always willing to change beliefs to argument, even
on basic issues.

Most delinquent youths believe that knowing who has the
"drag" or power is all that counts in getting what they
want.,

The best way to change delinquents is to get them to
start thinking for themselves.

It's Toolish to trust a delinquent youth until you've
tested him out over a long period.

Any youth can rise above the bad influence of his
friends, if he really wants to.

Delinquents have to learn the world has certain
expectations as to the way people should behave.

When it comes right down to it, the adults in a

youth's life are far more important than those his own
age,

Add 3 points if volunteer's score on BC~1 is above
average for your volunteers; otherwise 0.
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In each case, score ranges from 0 to 30
for working with this kind of youth, In each it
d = disagree, and D = strongly disagree.
tial answer which gets a score of 3
of answer to the other extreme,
teers of course.

, indicating least to most potential
em, A = strongly agree, a = agree,
In our key, we'll underline the top-poten-
» With 2, 1, and 0 respectively given to grades
S»core is always relative to other available volun-
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APPENDIX J

VOLUNTEER-CLIENT SURVEY

FProcedure

At the time the volunteer applies to the court to become a volunteer counselor,
he would be given, in addition to the usual application form, a set of open end ques~
tions., For example:

(1}  The strengths that I have to offer as a counselor are

(2) My main reasons for wanting to be a volunteer counselor are

(3) I think I would work best with a probationer who

{4) I enjoy the following activities

(5)  The behavior that would bother me most about a probationer would be_

(6) I presently am employed as a

(73, My marital and family situation is

(8) In terms of religion, I am

(9) - Iwould expect a probationer to

(10)  The main reasons for people getting into trouble with the law are

At the time the defendent (delinquent) is placed on probation he would in
addition to completing the usual forms be given a set of open end questions. For
example:

(1)  The strengths that I have in undertaking probation are

(2) My main reasons for wanting to be placed on probation are

(3) I think I would work best with a probation counselor who

(4) Ienjoy the following activities

()  The thing that would bother me most about a probation officer would be

{6) Ipresently am employed or (am a student) at

(7  The things that are most importaﬁt about my family situation are

(8) In terms of religion, T am

(9) Iwould expect a probation counselor to

(10)  The main reasons for me getting into trouble with the law are

B T - e e e VoAbl e e AR OP LA O S A LB s Ml S T T

T
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’ T.he anonymoug—coded probationer forms would be kept in a file in the proba-
tion office as would the anonymous-coded probation counselor forms.

dure for matching would be: 6 The proce-

(1) At the time of being placed on probation the probationer would be informed
that he would have a voice in determining who his counselor would be
be advised that he could rank (1), (2), ' ‘
total file of counselor forms.

. He would
(3) according to his preference from the

(2)  His ranking would be recorded in his file for future reference.

(?) As the anonymous probation counselors' forms are selected by the proba-
uor'ler, the counselors would be called in to go through the files and rank the pro-
bationer forms (1), (2}, (3) according to his preference.

(4)  The priority for matching would be:
(a) Where probationer and probation counselor ranked each other #1.

(b) Where probationer ranks probation counselor #1 and counselor ranks
probationer 2 or 8,

(c) Where probation counselor ranks i i '
probationer #1 and pr
counselor 2 or 8. - probationer ranks

(d) Other combinations of 1, 2 and 3.

Advantages

(1) It would give some voice to both

probationer and probation i
matter of selection and matching, ’ counaclonn the

(2)  This voice should have the effect of bromoting greater commitment on-the
part of both parties to make the probation succaed.
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APPENDIX K
To Budget
Committee:

THREE YEAR PLAN
October 1969~-September 1972

¥OR DEVELOPMENT OF VOLUNTEER PROJECT-INCLUDING ESTIMATED
VOLUNTEER HOURS AND SAVINGS TO THE STATE WITH FEWER

INSTITUTIONALIZED YOUTH

L Projected Nuraber of Trained Volunteers for a 3-vear period and probationers

to receive supervision services. Out of the total volunteers 1/3 at any one time are

either between assignment or temporarily unavailable. This is the reason for the
number of probationers being two-thirds (2/3) of the volunteer strength. TFollowing
is the projection for volunteers to be trained and probationers to receive super-
vision each year. *

Oct. 1969-70 Toct, 1970-71 Oct. 1971~72

Vol. Tr. Prob. Sup. Vol., Tr. Prob. Sup. Vol. Tr. Prob. Sup.

100 66 300 200 570 380

The Percentage of the State's Population to Receive Volunteer Services
Each Grant Year:

Percentage of state population covered by volunteer services:

Number of Communities Total Population % of Total State
1969~70 1 124, 542 41%
1970-71 9 192,430 ‘ 64%
1971-72 20 215, 588 71%

1I. The Value of Volunteer Hours Giveu

Volunteers are asked to spend at least 2 hours a week {(or 8 hours a month)
with their probationers, We have discovered that the volunteers average at least
12 hours a month with their probationers. We estimate that their intensive

*An accompanying chart, not reproduced here, broke this down,
community-by-community in the state,




o e

- 298 - - 29 - ‘

one-to-one service rendered is worth to the state the hourly wage paid to a Proba- Iv.
tion Cfficer Trainee ($4. 50 an hour). An average probationer is on the volunteer
project for eight months--giving a total of $540 services a month or $4, 320 for the
eight monthg with a probationer per year. On this basis, projected services for
the three year period would give the following contribution by volunteer labor a

