
~I 

fI I 
. " 

,
" ! 

I 

~, 

" 

' ... 

. . , 
>' • 

" .\ ,;.,: ... 

C' 

I 

.\. 

If you have issues viewing or accessing this file contact us at NCJRS.gov.



I 

J 

I 
\ 

'\ 

o I' 

l~~., ~-
~ I 

o 

,'0 

() 

11 

(] 

q, 

---------
83350 

-----
. --------'- rtment 01 Justice 

~~71~~f~nstltute 01 Justice 'd Irom the 

d ctly as receIVe d reproduce exa. inlons state 
This document haS be~~ inating It. points of view or ~gt necessarily 
person or organl~a~~n tho;e of the author! ~~~ ~~tional Inslilute 01 
In this documenff' . I posltlon or policies 0 

o 

,.!,;\ . 

II 
';'.rr .. · 
{( 

t 

( 

,,~[ 

II '''''''If 
ii' 

represent the 0 ICla 

Justice, . ~ed material has been [ 
permission to reproduce this . 

\ 

granted bl<.ei th J. Leen~~ts & De 11i1qUencY 

f~'T CounCl1Oi1Cr~- - (' I~a \. , {NCJRS), I 
:the National Criminal JUstice Reference service, ermis- I" 

L 
,NCJRS system requires P 

t' outSide of the 
Further reproduc Ion [H " 
slon 01 the ~t owner, , "~ , , 

------------' \! 

----- - '.JL w.

I 

___ " ____ ~~._ .... ~ .. ________ ----.-..... ~~---.-...:.....-~---=..-"..,A,..-'l"- ,<>-,"""-,,,-.,-. 

-it, 

.), 

~ 1 
I , 
1 

) 
1 
I 

-J,j 
' ' 1 

.. :. 
~~, 

;T .... "~-.'-~-~-"J 
~~L 

[ 
NATIONAL OFFICERS 

H, LADD PLUMLEY· 
Cbaimw> of lb. Boord 

[
: .', : RICHARD L. GELD 

Vic. Cbairman of tho Boord 
• ROBERT B, CLARK· 

Vice Chairman, OQyommantal Attain 
JOHN L. KIDDE· 

Vice Chairman, lntlmationaJ AllaIn 

U
·· CARL M. LOEB. JR.. I ' VIce Chairman, PloCaulon" Alf!U1'I 

" • Vlco Cbai":~~~~,To~ t~J~ 
MRS. POTTER STEWART· 

Vic:. OWnnan. Cltl:.n Attain 

l,iT,' . JOHN W. L.t~~~; 
\ t HON. ARTHUR S. LANE· 
",:p Chairman, Extc:uciv. CommiUH 

WILLIAM F. MAY· 
Chatnnan, National E.llcuti, .. ' CommhtH 

r7'" 

u~ 
11! 
Ui: 

:.. 

n~ 
L!~ 

[f Ii; 
~ 

lli 
~ f n 

'" 

rn n: ..... ;J 

".,. 

'f ill 

m 

Ul ,jy 

U ,I 
01 

rn 

~ 

MILTON O. RECTOR 
Pruld.n& 

FREDERICK WARD. JR. 
EXKUtI .. Vic. PTfltden& 
LEONARD A. TROPIN 

VIc. PrtLid.n& 

VIP ADVISORY COUNCIL 
Chau'man 

JOEL E. NYSTROM 
Ex.cutive Director 

Int.madon.' Y I M. C. A. (R.t.) 

TADINI BACIOALUPI. JR. 
Prtsid.nt, Social Advocates 

(or Youth Pro(rlm 
San Fr:lncbco, C.allroml. 

JAMES V. BENNETT 
Dlnctor, U,S. Bur .. u oC Prlsol\.l (R.t.~ 

MR. JUSTICE TOM C. CLARK 
U. S. Supremo COU,\ tR .. ,) 

JUDOE HORACE B. HOLMES 
Juvenile Coun • Bould ... 

O. LA MARR HOWARD 
ProCaaor • Oeor,l. Stl'e Unlvenity 

QUINTON T, HUCHES 
Del Mlr, C.aUCorni. 

LAURANCE M, HYDE. JR. 
ProCHIOr oC uw, 

:-lava Unlvenity School oC L.awl 
Fort wuderdlle, Florida 

JOHN W. LESLIE 
Honorary Chairman 

Sllnod, Corporation' Chlcallo 

MRS, JOHN W. LESLIE 
EVIRIton, 1Il1nol. 

R. STANLEY LOWE 
Cuper, Wyominc 

W. WALTER MENNINOER, M.D. 
M.nnln,., Found.don 

,MILTON O. RECTOR 
PH.ld.nt • NCCD 

MR. JUSTICE POTTER STEWART 
U. S. SupHme Court 

MRS. POTTER STEWART 
Wuhlnct0n, D. C. 

MRS, THERESA YANCEY 
ChicalO, I",naLa 

CONuilant 
ROBERT C. MOFFITT 

E.Zlcut1n Dlrtc1or, 
Partnl,., bc. 

Oen'l''', Colorado 

OLUNTEERS 

! 1'1 

!. REVENTION 

., 

.. ,' .. ' ... - '--:-1 
~.! 

A DIVISION OF THE . .:.!::-".:'=~ 

.JI NATIONAL COUNCIL ON CRIME AND DELINQUENCY ~ ..... --l 

200 WASHINGTON saUAle::pi:!A'Zl;':-:-':r.'~-::~:. 'ROYAL OAK, MICHIGAN 48067 
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KEITH J. LEENHOUTS. Director 
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(313) 398·8550 

TO: 

I 
~ /MAV 7 1982 

Professors of~Juvenile and Criminal ,Justice. 
Professors ofl SoAMQgyJ~~'f.dll0'N$', etc. 

teaching juyenile and criminal justice courses. 
Professors, Trainers and others conducting training 

for juvenile and criminal justice volunteer programs. 

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

During the past decade there has' been a proliferation of information 
about volunteering. For those professionals interested, we are pleased 
to provide you with curriculum materials to assist you in teaching and 
developing classes or courses in juvenile and criminal justice volun
teerism and juvenile and criminal justice general curriculum. 

We have given much time and thought to this project since we are con
vinced volunteerism is one of the best, if not the best, development 
in juvenile and criminal justice programs during the last two decades. 
Volunteers, working under careful and intelligent supervision, reduce 
recidivism by greatly increasing effective rehabilitative services. 

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

We do suggest broad flexibility in the use of these teaching module 
booklets. The Teachers Outline, suggested Questions and Answers, 
Learning Exercises, Bibliographies and Content Pages are to be used 
by you in any and every way they will be most helpful. Please feel 
free to be creative, imaginative and utilize the materials in a 
manner which will best suit you. The same is true of the resource 
packets, modules numbered eleven and twelve. 

We feel volunteerism has a very legitimate 
juvenile and criminal justice curriculum. 
fine these resources helpful. 

and important place in 
We hope you agree and 

Please let us know if we can be of any further assistance. We wish 
you the best in your classes and courses on this most vital, crucial 
and critical subject. 

" OLUNTEERS 

IN 

*Grant No. #79-DF-AX-0132. The contents do not necessarily 
reflect the views and policies of LEAA. 
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MANAGEMENT AND ARMINISTRATION OF VOLUNTEER 
PROGRAMS IN JUVENILE AND CRIMINAL JUSTICE 

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

Written and compiled by: 

Dr. Vernon Fox, Florida Stateuniversity--Founder of Southern Corrections 
Conference 

Professor G. LaMarr Howard, Georgia State University--Former Director of 
Volunteers, Fulton County Juvenile Court (Georgia) 

Dr. Gordon Misner, University of Illinois at Chicago Circle--Former President 
of Academy of Criminal Justice Sciences 

Mrs. Marcia Penn, PM Associates--Former Director of the Governor's Office on 
Volunteerism (Virginia) 

Dr. Ernest L.V. Shelley, Olivet College, Michigan--Former Director of Treat
ment, Michigan Department of Corrections 

Judge Keith J. Leenhouts, Project Coordinator--Royal Oak Munic:tpal Judge, 
1959-1969, Director of VIP Division* of the National Council on Crime and 
Delinquency 

Ms. Vera I. Snyder, Associate P~oject Coordinator, Administrative Associate 
of VIP Division of the National Council on Crime and Delinquency 

Complete List of Teaching Module Booklets Available: 

1) History of Volunteers in Juvenile and Crimin~l Justice 

2) Value Base of Juvenile and Criminal Justice Volunteerism 

3) Volunteer Resource Development 

4) MANAGEMENT AND ADMINISTRATION OF VOLUNTEER PROGRAMS IN 
JUVENILE AND CRIMINAL JUSTICE 

5) Dynamics of Individual and Group Counseling by Volunteers 

6) Many Uses of Volunteers in Juvenile and Criminal Justice 

7) Volunteers in Juvenile Diversion, Probation, Detention, Institutions 
and Alternatives 

8) Volunteers and Adult Misdemeanant Courts 

9) Volunteers with the Adult Felon 

10) Issues, Trends and Directions for Juvenile and,Criminal Justice 
Volunte~rism in the 1980's 

11) Corrections Volunteer Information Portfolio (Resource Booklet) 

12) National Education-Training Program (Resource Booklet for Juvenile 
and Criminal Justice Volunteerism) 

1 I 

Additional copies of student material (blue pages) may 
be photocopied or ordered from VIP-NCCD, 200 Washington 
Square Plaza, Royal Oak, Michigan 48067. Copies ordered 
from VIP-NCCD will be printed and bound similar to this 
booklet (at cost). Additional copies of the complete 
teaching module booklets are available at cost. 

*yolunteers in ~revention, ~rosecution, ~robation, ~rison, Parole 

. . , 

\, 

\ 

0 • 
\ 

'. 

~:tJ.lt 

. ~~ 
~ I. ~~J . 
.. 

I ' 
,/ 

IE 

m 

I ~ 
fi 

I (~ ! 

j 
U 

10 
't 

J 

I U , 
:1 
j 

I 
U : j 

1 

IU ,1 

oJ 
'I 

lU 
:1 
:j U 

f! ~ 
j U 

0 
6 
D 

I 
I 

I 

-1-

OUTLINE 
MANAGEMENT AND ADMINISTRATION 

OF VOLUNTEER PROGRAMS IN 
JUVENILE AND CRIMINAL JUSTICE 

CONTRIBUTING ORGANIZATIONS: 

a) Arthur D. Little, Inc. 

b) Offender Aid and Restoration (OAR) 

II THE ARTHUR D. LIT'rLE, INC. REPORT: -/( 

a) Introduction 
1) Volunteers Supplement Staff 
2) Rehabilitative Value 
3) Public Relations Value 
4) Economic Value 

b) Getting Started 
1) The Role of Planning 

a) Assessing Needs 
b) Setting Goals and Objectives 
c) Identifying Alternatives 
d) Selecting Program Components 
e) SWeat, Science and Spirit 
f) Program Evaluation 

2) Organizational Structure 
3) Staff Volunteer Relations 

a) The Importance of a Position Relationship 
b) Staff Concerns 
c) Supervision/Authority 
d) Staff Orientation to Volunteers 

4) Potential Program Applications 
a) Volunteer Probation Officer 
b) Friendship/Companion 
c) Tutorial 
d) Counseling 
e) Transportation:" 
f) Medical and Dental Services 
g) Religious Programs 
h) Arts 
i) Volunteer Homes 

5) Public Relations 

c) The Volunteer 
1) The Who and Why 

a) Great Variety 
b) Motivating Factors 

1) Altruism 
2) Personal Growth 
3) More Meaningful Personal Relationship 
4) Change of Pace 
5) Ambition to Succeed . 