Volunteer Project

Funds spent by Federal and State Governments compared with volunteer
contributions and funds saved by fewer institutionalized youths,

follows: o ® THE COST TO:
Brobaii Sorved Val 1% Hours & Month T A. State and Federal Governments B. Volunteer Cogtgibution during
: o e . 1 1969-70
1969-70 66 $  28,512,00 . i 1 Expenses 1969-70 Expenses

1970-71 200 86,400. 00 ' . 98 512. 00
1971-72 380 164, 1.60. 00 ’ Federal 60%  $43.113, 00 Vol. Time 52 v
- ' : State  40%  29,053. 00 Prob. mot fnst. 65,000, 2%
TOTAL  $72,166. 00 TOTAL $93,512. 00

IOI.  Study of the Revoecation Rate Statewide

{When probation is-revoked, a juvenile is institutionalized--lasting on the
average of 6 months.) A study of revocation rate reveals that 22% of regular
supervised caseloads are revoked. During the first year of volunteer program

State and Federal Governments
for a 3 year program

Expenses 1970~71

Volunteer Contribution during
the same period

Expenses 1970-71

aperation, the revocation rate was 7% or 1/3 that of regular supervised case- s Federal 60% $44,299.¢0 Vol.lemteinSt fgg’ Légg ?38
loads. This we would expect from the intensive one-to-one relationship and State ~ 40% 29,783 00 prob. o ' —
more time spent by volunteers with the probationers than is allowed with the TOTAL $74, 082. 00 TOTAL $281,400.00
regular probation officer carrying 90 ~ 100 cases. g

The (State Juvenile Institution) estimates the average time of institutionali-

zation to be six months~-~which costs the taxpayer $6, 500 per child. ¥ Based on

the differences in percentage between 7% and 22%, we project the savings as

Expenses 1971-72

Expenses 1971-72

follo E Federal 60% $54,136. 00 Vol. Time t $;Sté éﬁog gg
ollows: i Prob. not inst. ; .
Gr ; 40 36,434. 00 oy, oV UL
Grant Total No. | 22% Revoc. 7% Revoc. | Differences | Savings @$6, 500 State % 36,434.00 TOTAL $534, 660, 00
 Year Prob. if on reg. on between per child per 6 TOTAL $90,570. 00 ’___“~~_~___—__~_____’_______‘,__..
with caseload volun- percent- months in an Lo mmmmmesmemomommmmnmmens
volunteers teers ages ingtitution ! 3 YEAR TOTAL 3 YEAR TOTAL 5 00
: ' 909, 572.
1969-70 66 15 5 10 $ 65,000 f $236, 818, 00 $209, 572. 00
| 1970-71 200 44 14 30 195, 000
1971-72 380 84 27 57 370, 000 , 0
THREE YEAR ' i V. Caseload Ratio of Volunteer Program Staff to Probationers Matched wi
010 i “ ! . :
TOTALS L 646 143 46 97 $ 630,000 Volunteers -
During the first year of volunteer program operation, it is recommended that

each Staff Member carry a caseload of 40 probationers and t?leir' volunteegs, 'i}ns

may be expanded to 50 probationers and their volEmteers during the. gecon yte;e‘tn.
To meet the projected goal of providing services to 500 p.rqbatlczlners withi

the Project by 1975 the need for additional staff shouid be anticipated.

*A recent analysis in the Center's files is even more dramatic in this
particular regard, estimating the total cost of arrest, correction and two~year
incarceration of an adult at $22, 000, This can be compared to $100-150 per
volunteer per year, assuming the offender can be rehabilitated by a volunteer.
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APPENDIX L

ENGROSSED HOUSE BILL NO, 71

g State of Washington by Representatives Bledsoe, Kiskaddon and Moon ‘
42nd Regular Session (be Legislative Council request) 2
|

Read first time January 11, 1971, and referred to Committee on Labor and Em-~
ployment Security,

AN ACT relating to workmen's compensation; extending medical aid coverage to }ff !
state volunteer workers; amending section 51. 16. 140, chapter 23, Laws of aid

1961 and RCW 51, 16. 140; and adding a new section to chapter 23, Laws of ,

1961 and to chapter 51.12 RCW. !
BE IT ENACTED BY THE LEGISLATURE OF THE STATE OF WASHINGTON: ¥

NEW SECTION, Section 1. There is added to chapter 23, Laws of 1961 and 7:3
to chapter 51.12 RCW a new section to read as follows: ' =

Volunteers shall be deemed employees and/or workmen, as the case may
be, for 2ll purposes relating to medical aid benefits under Title 51 RCW,

A "yolunteer' shall mean a person who performs any assigned or author- .
ized duties for the state, except civil defense workers as described by RCW 38. 52, i ;
brought about by one's own free choice, receives no salary, and is registered as
i‘;»i a volunteer with a state agency or organization for the purpose of engaging in
authorized volunteer service: PROVIDED, that said person may be granted
maintenance and reimbursement for actual expenses necessarily incurred in per-
forming his assigned or authorized duties.

Sec. 2. Section 51.16.140, chapter 23, Laws of 1961 and RCW 51, 16,140
are each amended to read as follows:

The employer shall deduct from the pay of each of his workmen engaged in
extrahazardous work one-half of the amount the employer is required to pay into
the medical aid fund for or on account of the employment of such workman:
PROVIDED, That the employer or governmental unit shall pay the entire amount
into the medical 2id fund for volunteers, as defined in section 1 of this 1971
amendaiory act, It shall be unlawful for the emplayer to deduct or obtain any
part of the premium required to be by him paid into the accident fund from the
wages or earnings of any of his workmen, and the making of or attempt to make
any such deduction shall be a gross misdemeanor.

SU.5. GOVERNMENT PRINTING OFFICE: 1973 514-414/198 1-3