2) Volunteers Role 
3) Recruiting 

a) Techniques 
b) Minority Recruitment 

*Supported by Federal Funds. See Title Page Supra • 
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4) Screening 
a) Quality Control 
b) Alternate Assignment 
c) Risk Taking 

5) Training 
a) Rationale 

I' 
b) Content 

6) Job Placement and Matching 
the Child 7) Matching the volunteer and 

a) Age 
b) Sex 
c) Race Subculture 
d) Location 
e) Interests 

8) Knowing the Client 
9) Supervision 

10) Accountability 

d) Legal Issues 
1) State Agency Liability 
2) volunteer Liability 
3) Injury to the Volunteer 
4) Insurance 

e) Financing 
1) Financial Planning 
2) Program Expenses 
3) Funding Sources 
4) Grants 

III ORIENTATION FOR VOLUNTEERS (OAR): 

a) Be Yourself 
b) Use Appropriate Language 
c) Mean What You Say 
d) Express Yout Honest Fee~ings . 
e) Be Supportive, Encourag~ng, Fr~endly 
f) Respect 
g) Use the Person's Name 
h) Listen , 
i) Don't Probe 
j) Maintain Confidence 
k) Accept 
1) Be Patient 
m) Expect Set-Backs 
n) Win Respect 
0) Expect Hostility 
p) Discuss Yourself 
q) Gi,,)e Advice Sparingly 
r) Expect Success 
s) Expect Dissatisfaction 
t) Encourage Self-Awareness 
u) Set Goals 
v) Prepare for Release 
w) Help after Release 
x) Use the Crisis 
y) Tw~ Words of Caution 

1) Don't Expect Thanks 
2) Don't Over Identify 

.< ... __ ,.,~ .............. _. __ -.or· ". ' ... '~;'-.~ .. 
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MANAGEMENT AND ADMINISTRATION 
OF VOLUNTEER PROGRAMS IN 

JUVENILE AND CRIMINAL JUSTICE 

QUESTIONS AND ANSWERS 

a) Takes its name from the boat oar in that volunteers help 
with a program involving boats. 

*b) Provides Services for Offenders in Jails 
c) Organizes National Prison Programs 
d) All of ' the Above 
e) None of the Above 

2) Volunteers Should be Able to Replace Staff -- True -- False* 

3) Discuss the Role of Sweat, Science and Spirit in Starting Volunteer 
Programs 

4) Planning Should Occur: 
*a) Before the Program Begins 

b) While the Program is Opera tiJ~~ 
c) When the Program Needs to be Changed 
d) All of the Above 
e) None of the Above 

5) Discuss the Role of Staff and Volunteers in Program Success 

6) Identify Five Types of Uses of Volunteers -- Discuss Each 

7) Volunteers are Motivated by: 
a) Altruism 
b) Ambition 
c) Personal Growth 
d) Doing Something Different 

*e) All of the Above 

8) Develop a Program for Recruiting Volunteers for Juvenile Offenders in 
Your Town 

9) Discuss the Concept of Alternate Tasks in the Screening of Volunteers 

10) How Much Training do Volunteers Need? 

11) What Fftctors Should be Considered When Matching a Volunteer With an 
Offender? 

12) Supervision is Critically Important, Possibly the Most Important Aspect 
of Volunteer Program Management -- ":True False 

13). What Three Things Should State Agencies do to Protect Themselves Legally? 

14) Why do Volunteer Programs Need a Budget? 

15) What are the Advantages and Disadvantages of Beginning a Program With a 
Federal Grant? 

16) You Should Maintain a False Front With an Inmate for Your Own Protection 
True -- *False 

*Indicates Correct Answer 
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Questions & Answers Contintted 
-4- u 

m 
17) It is Important to Learn Jailor Offender Slang to Use in Your 

Conversations? True -- *False 

18) It is as Important for the Offender to Respect You as it is for fi 
You to Respect the Offender? 1~rue -- False 

19) You Shouldn't Use the Offenders Name Very Often True -- ~1(False 

20) Usually the Offender Wants to Listen to You so You Should Talk Quite 
0 

a Bit -- True -- *False 

21) You can Expect Occassional Set-Backs When Working With Offenders 0 
:[.> 

~'<'True -- False 
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SUGGESTED TEAJHING-LEARNING EXERCISES 

BRAINSTORMING: CREATIVE THINKING (From Training Volunteer Leaders--YMCA 1974) 
() 

This exercise can be introduced early in the course and used again in additional 
sec tio:ns. 

OBJECTIVES: 

PROCEDURE: 

VARATION: 

To identify as broad a range as possible of alternatives for a 
problem. 

To give students a creative experience. 

The leader comments: The purpose of Brainstorming is to broaden 
our ideas of what is possible---to stimulate new thinking. 

Write out these four rules for continuous reference: 

1) Anything goes. ("The wilder the better" could be said.) 
2) Piggy-1:>,{ick. ("You can build on a previous idea, adapt it, 

modi(cy it, expand it, etc.") 
3) No d:l.,~cussion. ("Its relative meri ts or implications are not 

to be discussed. It) , 
4) Defer judgments. ("Don't criticize any suggestion.") 

Select an area of possible community service from a short discussion 
with the group. 

Brainstorm a list of ev'ery possible group in the community with which 
this, group c&uld collaborate on a project. As anyone calls out a 
grollP, the leader writes it on the blackboard. 

Be prepared to "enforce" the four rules---at least early in the 
exercise. ' Encourage evidences of ideas which aren't traditional. 

After bNelve mi~utes, end the Brainstorming. (This time has been 
shown to be the optimum.) The group can then make decisions, dis
cuss or evaluate ti~ data, et~., as it chooses. 

<1 
. Brainstormi~g can be used in a wide variety of situations where 
alternatives need to be discoyered. 

I 

STAFF RESISTANCE TO VOLUNTEERS (From Training the Volunteer Coordinator--

OBJECTIVE: 

PROCEDURE: 

Vancouver Vol;unteet" Centre) 

To provide an e.xercise dealing with conflict bebNeen the volunteer 
coordinator and other staff. 

1) Distribute the incident to all participants and have them spend 
15 minutes reading the incident and individually writing answers 
to the discussion ques tions. ~,( 

2) Divide participants into groups; lof bNo and assign roles of super
visor and volunteer coordinator to the members within each group. 

n 
(,~,',f.' U 

._;l'!I;~ __ ",.;&.,t"~~'''-''>4IIti_J,.4.~ ¢'4_:;;:;::;d~""""' __ == ____ ~_~ __ ~"~,~ 
-.~" 'c .,,,,..,. _±4 iW:t4L% _oa:oL,~~ ___ '~"""",,,~ 

/ 
) i' 

~ .. ' 

• 'Ii -

• . ~', \ f. 

I 
k 

i 



.. 

Learning Exercises Continued -6-

'3) Distribute the role-instructions to the gl':oups. After allow
ing time for reading the roles and identifying with them, give 

,the groups 10 minutes to carry out their interviews. 

4) Have the participants form small groups (4-6 members) and dis
cuss the varying experiences from the interview, which strate
gies were used, and the answers to the discussion questions. 

5) As a total large group, spend the remaining time summarizing 
the critical issues from the incident as seen by each small 
group. 

MRS. GREENSIDE'S UNIT 

Three weeks ago, Frank Barne~ was hired as a volunteer coordinator with the 
Corrections Dep&~tment and moved into on~ of their decentralized offices(with 
a unit of probation officers). Frank's position was par.t of a pilot program 
under way to recruit and train volunteers to become involved in programs with 
people on probation. 

When Frank was hired, the team of supervisors who interviewed him were enthusi
astic about the new vo~,unteer pr?gram, fel tit had a gr.eat deal of potential and that 
it would be an innovative attn interes ting approach for the Department. 

When Frank ihquired about the reactions of the probation officers to the new 
approach, he was told that the program would be welco'ined at t.he branch offices 
and that he would have no problem in fitting in. 

It didn't take Frank long to realize that nothing could be further from the truth. 
It was apparent immediateJ.y that the unit's supervisor, Mrs. Greenside, had de
cided that the unit would benefit from a volunteer component. The workers were 
not consulted. Mrs. Greenside arranged for her unit to be involved in the pilot 
study. 

When the staff discovered plans for a volunteer program, a few of them voiced 
their objections to "non-professionals getting involved with the clients" and 
to the increased work load they would face by being forced to deal with volun
teers as wel"l as their caseload. The rest of the staff, while not necessarily 
opposed to such a prog'ram, were angry and resentful of the manner in which Mrs. 
Greenside had arranged for their involvement. 

In the first three weeks Frank was at the office, he found that a proportion of 
the workers became interested in the proposed volunteer program and seemed pre
pared to become involved, but the majority of workers remained uncommunicative 
with him. 

DISCUSSION QUESTIONS: 

1) Should this situation have occurred? Who was responsible rot the 
current predicament? 

2) What are Frank Barnes' alternatives? 
a) As short-term strategies 
b) As long-range solutions 

Which options would you cholJse if you w~re in Frank's position? Ex
,'i plain your reasons. 
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Exercises Continued -7-

MRS. GREENS IDE: 

As explained in the incident, you are the supervisor of a unit of probation 
workers in a decentralized office. You recently arranged <f.or your unit to 
become involved in a volunteer program that is being run by the Department. 

You're sure that this new volunteer program will be valuable, both to the 
clients 011 caselo'ads and indirectly to the probation officers. However, as 
you knew that most of the worker.s would complain that such a program would 
add to their work, you didn't consult them apout it. You know that Frank 
Barnes has been having a little trouble getting started, but you are sure 
that everything will be fine soon. You know that the best way to handle the 
situation is to just I'ride it out," a.nd soon things will blow over and 
everything will be fine. 

You know that Frank is coming in to see you now and that he is probably upset 
with the current situation. You intend to calm him down, let him know that 
you expectai! this situation, it is just temporary and he should just ignore 
it. 

However, as you don't want to lose the program, if Frank is demanding enough 
about wanting to make some changes you might agree, if it is the only way you 
can "smooth the waters" and keep peace. On the other hand, you certainly want 
to avoid taking any action. if at all possible. 

Ji'RANR BARNE S : 

As explained in the incident, you are the volunteer coordinator, newly assigned 
to Mrs. Greenside's unit. You have discovered that the current situation is 

, rot very satisfactory. 

You have arranged a meeting with Mrs. Greenside at which time you intend to 
propose some of your "short term strategies" which you have drawn up. 

After knowing Mrs. Greenside for three w~eks, you are already aware that she 
has a great tendency to avoid issues and will go to any length to "smooth 
over the waters'" and keep peace at all costs. You are, therefore, not sure 
'that you will get anywhere with her. However, as she is your supervisor, the 
two of you must agree on some way of dealing with the situation. 

liQ!§.: 

Use the strategies which you drew up to answer Discussion Question 2 as the 
proposals you want to make to Mrs. Greenside. 

I 
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Learning Exercises Continued -8-
, " 

'-' 

WRITING JOB DESCRIPTIONS FOR VOLUNTEER ASSIGNMENTS 

OBJECTIVE: 1) To d~monstrate the need for a job description in relation 
to recruitment and retention of volunteers. 

PROCEDURE: 

2) To learn how to write a job description. 

Discuss the components ofca job description and why each 
component is necessary: 

Title 
Purpose of Job 
Specific Tasks/Responsibilities 
Skills Needed 

Time Required 
Report To-- (Person) 
Special Details 

Ask group to review the similarities and differences bebNeen 
a volunteer description and a paid staff job description. 

Have stude~ts write a volunteer job description based on their 
own personal volunteer experiences or knowledge. 

Have students discuss: 
1) How and where they might recruit for this job and 

why they think it would be effective. 
2) Will retention of volunteers be improved by writing 

a job description. Why? 
3) How might six different job descriptions (for six 

different jobs) be used together for recruitment? 
Would allow volunteers to select jobs which 
they might not have thought suitable from 
titles alone. 

MINI-MAX (Adapted from model developed by Ivan H. Scheier, PhD., FRONTIER 13, 
August, 1974) 

OBJECTIVE: To demonstrate-the potential of existing resources within the'group 
for training and technical assistance. 

PROCEDURE: Have students list four skill areas pe,;t'taining'to university life 
and four need areas. 

, " 

Skill Example: I type and have a typewrit~r 
I live in an apartment and like' to' cook" 
I can fix bicycles 

~d Example: I need someone to type my term paper 
I need some tutoring in biology 
I ~~ed to practice me judo 

, " 

" ' 

Place skills and needs on separate sheets of newsprint i1;1. ,front ot 
ihe room with ini~ials of students next to each. 

Ask students to "shop" the list for matches. Th~s may involve more 
than tWo students in one match. Example: Student A can type and 

" needs tutoring in biology. Student B needs a term paper, •. typed and 
is willing to cook'dinner for someone. Student C can tu~,br in 
biology and will trade that for a home-cooked meal. ) 
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Discuss: a) How this approach could be used in a professional 
settJng. 

b) How/this approach could be used to enable volunteers 
to become involved in more creative ways. 

c) The benefits and problems that may arise using 
Mini-Max. 
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MANAGEMENT AND ADMINISTRATION 
OF VOLUNTEER PROGRAMS IN 

JUVENILE AND CRIMINAt' JUSTICE G 
0'" 

- 0 

After having -reViewed mQch of the literatu-re-, w.e deCided to-rep-rint 'the A-rthu'I' 
D. Little -report of June, 1978 with additional comments. 

Rathe-r than.p-resent sepa-rate conunenta-ry,ou-r conunenta-ry is included in the text 
indented slightly mo-rethan t~eLitt1e -repo-rt. 

We saw. no need to duplicate this excellent -repo-rt which,heing app-roximately 
the length desi-r!=d fo-r our pu-rposes, .cove-red the cd. tical a-reas about as well 
as could be done in the allotted space. 

Since the orientatiqp. and t-raining of vOluntee-rs is so ext-remely c-ritical, we 
have included some pagesf-rom the Handbook fo-r Voluntee-rs by the Offende:t:'Aid 
and Resto-ration (OAR) P-rC?g-ram. We have done. so f6-r two -reasons: 

FJ-rst: It is one of the many excellent handbooks which have 
been p-roduced byanumbe-r of p-rog-rams using volun
tee-rs }n jQvenile and criminal justice. 

Second: "The Little -report ,is p-rima-rily fo-r juvenile cou-rts 
and the OAR P-rog-ram is mostly a jail voluntee-r p-ro .. 
g-ram fo-radults. 

Thus, the"-re a-re two ma'in sou-rces of info-rmation iIi this teaching mOdul'e booklet. 
One is f-rom t~c view point of those wo-rking with juveniles and the othe-r f-rom an 
adult p-rog-ram~' o. '" . 

Also, ou-r additional commenta-ries will be la-rgely £-rom an adult cou,-rt pe-rspective. 

9~ 
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~' 

P-repa-red Fo-r 
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This'p-roject was supported by Cont-ract Numbe-r J-LEAA-Ol3-77, 
awa-rded to A-rtpu-r D. Little" Inc.,' Washington, D.C. by the 
Office of J,uvenileJustice and Delinquency P-revention, Law 
En£o-rcement Assistance Administ-ration,U.S. Depa-rtm,ent of 
Justice. Points of vieW o-r opinions stated in this document 
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VOLUNTEER SERVICES -- Arthur D. Little, Inc. 
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INTRODUCTION 

Volunteerism is not new to the American scene. However, t.he utilization of 
volunteers by courts began barely a decade ago. It is currently estimated 
that over 60 percent of juvenile courts throughout the country are using 
some type of volunteer services in over 20 job categories. Volunteers are 
es tima ted to be over 1,000,000 strong. ( 1) 

Actually;the modern volunteer mov~roent in juvenile and criminal 
justice began in 1959 in the opinion of most observers. Since 
the Little report, VIP-NCCD has do!)(:' a national survey. We now 
estimate there are over 500,000 volunteers. See the end of this 
report for a two page description of the national survey. Those 
wanting additional information on this survey and also qualitative 
analysis of the movement through the perspective of directors and 
managers of volunteer programs iLround the United States should see 
the national survey-questionnaire which is attached to the teach
ing module booklet on the History of Juvenile and Criminal Justice 
Volunteerism, which booklet is part of this series. (2) 

:r I 

(This comment and all indented material added by the 
Curriculum Development Committee) 
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The basic purpose of volunteers is to increase the quality and variety of 
services to the juvenile offender without significantly increasing staff time 
or court budget. Volunteers are a productive investment of staff time---not 
a substitute for it. 

Volunteers have had documented impact in three major areas: rehabilitation, 
public relations and economic value. Findings from a 1966 study in Colorado 
indicate the following results: 

•••• Vo1unteers in the home community eliminate the added tax burden 
of institutionalizing the child if there is a danger of repeated 
offense. 

•••• Volunteer tutors reduce the school dropout rates for probationers. 

•••• Volunteers can counteract anti-social attitudes and give more 
positive direction by working on a one-to-one basis with the 
probationer. 

The vo1urtteer program in Royal Oak, Michigan, reported recidivism dropping from 
20 percent to 10 percent after establishing a volunteer probation counselor pro
gram. Changes in personality patterns were also noted in 16 out of 18 probation
ers. Other impacts from the Royal Oak program were increased citizen awareness 

/ 

and responsibility as well as an increased awareness by the court of the community's 
resources. (1) 

Actua11y,the Royal Oak program utilized volunteers in over 
twenty different ways. Basically, the volunteers were one
to-one volunteers, administrative volunteers, pre-sentence 
investigators, professional volunteers and specialty volun
teers. It is generally conceded the average probation fail
ure rate nation~wide is thirty seven percent. Over 'a ten 
year period, from 1959 to 1969, Royal Oak had a failure rate 
of seven percent. Specific research over a five year period, 
conducted by the United States Government,compared Royal Oak, 
which utilized volunteers, with a court which did not utilize 
volunteers. Over a period of almost five years, probationers 
committed .23 offenses per probationer in Royal Oak. In the 
court which did not use volunteers, probationers commi'tted an 
average of 2.7 crimes. Thus, in a specific study with a com
parable court, the reduction in recidivism in Royal Oak was 
about ten times that of the comparable court. See the teach
ing module booklet on the History of the Volunteer Movement 
referred to above for more complete information about this 

. four year research. (2) 

Perhaps the broadest impact of volunteer programs has been in the field of correct
ions itself. Volunteer programs have shifted the court from penalty-type proba
tion .toward positive, achievement-oriented probation programs. Volunteer programs 
that are well planned and administered have proven not only to be an effective 
cost measure, but also to be a strong link between the community, the child and 
the juvenile justice system. 
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While many volunteer programs lack complete cost benefit analysis, all show 
varying degrees of economic value, in addition to positive soc~a1 va1~e to 
the conununity. There is no doubt about the added value volunteers brl.ng to 
the juvenile justice system. 

It has been estimated that, nationally, court volunteers contributed at least 
ten million dollars worth of services in· 1971 alone. The Colorado court estima
ted its cost in direct volunteer support expenses to be ten cents an hour---an 
annual savings of $3,000. (1) 

One court in a city of about ninety thousand people in a 
metropolitan area of approximately three million people 
utilized volunteers in the entire probation department. 
Volunteers administered the program as well as supplied 
direct services. Seven full-time administrative volunteers 
furnished about fourteen thousand hours a year in services. 
(All seven were retirees and another ten to fifteen retirees 
also assisted on a part-time basis), The direct service 
volunteers, such as the one-to-one volunteers and the volun
teer optometrists, psychiatrists, etc., gave about thirty 
six thousand hours a year in direct services to the proba
tioners. This is a total of about fifty thousand hours a 
year and the annual budget from the city was seventeen 
thousand dollars supplemented by private contributions. 
Thus, the total cost of this p~ogram was less than thirty 
cents an hour. (2) 

The State of Florida's volunteer homes program was developed to respond to dan
gerously overcrowded juvenile detention centers without adding to an already 
strained budget. During the first quarter of operation, 1,181 children were 
temporarily provided food, shelter and supervision over 7,506 days of actual 
progr.am participation. The $36,650 cost of administering the volunteer program 
for status offenders was less than one-sixth the expense of housing those same 
children in a conventional detention center. 

This report presents important issues involved in the use of volunteers in the 
juvenile justice system. Chapter I discusses volunteer program design, organ
izational structure, potential program applications, and public relations. 
Chapter II reviews the volunteer: who he is, his motives for volunteering, and 
suggestions for recruiting, screening, training and matching. Chapter III 
conunents on the legal issues involved in using volunteers, including the liability 
of the state/agency and the vol~nteer and insurance programs for volunteers. 
Chapter IV discusses the financial aspects of volunteer programs, including 
expenses and sources for program funding. (1) 

Program Design: 

Chapter I 

GETTING STARTED 

Lack of adequate planning is one reason for the failure of one out of every four 
to five volunteer programs within the first two years of operation. At least a 
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two-to-six month planning period should precede program start-up. The general 
direction of a program and the frame-work within which it will operate must be 
clearly established at the beginning. A guiding philosophy might inc.lude th.e 
following points: 

•••• Volunteer services should be considered an integral and co
ordinated part of the Juvenile Justice Dep'artment rather than 
an appendage. 

•••• Volunteers are partners with the professional staff and com
prise an important part of the treatment team. 

• ••• Vo1unteers complement rather than replace the professional 
staff. 

•••• Volunteers are not paid and therefore have a special meaning 
and vaLue to the children they serve. 

•••• Volunteers represent community care and concern rather than 
professional treatment in their relationship with children. 

•••• Volunteers possess a richness and a variety of talents, skills, 
and interests which are shared through large investments of 
time and energy to meet the normal and special needs of children. 

• ••• Vo1unteers help the professional staff to treat the whole child, 
his physical, social, emotiortal, and intellectual needs. 

•••• Volunteers relieve staff of time and energy consuming duties so 
that professional services may be maximized in areas of greatest 
need and concern. 

Needs Analysis: The initial step in program design is to identify and define 
the needs of the court and the community in dealing with the youthful offender. 
Areas to be considered include: 

•••• Needs of the offender (e.g., more recreational facilities). 

•••• Needs of the court (e.g., additional dispositional options, 
prevention programs, recreational or educational programs). 

. ••• Wishes and needs of the staff (e.g., time free for professional 
development) • 

Once these have been identified, it must be determined which needs can be met 
by existing staff and which require additional personnel or funds. Those needs 
that cannot be met by existing staff form the basis for the volunteer program 
design •. A proven technique for identifying staff needs and wishes which also 
encourages staff cooperation and program acceptance is the "Drudge-Dream List." 
Staff members are asked to list all activities and approximate time spent in a 
typical day performing tasks which they feel are drudge tasks. Examples of 
drudge tasks are ans~ering the phone, updating files, scheduling appointments, 
and phone checks. They are also asked to list those activities which they get 
satisfaction or pleasure from but have too little time to participate in. Fro~ 
each list the staff is then asked to note which tasks they feel volunteers could 
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perform in a manner beneficial to all concerned. These tasks are then inte
grated into program design and become useful aids in identi£ying volunteers 
for recruitment. j) 

Goals and Objectives: The most critical aspect of program planning is deter
mining goals. What should the program accomplish? Are the goals realistically 
set? Do they reflect court philosophy and community needs and resources? 
Participants in the goal setting process should include representatives from 
all areas of the juvenile justice system; judges, professiona'l staff, community 
and youth leaders, experienced volunteers, and offenders or ex-probationers. 

Program design will evolve from goals and objectives. The development of pro
gram objectives should include the following considerations: 

•••• Structure, philosophy, and nature of the court. 

•••• Nature of the offender. 

•••• Wishes of the staff. 

•••• Community needs and resources. 

Objectives should be clearly stated but flexible enough to allow for change. 

Alternatives: The next step in planning is developing alternative strategies 
to meet program objectives. The following are points, to consider: 

•••• Alternatives should not be an unnecessary management burden f01. 
the court staff. 

•••• Alternatives should be non-thteatening to all concerned. 

•••• Alternatives should be attractive to potential volunteers. 

•••• The program should meet the real needs of the offender. 

••• • The program should elicit favorable community response. 

•••• Program alternatives should be subject to ongoing evaluation 
and cost-benefit analyses. 

•••• The talents, skills, and interests that volunteers invest 
should be used not only to maximize professional services, 
but also to satisfy the needs of the volunteer. 

Program Components: 
can be delineated. 

Once alternatives have been selected, program components 
These areas should be included: 

•••• Volunteer identification. 

•••• Volunteer recruiting. 

••• • Court staff orientation to volunteers. 

•••• Volunteer screening. 

•••• Volunteer training. 
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•••• Volunteer/client matching and job placement. 

•••• Supervision of volunteers. 

•••• Record-keeping and program evaluation. 

•••• Continued funding. 

Each of these components is discussed in more detail in the next chapter. 

A universal maxim for volurtteer programs is "start small." Provide only 
those needs that are top priority and most feasible. Pilot programs are 
strongly recommended because they are a natural e~tension of the planning 
process. Working out the bugs is always simpler in smaller programs. (1) 

One veteran leader of juvenile and criminal justice 
volunteerism listed the important ingredients with 
words beginning with the letter ItS"~. Here is the list: 

1) Start---There is always a reason"' to delay. There 
will always be a newer courthouse or better physical 
conditions. Tomorrow will always be better. How
ever, it is very important to start and not delay 
because you can wait forever for more favorable con
ditions. Remember, each day lives are going down 
the drain. start! 

2) Small---If you start Small you are not a threat to 
anyone. Second, you can m~ke small mistakes in a 
Small program rather than making large mistakes in 
a large program. Start the new effort small and be
gin to plan the expansion process • 

\1 

3) Silent---Publicity might help later but most programs 
, have avoided the news media in the initial stages. 

Why put undue and unnecessary pressure on a new pro-
gram? ' 

4) Stress---Stress confidentiality at all times to all 
staff and all volunteers.-----

5) 

6) 

Selection of Mechanics---Some decisions have to be 
made immediately such as the method of supervising 
volunteers, whether volunteers will be authoritative 
figures or unofficial friends, etc. It is important 
to Select the proper mechanics for your program very 
carefully at the outset • 

Staff---It is extremely important to involve all ex
isting staff people in planning for the use of volun
teers. Staff support is critical to a good volunteer 
program and good volun~eer-staff relations are essential. 

Many programs think of everyone associated with the pro
gram as staff and subjected to the rigors and account
ability of staff status. Some are paid staff and some 
are unpaid staff (volunteers). 

" 
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8) 

9) 

10) 

11) 

12) 

Sele~tion of Volunteers---Select your initial 
volunteers with extreme care. All volunteers 
at all" times must be selected carefully. How
ever, your initial volunteers will give YQur 
progr~m a reputation which will last in 
the minds of others for a long time to come. 
Initial volunteers should be selected with extreme 
and meticulous care. 

Screening Volunteers---This is very important. For 
the mos t part, we can screen in people rather than 
screen them out. Screening particular volunteers 
for the correct job is important. There are many 
tasks to be performed in a volunteer program. Make 
sure the right volunteer is assigned the correct 
task. 

Superior---Although you do not do very much, do it 
very, very well right from the beginning. Again, 
the initial days will make a lasting impression on 
most observers. It is very important the program 
be operated in a superior manner right from the 
first day. 

Systems Accountability---Som~()ne must be responsible 
for keeping track of every juvenile and criminal 
justice client (probationer, etc.). Someone must 
be able to account for each client to the per~ 
ultimately responsible for the program (judge, 
chief probation officer, warden, sheriff, etc.). 
In large programs this is done by more than one per
son who is responsible for a certain numbet of the 
total clients. 

Supervision---Many people involved in juvenile and 
criminal justice volunteerism believe the most im
portant single ingredient is the on-going and con
tinuing supervision of voluntee~s. Those who dis
agree would probably place it second or third on 
any list of the most critical areas. Continuing 
supervision and guidance of volunteers is extremely 
important and the method of supervision should be 
set up carefully and immediately. 

Science---There is a lot of literature now available 
from national organizations, state organizations and 
local programs on how volunteer juvenile and criminal 
jus tice programs should be adminis tered and matlaged. 
Be familiar with the science of the movement particu
larly as it has developed over the last twenty years. 
(VIP-NCCD and VOLUNTEER, National Center for Citizen 
Involvement can be especially helpful in this area). 
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13) 

14) 

15) 

Spirit---Most observers of volunteer juvenile 
and criminal justice programs agree that spirit 
is the key and indispensible element. People 
seem to like themselves, they are usually e~thus
iastic about what they are doing and they believe 
in themselves and in each other. The director of 
volunteers, the person most responsible for the 
program, should be chosen not only for professional 
competency but also for those personal qualities 
which inspirit and inspire others. A head is im
portant but so is the heart. Information is im
portant but so is inspiration. Science is import
ant but so is spirit. Spirit and science are both 
equally 'important in the administration and manage
ment of a volunteer program. 

Sweat---Perhaps someday a successful volunteer pro
gram will be found where staff,and particularly the 
head of the program, are not working hard. Perhaps 
someday. However, up to this point, virtually all 
national observers agree that good volunteer programs 
in juvenile and criminal justice are working hard. 
As in every other field of endeavor, one of the most 
important ingredients is the willingness to work hard. 

Sweat, Science and Spirit---Programs which blend these 
three ingredients are the most successful. (2) 

Program Evaluation: To evaluate a program there must be a system of record
keeping. Volunteer program record-keeping should be a natural extension of the 
existing record-keeping procedure for the paid staff. If possible, volunteers 
can set up and maintain their own records. Basic information for the record
keeping system includes: 

•••• Volunteer registration or application form. 

•••• Volunteer job placement. 

•••• Volunteer reports on time spent on probationer, including 
total hours, mileage, expenses and attendance at meetings . 

• ••• Examination or test results (psychological) on the volunteer. 

.••• Supervisor's notes on volunteer's performance. 

•••• Estimated dollar value of volunteer time donated (most 
programs average between $3.00 and $4.50 per hour). 

.••• Amount of staff time and estimated dollar value. 

The information required to evaluate a program will be adapted to its objectives. 
For example, a tutorial program might have as an o,bjective increased success in 
school for all probationers in the program. ~chieving this oLjective could be 
measured QY the number of volunteer hours spent tutoring or the percentage of 
grade imp~ovement or the rate of drop-outs compared to previous years. 
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l 
Program evaluation can be performed by regular staff alone or in cooperation 
with volunteers, probationers and families, or by an independent evaluator. 

Program evaluation is only as valuable as the action it prompts. All program 
participants should regularly review evaluation results and make suggestions 
for program revision. (1) 

Retired accountants are very helpful in program evaluation 
and research. As an example, some years ago one court 
utilizing volunteers was accused of being too lenient. A 
retired accountant, who volunteered three days a week to the 
court to handle res ti tution and non-suppo'I't cases and do the 
bookkeeping and accounting necessary for such cases, do
nated additional time to look into the practices and pro
cedures of surrounding courts as compared with the court 
utilizing volunteers. His research verified what all of the 
volunte.lrs associated wi th the court already knew. Cour ts 
which al'e tleeply commi tted to an extensive rehabilitative 
service by and through the use of volunteers are usually also 
firm, disciplined and realistic. His careful statistical 
study silenced the critics. Proof was produced by the vol
unteer retired account indicating the volunteer court was as 
strict and demanding as other courts in the area which did 
not use volunteers. 

The false impression that courts and individuals who want to 
help are soft, lenient and unrealistic was completely dis
pelled by the careful research and evaluation of this volunteer. 

One of the many ways volunteers can be utilized is the use of 
retired accountants ~nd others) in statistical analysis, re
search and evaluation. (2) 

Organizational Structure: The volunteer program is an integral part of the 
court and juvenile justice system within the community or state. It should 
not be considered a sub-department. It is central to all functions of the 
court, participating in both the input and output functions. The figure be
low shows the schematic representation of volunteer programs in the court 
system and the community. 

FIGURE I 

VOLUNTEER PROGRAMS IN THE 
JUVENILE JUSTICE SYSTEM 
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Program Staff: The responsibility for coordinating the program should be 
assigned early in the planning to either an existing staff member, a paid 
volunteer director, or a volunteer with appropriate administrative and man
agement skills. Suggested areas of staff assignment and responsibility are 
listed. One staff member may be responsible for more than one area. 

•••• Administrat!2~: Program policy and direction; personpel 
selection, policy, and supervision; cash and in-kind fund
ing; public relations; accountability to sponsors. 

•••• Supervision: Interviewing volunteers and clients; matching 
volunteers with clients; in-service training for volunteers 
and clients; supervision of volunteer-client relationship; 
development of community resources. 

•••• Program and Community Resources: Development and maintenance 
of program and community resources (e.g., camping trips, tickets 
to sporting events, free services such as haircuts, medical and 
dental care and locating sources for donations such as supplies 
to the program). 

• ••• Financial Management: Management of financial and program sta
tistics; purchasing; budget preparation a.nd projection; monitor
ing program efficiency. 

. .•• Recruitment: Recruitment of volunteers and clients through pre
sentations, personal contacts, or mass media. 

••.• Graphics: Development and production of program materials (e.g., 
brochures, newsletters, slide presentation, forms). 

..•• ~cretarial: Receptionist; staff secretarial support. 

The concept of utility should be considered in determining the ratio of volun
teers to staff. At what point will the addition of volunteers increase staff 
responsibility and budget so that it is not economical to enlarge volunteer 
services? A ceiling should be established. One agency recommends the.t at 
least one new professional staff member be added for every 50 to 75 additional 
volunteers. For programs with fewer than 50 volunteers, these guidelines are 
helpful to determine staff-volunteer ratios: 

•••• Programs with 50 or more volunteers should have a full-time 
paid direc tor • 

•••• Programs with less than 30 volunteers can operate with a 
part-time director. 

•••• Programs with up to 10 volunteers can use a volunteer director 
or be absorbed under the present court management staff. (1) 

In larger cities, there certainly is a need for full-time 
personnel to direct, adminis ter and map,age the volunteer . 
prog~am. However, a number of courts have proven the full
time person or persons need not be paid but can be unpaid 
volunteers. One court utilized three retired businessmen who 
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administered and managed an entire program. Two were 
not paid at all and one was paid minimumly under Social 
Security regulations. This court would be hard-pressed 
to hire any full time paid personnel who had more exper
ience, talent, education and training in managem~nt and 
administration. Thus, unpaid staff is not necessarily 
inferior to paid staff and highly competent full time 
assistance is available even without funding. 

In very small programs, a full time person is not absol
utely necessary. A judge in one small village in the mid
west met with the volunteers personally each month. There 
were about thirty five volunteers working with thirty five 
probationers. This effective program ow'as the essence of 
informali ty and yet was very well adminis tered by this 
caring and concerned judge. 

In determining the number of volunteers who can be active 
per administrator (paid staff person or full time person) 
one should consider the tasks which the full time staff 
are performing relative to the volunteer. Volunteers have 
two basic needs, one is administrative and the other is 
guidance and supervision. Thus, if a probationer fails to 
keep an appointment to meet with the volunteer, there is 
the administrative task of contacting the probationer and 
making sure he and the volunteer get together once again in 
a reasonably short period of time. This administrative task 
is quite different from the professional volunteer or the 
paid staff who gives guidance and supervision to the vol
unteer and answers his question, "My probationer said 
this and did that. What do I do now?" 

Thus, in considering the relation of full time staff to 
volunteers, one should ask the question, "Are the staff 
people performing both functions or only one of the two 
functions mentioned above?" If performing both functions, 
the r·atio mentioned above is reasonable. If they are per
forming only one of those two functions and someone else 
is performing the other, then the ratio can be considerably 
higher (less staff or more volunteers). 

It is, of course, possible for a traditional staff person 
to work in one area and a volunteer to handle the other 
duties. (2) 

Staff-Volunteer Relations: The relationship between paid staff and volunteers 
is crucial to program success. The way staff members perceive th~ir roles and 
those of volunteers is the key to an effective working relationship. Insecure 
staff members may feel threatened by volunteers who they think are intruding 
into their areas of responsibility. The volunteers may be highly qualified 
and seen as a threat to a staffer's job. Volunteers, on the other hand, may 
feel inadequate or intimidated by the professional staff. These attitudes 
reflect a lack of' careful program design and open communication between staff 
and volunteers. 
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A Colorado expert, Ivan Scheier, has ident~f~ed 
d ,J,,J, the following staff concerns an program responses regarding volunteers. 

•••• Concern: Volunteers may not be as effective with the 
clients and may harm them. 

•••• Response: Pre-program orientation for staff should pre
sent the positive impact of volunteers on juvenile offenders. 

•••• Concern:. If volunteers are 'successful with clients they 
may depr~ve staff of the satisfaction of direct I' t 
contact. c ~en 

•••• Resp?nse: By reducing staff caseload, volunteers actuall 
prov~de opportunities for more direct satisfaction for thYe 
staff. 

•••• Concern: Volunteers may be able to perform staff jobs with 
little or no special training and for little 
therefore, th or no cost and, are a reat to job security. 

.••• Response: Experience sh th t 1 ows a vo unteers require more paid 
staff, not fewer, and that they add to the challenge of pro
fessional roles while lobbying on behalf of the program and 
increased funding. 

.••• Concern: Volunteers must be t 11 d con ro e to prevent program 
breakdown and yet shaff 1 seems a most pow/.:,rless since volunteers are unpaid. 

.•.• Response: Good program design makes the volunteer accountable 
to the goals of the system as well as to the staff. 

•••• Concern:' Volunteer programs might "rock the boat." 

•••• Response: Volunteerism is hardly a radical idea and h 
documented history beginning in the mid-19th century. as a 

.••• Conce:n: W?ile volunteers may be nice, well-intentioned people, 
~he f~rst f~ve concerns above do exist. However, what is offered 
ford fr~el shoUl~ not be criticized. These notions lead to conflict 
an gu~ t feel~ngs. 

•••• Response: An adequately-oriented staff who is familiar with 
volunteer capabilities and who chooses to work with volunteers 
usually avoids these problems. 

~~:f!~~~l~~!e~~e~~~fl!~!~e~r~nl:~~ likel~ w?en separate and distinct roles 
responsibility mi h~ include' J ~escrlpt~ons •. :0: example, volunteer job 
with probationer;g2) informai !~bi~~m:~ra~~~~~~S~b)~hlolutYsefkoreepo~e-toh-one conthact 
profe . l' b " ,- lnO" cores T e 
vOlun~:~~na. JO descr~pt~on, in contrast, might involve: 1) su;ervisio~ of 
gations a~d~~e~~~~~~m3)r~~~ 2?tdiag~OS~iC, pre-sentence and probation investi-, 
and juvenile preven~ion prog~:~s: re at~ons, working with families and employers 
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Supervision/Authority: Two major issues arise when volunteers are used in 
one-to-one contact with probatio~ers: 1) How much decision-making authority 
does a volunteer have? 2) When sho~ld a volunteer defer to his professional 
supervisor? 

There is no hard and fast rule on these issues as there is great diversity 
among volunteers and they should be treated as individuals. Therefore, policy 
decisions should allow for volunteer discretion to be exercised under staff 
supervision. Again, if job descriptions are not clearly stated, the profess
ional supervisor may feel uncomfortable with the volunteer. A two-way system 
of supervision in which both the court and supervisor respond to the volun
teer's activities and needs has proven effective in dealing with problems of 
supervision and authority. 

Staff Orientation to Volunteers: Staff should be oriented to the uses and 
benefits of volunteers before volunteer programs are initiated. The followi.ng 
is a broad curriculum outline for staff orientation to volunteers: 

•••• Discuss staff experience in other volunteer programs. 

•••• Discuss the volunteer movement statewide and nationally, 
and establish it as a fait accompli. 

•••• Emphasize the concept of volunteer usage and its diversity. 

.••• Analyze staff jobs in relation to diverse volunteer jobs. 

•••• Present research on the impact of volunteers. 

•••• Discuss volunteer program systems analysis. 

•••• Emphasize importance of staff leadership. 

•••• Role play in volunteer training situations. 

•••• Participate in volunteer pre-service training and other 
field experiences. 

Professional staff aware of their own roles and those of volunteers provide the 
foundation for effective staff-volunteer relations. A mutually accepting and 
supportive relationship is a must for program success. 

Potential Program Applications 

Volunteer services in the juvenile justice system continue to expand as commun
ities identify local needs and resources. Many innovative programs have been 
developed to respond to critical conditions such as over-crowding, severe budget 
cutbacks and understaffing. Programs continue to enlarge their services as 
initial projects become established and exhibit real impact. Volunteer program 
categories include: 

Volunteer· Probation Officer: The most widely used volunteer program is the 
Volunteer Probation Officer. Under this program, volunteers are carefully 
matched to offenders and have varying. degrees of responsibility for the proba
tioner. A pioneer program of this kind, V.I.P. (Volunteer in Probation), was 
developed by the Juvenile Court in Boulder, Colorado. 

:r I 

[ 

[ 

[ 

[ 

[ 

[ 

I 
I 
I 
[ 

[ 

[ 

[ 

[ 

[ 

[ 

[ 

[ 

[ 
~,'. 

., 

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

---'"----. 

\ 

I. 

: .. , 

'i, 

i_' , 
\-
" 1 
~~ r .' 
i 
" 

,( 

t. 
~~ 

t 
I 

~ 

:j 
" 

I 
I 
I 
I 
'1" 

\ 

,.. 
I 

" 

~k 

r; 
" I 

ti 

1 ! 

n , I 

" ! t 

., 
! , 

H 

II 
H 
B 

F " Ji 

U " I' 

rn J 

E U 

r 1 
.oJ 

r ~ 

Little Report Continued -28-

Friendship/Companion: Programs whose basic purpose is providing friendship 
or companionship to troubled juveniles are also widely used. Partners, Inc., 
which began in Denver, Colorado, has served as a model for many programs 
which use the one-to-one relationship in shared activities. The Mystery 
Caller Program in Dallas, Texas, uses high school students as friends to high 
school probationers. 

Tutorial: Many juvenile offenders are in real need of special help in reading 
and math. Volunteer programs such as Two Together, Inc., in New York City, 
matches tutor to volunteer on a one-to-one basis with a minimum commitment of 
one year. 

Counseling: Most court programs provide some counseling for the probationer, 
either individually or in group sessions. The Family Group Counseling program 
of Ingham, Michigan, counsels the parents of children on probation and is an 
effective way to change the home environment. 

Transportation: Transportation for probationers to court, counseling, and 
medical services is a real need of' court programs, particularly in rural areas . 
Volunteer 'transportation services have been successful in many areas of the 
country. Insurance requirements for such programs must be met prior to initia
tion (see Chapter III - Legal Issues). 

Medical and Dental Services: Local medical and dental organizations can provide 
required services '~o probationers on a volunteer basis and should be included 
in program planning. 

Religious: Local church organizations are willing and interested in providing 
religious support and counseling. These services can be integrated into many 
aspects of other court programs (e.g., Jewish Board of Guardians in New York 
City provides a court referral service) • 

Arts: Enrichment programs for probationers are often low on the priority list. 
However, where volunteers indicate an interest in providing enrichment in the 
arts this kind of program can be quite effective in diverting juvenile offenders. 
The New Focus: Arts and Corrections program in Minnesota has proven successful 
in raising self-concepts, increasing success levels and providing a means of 
self-expression as an alternative to violent or criminal acts. 

Volunteer Homes: An alternative to jailor temporary detention is a constant 
concern of those in the juvenile justice system. The volunteer foster homes 
program developed by the Division of Youth Services in Florida provides temporary 
housing for status offenders at great savings to the state. Juveniles stay an 
average of four to six days in volunteer homes in an atmosphere of genuine care 
and concern. The Interim Family program in Ithaca, New York, provides temporary 
homes for troubled youth on a longer basis. Financial aid is provided to fam
ilies who may need it in order to participate in the program. 

The reader is referred to the teaching module booklet entitled, 
Many Uses of Volunteers, which is part of this series.(2) 
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Public Relations 

One goal of volunteer programs is the promotion of public relations at a level 
of community involvement that bridges the gap between the court and the com
munity. It recognizes that juvenile and misdemeanant crime is a community 
problem and community responsibility. The following are points to consider in 
developing a public relations program for voluntee~ services: 

•••• Local media should be kept informed on a continuous basis 
through written releases which include facts and statistics. 

•••• Talks should be given to local churches and service, business, 
and school groups. 

•••• Personal contact with the community should be maintained. 

•••• Special projects: Human interest stories for media 
Fundraising events 
Tours of court facilities and programs 

on "Volunteer Services Day" 
National recognition for innovative 

programs 

The Volunteer Coordinator is responsible for handling public relations and 
establishing rapport with press and other public relations media. However, 
public relations professionals in the field serving as volunteers can plan 
and direct a public relations program more effectively if their services are 
available. (1) 

One example of the pride a community gains from its volunteer 
program is a city which received the ALL AMERICAN CITY AWARD 
as a result of its volunteer probation program in 1968. The 
day the award was presented approximately ten thousand people, 
over one tenth of its population, lined the streets and many 
crowded around the review stand while the jets zoomed over
head and the award was presented to the mayor, judge and other 
people involved in the volunteer program. 

It almost sounds impossible but thousands of people turned out 
to cheer their probation program. Perhaps this is one of the 
best examples of what volunteers can do to help a city become 
proud of itself because of its attitude towards and conduct 
with those who appear before the courts. (2) 

CHAPTER II 

THE VOLUNTEER 

Who And Why: 

A profile of the average volunteer shows a middle-class, married woman who is 
well-educated. While the white middle-class volunteer predominates in court 
programs, minority volunteers do exist and are'being actively recruited by all 
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programs. The Volunteer Bureau/Volunt . 
has developed a Low-income volunte arr Act~o~ Center of Greater Seattle 

C
fhul't More will be said on minorit;rv~I~n~~:r:h~~h has proven quite success-

ap er on recruitment. . a later section of this 

A~though the character of Volunteers is 
t~onally from these sources: changing, they have been drawn trad~-

• ••• Friends of the court and staff • 

• ••• Women (65 to 90 percent are women 
75% are married) • and of that percent, 

• •.• Middle class (average 
annual income is $12,000-$15,000). 

•••• Service Organizations d I an vo unteer bureaus. 
•••• Religious groups. 

•••• Well-educated ~eople (751. have h d 
" • a some cOllege). 

•••• People-contact" OCcupat~ons d ... an professions. 
•••• College organizations and casework interns. 
•••• Other trainees (e.g., 

•••• Teenagers 
Comprehensive Employment Training Act). 

•••• Middle-agers (the 
between 30 to 55 y~:~~e:~d): volunteer participation peaks 

•••• Retired people (10 
percent are 60 years of age or older). 

•••• Activists and busy people. 

•••• Community newcomers. 

.••• National VOlunteers (e.g., 
Volunteers In Service To America). (1) 

If, as many observers say the f' 
volunteer juvenile and criminal :rst,program in the m~dern 
Royal Oak, Michigan court (1959)Jus~~ce movement was ~n the 
began with men In th 1 ,t en the modern movement 
more men than ~omen we;ee~~V~l~:rt of the movement, many 
are both involved in the 1 t d. ,Howe~er, men and women 
justice movement as we bev~ untheedr Juven~le and criminal 

g~n e ecades of the 1980's 
At first, many more men were i 1 d • 
inCidence of female c' , nvo ve because of the low 

, r~me ~n the early 1960's G 1 
speak~ng, men volunteers ' • enera ly 
offenders and delinquent ;;re used ~~th male apprehended 
movements, the use of vol °tne yo~t. Thus, unlike many 
, , un eers ~n the J'uven'l d " 
Just~ce area went from men 0 1 t ~ e an cr~m~nal 

n y 0 men and women. 
A recent national survey-q t' , 
in 1979 show's that 41 2'% ~e~h ~onnaue completed by VIP-NCCD 
are women Th' , '. 0 e volunteers are men and 58 8~ • ~s ~s a resul t of l' • (. 
five hundred and ten courts d an,a~a ys:s of approximately 

an cr~m~nal Justice agencies 
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who re lied to the six page questionnaire. A c~pY,of 
the fi~st age of the questionnaire and s~rvey,~s :n
cluded her~in and the entire survey-que~t~onna~~et~s 
in the teaching module booklet on the H:story,o e 

. h' h' part of th~s ser~es. volunteer Movement, w ~c ~s 

The Little report was,publ~shed before ~he ~~!-~~~~t 
national survey-quest~onna~re and now, ,or, ' 
'f qualitativ~ and quanitat~ve ~nformat~on 

t~me ar more " 1 eys 
is a~ailable about the movement

1
'

t 
Adddby~t~~~~NC~~r:nd the 

d t ' ~res are con temp a e an ques ~onna. , t h with this organ-
interested reader should stay ~n ouc 
ization. (2) 

to give of themselves and their time so freely? 
IIThat motivates volunteers f 1 teers' 

f ' primary motivations or vo un . 
Generally, there are ~ve 

b involved with a 
.~ •• Altruism or the desire to ecome 

humanistic cause. 

•••• Desire for personal growth. 
for more meaningful personal relationships. 

•••• Need 
•••• Need for change of pace. 

b " to succeed in a given field. •••• Am ~ t~on 
be designed to provide opportunities 
of their needs. The concept of vol-
program success. 

Based on these motivations, p:ograms can 
for volunteers to fill part, :f not,all, 
unteer incentive and support ~s bas~c to 

otivation through informal recognition, 
staff has a responsibility for volunteer m ting on a job well done. Infor-
such as addressing volunteers by n~~ ~~e~~~~~an more formal recognit~on, such 
mal motivators often mean more ~o,vo uor letters of appreciation from Judges. 
as banquets, certificate" publ~c1ty, h' h contribute to volunteer support 
Other aspects of the volunteer program w ~c, adequate training, careful 

't'ng and screen~ng, ' and incentive are good recru~ ~ 't' ongoing evaluation and creat~ve 
matching, easy staff-volunteer commun~ca ~on, 
progr am design. (1) 

observer of J'uvenile and criminal 
One ve teran national f 1 t rs lk d t thousands 0 vo un ee 
justice volunteerism has ta ~ 0 volunteer he has talked 
over the past twenty years. very h' h 'ht "I 

~h r expressed t ~s t oug • 
to has, in one way or ano~ e , t what I have 
don't know if I have helPhedl a~y~~em~;:e~~~n anything else 
done as a volunteer has e pe 

d " I have ever one. 
d' 't pride and self-

We all struggle for self-respect, ~gn~ y', ' t and 
love. E h of us needs to like ourselves ~n,a qu~e 

ac l' 'ous her~ tage is to, 
dignified manner. Part of our re ~g~" supposed 
"Love our neighbor as we love o~rselve~'d' W:/:~ ni/.mner. 
to love ourselves in an appropr~ate an ~gn~ ~ 
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One of the prime ways we can grow in self-respect, 
dignity and self-love is by assisting a delinquent 
prone youth or apprehended offender. 

This, it seems to many observers, is the prime moti
vating factor for citizens to volunteer-their time in 
juvenile and criminal justice. (2) 

Volunteer's Role 

The court generally views the role of volunteers in its program in one of three 
ways. In some programs, authority is delegated to a volunteer to direct and 
supervise a probationer on a one-to-one basis. These volunteers exercise their 
discretion in interpreting court policy. Other courts use volunteers as friend
ship or parent models in which there is a strong personal relationship but the 
volunteer has no responsibility for supervising the probationer. A third vol
unteer role is that of group participant with the probationer in outings, coun
seling sessions, etc. Volunteers .also provide service and financial assistance. 
Many courts have volunteers functioning in all these roles according to court 
needs and volunteer skills and interests. Whatever roles volunteers assume, re
cruiting, screening, training, and matching procedures should be designed to 
prepare them to be effective. 

Volunteers who participate with probationers on a one-to-one basis view their 
role in a less structured way - as friend or as mediator. As friend pr as 
counselor to the probationer, he can provide something that, in the eyes of the 
child, the paid staff cannot, such as friendship and support stemming from care 
and concern rather than job responsibilities. Tris aspect of volunteer-proba
tioner relationships is perhaps the strongest element of volunteer programs. 
The volunteer may also see himself as a mediator, a go-between for his proba
tioner and the court, his family, or the community. As advocate or broker, the 
volunteer can provide new resources for reintegrating the offender into the 
community while educating the community to the needs of its youth through pre
vention programs. These roles are not without pitfalls and require professional 
guidance to avoid conflicts with court policies. 

Recruiting 

The key to successful recruiting is selectivity. Program needs are identified 
(as suggested in the previous chapter) and the list of needed services becomes 
the target for volunteer recruitment. Selective recruitment includes an initial 
screening to avoid enlisting volunteers who cannot be placed in suitable assign
ments. Techniques for recruiting are: 

•••• Assign responsibility for the recruiting program to a staff 
member or the Volunteer Coordinator. 

•••• Develop a realistic and challenging presentation of what the 
program offers volunteers and the kinds of assignments they 
will have. 

•••• Begin initial recruitment with court staff and friends. 
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•• ' •• Make personal presentations to seleoted local groups and 
individuals (e.g., Junior League, Rotary Club, Kiwanis, 
Chamber of Commerca). 

•••• Conduct t6urs of court facilities and programs for target 
groups. 

•••• Use special mailings to target groups. 

•••• Distribute materials on the program in selected public 
places (e.g., bulletin boards, libraries). 

•••• Use mass media to inform the community about the program 
(radio and T.V. spots, newspaper releases and even the help 
wanted column). 

••• • Follow up on each inquiry wi th either U. terature or a phone 
call within 24 to 48 hours. 

Analysis of the typical volunteer presented in the preceding section indicates 
the major recruiting problem -- how to attract more men, more working class 
people, and more minorities. The majority of probationers are from one of these 
groups and the need for m.ore recrui. ts is obvious. Special recrui t.ing techniques 
and incentives are required to attr.act these volunteers. 

Many blue-collar workers and minority people feel they lack sufficient education 
or training to be effective volunteers, cannot afford the expense involved, 
or lack transportation or child care facilities to participate in volunteer pro
grams. Special training programs can be developed to emphasize the natural 
abilities and skills of these volunteers. Volunteers who indicate a financial 
haldsh~ can be reimbursed for expenses or perhaps paid a small stipend for their 
services. 

Special focus is currently being aimed at minority recruitment. One of the basic 
problems with minority participation is how to create a situation which will give 
a sen.se of meaningful participation, a stake in the ownership of the program and 
hence, a commitment to the program. Suggested approaches to the problem include: 

••• • Prov:i,de a range and flexibility of services both wi thin 
and out of the system. 

•••• Include minorities on the staff and on the policy-making 
and planning groups for the program. 

•••• Use minority leaders to help recruit. 

•••• Make available transportation, child care centers, and 
financial aid for minority volunteers. 

•••• Utilize existing neighborhood facilities for meeting places. (1) 

In cities over one hundred thousand, most volunteer programs 
in juvenile and criminal justice use newspapers, television, 
radio, etc. in recruiting. In cities and counties under one 
hundred thousand, most programs do not use public media but 
recruit primarily by word of mouth and by friend-to-friend 
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contact. This, of course, is not an inflexible rule nor 
are the bNo manners of recruitment mutually exclusive 
Probab~y no court which uses the public media fails t~ 
use-fr1end-to-friend and word-of-mouth as a supplement to 
the recruiting process. 

Many seem to agree that the more general the recrUitment, 
the.more c~reful the screening process must be. If re
cru1t~ent 1S by word-of-mouth and friend-to-friend, the 
recru1tment process itself begins in a selecti;ye way. 

When recruitment is by and through the use of ~he public 
media, the screening must be even more careful. (2) 

Screening 

i~e volunteer scre~ning process is a necessary form of program quality control. 
operates much llke the process used to screen paid employees. Ideall it 

allows volunteers to screen themselves out of the· program if they fe~l t~~y 
ca~not m~et the commitment in terms of time and energy. Introductory-brochures 
or1entat1on, and training should clearly spell out the requ:tr-ed commi tment. ' 
Volu~teers who drop out along the way have usually screened themse".es 
leav1n~the coordinator with only a few applicants to screen. Meth~ds ~~:'staff 
screen1~g of volunteer applicants following the self-screening process include: 

•••• Use of registration and application forms. 

.••• Reference and background checks. 

•••• In terv~ews • 

•••• Psychological testing. 

:~nce not. all we~l-meaning volunteers are suitable for service in a court setting 
Of~.~oord1nator should consider ways of "turning them down without turning them ' 

•••• Pr~vide a maxi~um number of honorable exits for the volunteer 
pr70r to. the f 7nal decision - encourage self-screening (e.g • 
or1entat1on, glve volunteers a chance to drop out if they , 

change their minds) • 

•••• Avoid explicitly promising particular assignments. 

• ••• Offer a different or less demanding job rather than a waiting 
list. 

•••• Refer them to another volunteer agency more suitable for their 
talents • 

Suitab~vo~unteers for which the program has not identified a need should not 
be auto~atlcally screened out. Reassessment of thE: program's current and future 
needs w1ll frequently identify services which these volunteers can provide. (1) 
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One court has screened in three ways. First, if the p~tential 
vOlunteeiioj.s a friend of a member of the staf;f or a frJ.end of 
a proven v\~.;lunteer, the court accepts the new ,:olunteer., If 
there is ~6 screening by way of friends~ip, thJ.s c~urt.wJ.ll 
accept the screening process of professJ.onal organJ.zatJ.ons and 
associations. Thus, a teacher who has been screened by the 
school board will be accepted. 
The third method this court uses when those two screening pro
cesses are inapplicable is to refer a potential vol~nteer ~o a 
volunteer psychiatrist or psycho~ogist, who also gJ.ve theJ.r 
time to the court. The volunteer psychiatrist then evaluates 
the candidate and advises the court if the potential volunteer 
should be accepted into the program or not. 

Whatever screening process is used, all of us must acc:pt the 
fact no screening process is one hundred percent. T~~J.ng, as 
an example, the screening processes of the cou:t mentJ.oned 
above, have you ever made a mistake about a frJ.end? Has the, 
school board ever been wrong about a teacher? Has the psychJ.
atrist or psychologist; ever been wrong? The answer to all 
three is, of. course, yes. 
There is a certain amount of risk-taking in any screening pro
cess. There is also a risk when someone crosses the street or 
drives an automobile. The~e is also a risk ~hen a profess
ional probation officer is hired or a bank hJ.res a new teller. 
Thus there is no one hundred percent screening process for 
volu~teers as for any other part of life. 

Anyone who wants to be one hundred percent sure should not use 
volunteers. Neither should they ever try to cross a street or 
drive a1~ automobile or eat any food served in a :estaurant 0: 
purchased in a grocery store. They should certaJ.nly never hJ.re a 
full time paid staff person, some of whom have been very un-
satisfactory. 
In other words, there is a risk factor in,alm~st :verythi~g we 
do and the use of volunteers in criminal JustJ.ce J.S certaJ.nly 
no exception. The screening ,process should be as careful as 
possible but ultimately those involved in any program, ,profess
ional or volunteer or a combination thereof, must realJ.ze there 
is a risk in every decision. (2) 

d What should be the obJ'ectives of training pro
Should volunteers be traine ? 
grams? What should be the contents of the program? How should training be 

delivered? 

l fe,&ll that formal training may tend to de.stroy the personal element 
Some peop e . , . designed 
of volunteer-probationer interaction. Rational traJ.nJ.ng programs ,are , ' 
to build upon the innate capacity of the human concern in developJ.ng skJ.lls to 
deal with the juvenile offender. 
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As a minimum, training should (1) provide the volunteer with information about 
the court and the juvenile justice system; (2) develop the skills necessary 
for working with young offenders. Sometimes, training may also be necessary 
to change the attitude of the volunteer to the probationer. 

There are many variables involved in determining ilie content of volunteer train
ing programs. 

•••• Information on the history and role of the juvenile court and 
how it functions; a tour of court facilities'.md programs; a 
meeting with key people -- Juvenile Judges, District Attorney, 
Chief Probation Officer, Juvenile Police Officer. 

•••• Familiarization with probationers and their environment as well 
as an overview of theories on juvenile delinquency and child 
growth and development. 

•••• Information on community resources available to the program. 

•••• Development of communication and counseling techniques. 

•••• Administrative requirements (e.g., reports, evaluation, regula
tions). 

•••• Overview of all activities and jobs within the program, con
centrating on job descriptions of those positions to be filled 
by volunteers. 

•••• Swearing-in ceremony. 

•••• Training program evaluation. 

Training also varies according to trainee and program objectives. Effective 
training involves the group in the learning process using techniques like role
playing, socio-drama, communication games and group discussions. There are a 
number of audio-visual aids which can be used in training volunteers. 

The average pre-service training program is 10 to 12 hours over two to four 
weeks. Programs are usually conducted at night in a location accessible to the 
majority of volunteers. Continued in-service training is encouraged by both 
volunteers end staff to further develop volunteer skills and enlarge program 
services. 

Cooperative training programs with other volunteer groups in the court and other 
agency volunteers can be conducted to share training costs. In states where a 
Volunteer Services Department exists, usually in the Human Resources Department, 
the state may conduct training sessions for local volunteer groups using pro
fessional training staff. (1) 

Dr. Ernest L.V. Shelley, a psychologist who was the Director 
of Treatment for ,the Michigan Department of Corrections for 
twenty five years and a staff psychologist for the Ingham 
County Court in Lansing, Michigan, has often stressed the 
danger of over--training volunteers. He emphasizes that vol
unteers should not be some type of watered-down professional 
but should bring spontaneity, creativity and imagination into 
the relationship with the criminal justice client. 
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h st eloquent and convincing Dr. Shelley is among t,e mo t care so volunteers are 
when talking,about ~~k~~~p~~~~D Audio-Visuals, Module not over-tra~ned. 
Twelve this series (2) 

Job Placement and Matching 

" natural qualities and skills and ~t is 
Volunteers' primary contr~b~t~ons,atrhea propriate assignments and supe:v1sors. t ' 1 to match these sk1l1s w~ p m planning is ev~dent. essen ~a d lysis in progra 
Again the importance of the nee s,ana de endent upon such analyses. Creat-
Succe;sful job placern,e!1~ and mat:-h~~~e a:~b t;/i the volunteer. Job assignments 
ive screening and m:~tch~ng can ht J t by both staff and volunteers. 

. t': ntinuous reassessmen 1 'ts' should be subject ~ co 'sor considers severa po~n • Effective matching of volunteer to superv~ 

tive articipation of staff members in program planning, 
····!~cruiting and training of volunteers. 

d ttitude of staff members in working with vol•••• Interest an a 
unteers. 

, of ,staff members with volunteers. •••• Interact~on , 

1 t t to work with volunteers 
Staff members who are re ~c ~~ not be required to do so. in the previous chapter s ou 

Matching the Volunteer and the Child 

for reasons mentioned 

t h ' g him with a volunteer. f 11 creened before ma c ~n d' 1 The probationer should be care u y s, 1 teer and his interests an spec~a 
His and the family's desir: to work W1~~ ~l:oa~~lt m~del, friend/companion~ s~per
needs in such a relationsh~p (e.g., su~ a, d F've determinant character~st~cs 
visory or primary counsel) must be,determ~~: .• (1) age, (2) sex, (3) race, sub-

1 t ers and probat~oners., 11 
for matching vo un,e d (5) interests, activities, ski s. culture, (4) locat~on, an 

the offender should have a ••••• Age: The decision as to ~het!:ra e or someone considerably 
volunteer approximately h~s 0 t ghether his main problem is 
older depends on judgement as 0 weed of an older stabil-

' t'on with peers, a n 1 lack of commun~ca ~ f th But some genera izing "father figure" type, and so or • 
guidelines regarding age are: 

h one-to-one volunteer should be at 
---Probably t e 18-19 for a probationer 12-14. least a mature , 

d offenders need at least 19-20 year old ---01 er 
volunteers. 

17-21, the volunteer ordinarily 
---For offenders age three or four years older. should be at least 

---When offenders are adults, the volunteer's ~~e is 
not so important. Here, the volunteer can 
younger than the offender. 
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•••• Sex: The general rule has been that volunteers and offenders 
~uld be the same sex. But there can be exceptions, though 
they should be carefully considered by the Coordinator. In 
some kinds of less personal and more restricted one-to-one 
roles, such as volunteer tutor, the "same sex" guideline can 
more easily be by-passed and where a married couple work to
gether as volunteers, they can often relate as a team far more 
easily to an offender of either sex. 

• ••• Race, Sub-Culture: Other things being equal, a volunteer of 
the same race or sub-culture should be considered desirable, 
espeCially if the offender needs more pride and identification 
with his culture and race. 

However, the court Volunteer movement is relatively lacking 
in minorities and economically underprivileged people. There
fore, crOss-cultural or cross-class matching is frequently 
necessary. Where crOss-cultural matching does occur, try to 
find a volunteer who is especially sensitive to and willing 
to learn about the offender's sub-cultural or racial background. 

•••• Location: If possible, the volunteer and the offender should 
live relatively close together. They will have easy access to 
and communication with each other, and the volunteer is more 
likely to be familiar with the offender's home and neighborhood situation. 

• ••• Interests, ActiVities, Skills: A common naive assumption is 
that building a relationship with an ,offender is all "talking 
together." Actually, far more of it may be doing together. 
One solid common activity interest may be worth a million 
words. For instance, fishing together or listening to jazz 
could be an important experience. The volunteer recruiting 
and screening process can identify these activities for vol
unteers in their registration forms and during interviews. 
The same shOuld be done for the offender When his personal 
history is taken. An example of this is the ActiVity/Interest 
Inventory presently being used by the COlorado Matching Project. 
Both VOlunteers and offenders fill out the form, and volunteer 
and offender forms can easily be compared with one another. 

The number of similar and opposite interests is highly signifi
cant. Some categories may be more important than others. An 
overlapping interest in a single actiVity, such as working on 
cars, may far outweigh lack of other common interests. 

When matching volunteers to offenders, keep in mind that we have little or no 
real knowledge in this area. There are no simple formulas of What makes one 
relationship "click" and another fail. Nonetheless, how you match volunteers 
and youthful offenders is a key determinant in program Success. (1) 
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One excellent way of matching volunteers and juvenile 
and criminal justice clients 'is through mutual areas 
of interest. One court had a TY repairman who worked 
with two or three probationers at a time in his base
ment one night a week. He always had radios and tele
visions to repair and the probationers and volunteer 
worked together on the repair jobs. He would also 
spend some time alone with each one of the probationers 
every evening they worked together. He was an extremely 
effective volunteer who taught probationers about re
pairing radios and television sets and,of even greater 
importance, also about life. 

The most essential single 
have a good understanding 
client and the volunteer. 
the probation department, 
cess. 

ingredient in matching is to 
and knowledge of both the 
The better each is known by 

the better the ma~ching pro-

As an example, one court routinely spent between three 
and twenty hours on p~e-sentence investigations and 
grew to know each probationer quite well. They also 
made a strenuous effort to know each volunteer very 
well and, with this knowledge of both, they were usually 
able to match effectively. 

It is also good to be open to new ideas. For example, 
one program routinely asked the probationer if there was 
someone who he would like as a volunteer. Occasionally 
the answer was extremely helpful and a new volunteer 
was added to the program not only for that particular 
probationer but also, on some occasions, for other pro
batiqners as well. 

Should the volunteer see the pre-sentence investigation 
report? A number of coutts believe this question should 
be resolved by the volunteer. Some volunteers want to 
see the report and others prefer not to. Many programs 
feel the volunteer is the best judge of this and let the 
volunteer make the final decision. 

Perhaps the most important single ingredient in any vol
unteer program is the supervision of the volunteers. 
Training, orientation, screening and other factors are 
very important. However, many feel the most important 
ing~edient of all is the supervision-oI the volunteers. 

As an example of continuing supervision, one court re
quired a written report or a telephone report from each 
volunteer every month. 

Also, the retired administrator, who worked full time for 
the court and who was in charge of one-to-one volunteers, 
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saw each volunteer every six weeks. Most of these 
meetings were during "report night" when volunteers 
could talk to the staff professionals and the volun-
teer professionals,such as psychiatrists and psycholo
gists,who met with probationers one night a week. How
ever if a volunteer did not appear at one of these meet
ings'during a six week period, the administrator would 
contact the volunteer and request a personal meeting. 

The on-going,continuing supervision of volunteers is a 
most critical area and must be done with extreme care. 

Another very important area is accountability. The lack 
of accountability in some criminal justice programs is 
appalling and incredible. One Federal Government eva,lu
ator spent several days inspecting a professional proba
tion program which did not use volunteers. He discovered 
when a probationer was referred to a professional proba
tion officer and he never once reported to that officer, 
he would probably never be detected. In fact, there was 
between a sixty and ninety percent cha.nce no one would 
even try to find out why the probationer did not report 
to the professional probation officer. Thi~ ~ack ~f . 
accountability is one of the reasons why cr~m~nal Just~ce 
programs are not more effective. 

Contras t this with a court utilizing volunteers whe,re the 
director of the volunteer program met each month with the 
staff and they went over each case on probation e,very 
other month. Thus, each case on probation was checked 
every two months to ascertain the effectiveness of proba
tion. 

Two basic questions Wr'=re asked-(l) Are we doing what we 
intended to do? (2)'/Is it bearing fruit and is the pro
cedure effective? Thus, for proper accountability, a 
careful record should be made of all of the services 
assigned and all the tasks to be performed by the volun
teersand staff. Then, at least every other month, there 
should be a check to see if those assignments are being 
carried out and if those tasks are being performed. If 
this is being done, then the program is worthy of the 
name. If this is not being done, then it can hardly be 
called a program at all. 

It is necessary to always know what has been ordered, if 
it is being done and if it is being done with excellence. 
Anything short of this makes the activities unworthy of 
the name "progr am. " ( 2) 

'I., 
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CHAPTER III 

LEGAL ISSUES 

The use of volunteers to provide various services to the court presents several 
legal issues that government agencies and volunteer organizations need to be 
aware of. Two issues which can be addressed in general are liability of the 
state for volunteer activities and the liability of volunteers for acts commit
ted while serving the court,. Closely related to the issue of liabili ty is that 
of insurance --- workmen's compensation, volunteer liability insurance and auto
mobile liability insurance. 

State/Agency Liability 

Present case law contains few cases in which a volunteer caused an agency to be 
liable. However, the area is one of great potential concern to government 
agencies who use volunteers and should be examined carefully. 

Where state or local governments are immune from liability, volunteers must 
be certified as employees in order to qualify for immunity from liability for 
damages. "Employees" can qualify for certification in any of the following 
ways (the criteria for employee certification also apply to workmen's compensa
tion.): 

•••• Volunteers must receive monetary compensation for their 
services---as little as one dollar per year will suffice. 

•••• Volunteers must perform assigned or authorized duties. 

•••• Volunteers must be supervised, which implies training and 
regular reporting. 

Most states have enacted legislation which allows them to assume some liability 
for the action of their agents or employees, though often a limit has been set 
on that liability. 

Volunteer Liability 

Once private citizens volunteer to serve on behalf of a public agency, they 
have a responsibility to exercise care in the execution of that service. Vol
unteers can be expected to be held personally liable for their conduct. Volun
teEars have several remedies for liable actions against them. The agency or 
court in which the volunteer is serving can require both the probationer and 

'" his family to sign a waiver agreeing in advance not to hold the agency, its 
employees or agents responsible for any injury or damage in connection with 
volunteer services. Such waivers are particularly important where the proba
tioner participates in high risk activities such as swimming, trail bikes, or._/ 
ca~mping. The other remedy is comprehensive liability insurance. This will be 
discussed in more detail in a later section. 

Injury to the Volunteer - Insurance 

All states have Workmen's Compensation laws which cover an employee injured on 
the job. Volunteers must. specifically be included as a class in order to be 
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eligible for the compensation coverage. The volunteer must be defined as an 
employee of the state through legislation or policy amendments S0 as to be 
included in state coverage. 

States which do not include volunteers under their Workmen!s Compensation 
coverage usually provide liability insurance through private agencies. Auto
mobile insurance which is usually added to the volunteer's own personal cover
age is also available through a state liabilit:r coverage. The cost to the vol
unteer is minimal, somewhere between $2.00 and $3.00 annually. 

Some states haVe enacted legislation which permits the state to accept legal 
liability in tort situations. This provides for ptotection of both the in
terests of the state and the injured party without a drain on the state treasury. 
Montana has such a plan in its Comprehensive Insurance and State Tort Claims. 
Volunteers are included under specific circumstances when defined as an employee 
acting as an agent of the state whether or not compensation is granted. This 
type of comprehensive insur,ance is recommended particularly in states such as 
Alabama which do not cover the volunteers working in various programs and agen
cies throughout the state. 

The National Volunteer Parole Aide Program of the American Bar Association re
commends the following legal considerations in volunteer programs: 

•••• Development of a comprehensive liability insurance plan 
for the state • 

• ••• Use of general and specific waivers. 

..•• Knowledge of local claim procedures • 

•••• Liability insurance coverage which protects both the 
state and the volunteer. 

•••• Legal consultation of specific matters of liability. 

The issues of volunteer and state/agency liability are not only complex, but 
also changing. Volunteers should be advised about their position and respon
sibilities early in the training program to avoid later misunderstanding. A 
volunteer legal counsel can keep the coordinator advised on any changes in the 
law regarding volunteers. (1) 

One source of insurance for volunteers is: Group Insurance Volunteers, 
4801 Kenmore Ave., Suite 119, Alexandria, Virginia 22304. 

The American Bar Association has developed booklets and other 
ma terial which are of assls tance in this area. 

Although veteran obs~rvers have never heard of a single case 
where a volunteer has sued or been sued, nonetheless it could 
happen and the insurance to cover this contingency is very 
inexpensive. 

Incidentaly interest in insurance seems to be increasing. In 
1973, VIP-NCCD offered extensive and inexpensive coverage and 
very few programs or individuals were interested. Now there 
seems to be more concern and this concern and careful planning 
is good for the movement. (2) 
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CHAPTER IV 

FINANCING 

Volunteer programs do not imply a free ride for the agency which uses them. 
Although volunteers are generally not compensated for their services, there 
are program costs involved. Seeking and securing funding is part of the 
initial planning process as well as an ongoing process. These guidelines 
should be considered when developing financial plans for a volunteer program: 

•••• The program should be costed out in order to develop a 
complete budget • 

•••• Funding sources should be identified and plans developed 
for approaching them. 

•••• The evaluation component of the plan can be used to dem
onstrate the program's effectiveness in order to secure 
additional funding. 

•••• A small pilot project can demonstrate volunteer progra~ 
performance prior to large scale program application. (1) 

Many people feel there are two basic ways to start. First 
you can begin with a Federal Government Grant and federal 
funds. Second, you can begin without the grant and federal 
funds. 

There is an advantage and disadvantage to both. The advan
tage to starting with federal' funds is apparent. However, 
the disadvantage is the effe,ct this might have on the community. 
Often, when federal funds are exhausted, a community will take 
the position the Federal Government had their program with 
their money and now their money is gone their program has ended. 

On the other hand, although it is more difficult to start with 
very little funding and without federal assistance, such a 
begLming does'cause a communi ty to think of the program as its 
program and not the program of the Federal Government. Once 
a community thinks of a program as its program, then the 
community is far more apt to work hard at retaining the pro
gram indefinitely into the future. 

The advantages and disadvantages of large outside funding, 
which usually comes from the Federal Government but can also 
come from other sources, should be carefully considered by 
those who are beginning programs. (2) 

Program Expenses 

Volunteer programs incur expenses for materials and facilities, program admin
istration, and support (e.g., training, materials, recruitment, mailings) and 
staff supervisory time. Though estimates vary widely, the following are some 
approximations for program cost in Boulder, Colorado (1970 figures): 
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•••• 10¢h to 25¢,pe~ volun~eer hour for in-kind support costs 
suc as pr~nt~ng, ma~ling and travel. ' 

•••• $1.00 to $1.50 per vOlunte h 
is considered (does n'ot in~~ ~er °lur when staff supervision 

, u e vo unteer out-of-pocket ex-
pense~ or,spec~al service to clients such as medi 1 
psych~atr~c exams). ca or 

•••• $100 to $150 per volunteer 
vised support programs. per year for adequately super-

Most of the costs of a voluntee ' 
staff time spent working with rlProgram are lmplicit, such as extra hours of 
Pro?ation Counselor Program es;~m~~!:e~~~ The L~ncoln, Nebraska, Volunteer 
perlod: follow~ng statistics for a one year 

•••• Seventy-seven volunteers were intervl'ewed 
Ps hI' 1 and completed 

yc 0 oglca testing; 62 participated in training. 

•••• Six orientation training sessions were held. 

•••. Seventy-seven percent of the trained volunteers 
received assignments • 

The chart below shows the amount of staff time 
probation counselors. spent working with volunteer 

Pr~fessional Staff Time Spent Working 
W~th Volunteer Probation Counselors 

Activit~ 

Rec~u~tment ~interview & Testing) 
Tra~n~ng Serles (6 Sessions 3 N' ht 
M t h' b ,~g s a,c,lng Pro ationers with Volunteers 
Inlt~al Meeting Arrangements 
Solvlng Problems in Relationships' 
Total 

*The 350 hours represents 
6% of total staff time. 

Amount of 

46.5 
per Session) 181.0 

18.5 
24.0 
80.0 

350.0 
approximately 
(1) 

Time 

Hours 
Hours 
Hours 
Hours 
Hours 
Hours~';-

Many of these services can be supplied by volunteers. 
fact, most courts and other criminal J'u t' ,In 
lz~n t' s ~ce agenc~es util-
f g one- o-o~e volunteers generally expand into the use 

o volunteers ~n many different ways. 

Volunteers can assist in recruitment, training, matching, etc. 
~~,fact, at least one court utilized volunteers for every-
.~ng over a ten year period and did not ha ' 

pa~d personnel whatsoever for an entire d v~ any f~ll~t~me 
court mentioned earlier which gave about ~~;tye'thTh~s d~s the 
dollars of admin' t t' ousan 

fo~ a ~otal of,s~~e~~e~~et~~~s!!~e~~lr:;:i~;~mt~h~r~~~~io:~rs 
~a e 0 approx~mately thirty cents an hour Th' t' a 
lcular court had excell t • ~s par -
by an independent Feder:~ A;:~~;~c~2)esults when it was studied 
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Funding Sources 

There are bNo types of funding for volunteer programs: cash and in-kind 
donations, such as supplies, training materials, free press, recreational 
facilities, and tickets to community" eVents. The following is a list of 
potential sources for both types of funding: 

•••• Local court or complementary agencit~s' budget • 

•••• State volunteer service agency (consulting, materials, 
training) 

•••• State Criminal and Juvenile Justice ,II.\gencies. 

•••• Local Chapter of United Way • 

••• • Small-scale private sources (e.g., vol.un\l~eer membership 
fee; volunteer fund raisers; Board of Directors or 
Community Advisory Board). 

•••• Local, s ta te, and na tional founda tions. (1) 

A particularly thorough (296 page) document by an 
excellent team headed by Dr. Ivan H. Scheier was 
completed in August, 1972. 

Because of its importance to the field, we are attaching 
hereto a copy of the title page and table of contents. 

We recorr~end its use to those who are interested in 
further information on administration and management 
of juvenile and criminal justice volunteer programs. (2) 

Footnote: (1) - The Arthur D. Little, Inc. Report 

(2) - Commentary of the Curriculum Development Committee 
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GUIDELINES AND STANDARDS 
FOR THE USE OF 

VOLUNTEERS 
IN CORRECTIONAL PROGRAMS 

BY 

Ivan H. Scheier, Ph.D., project.Dir~ctor 
Judith Lake Berry, Associate D~rec or 

and 

Mary Louise Cox 
Ernest L.V. Shelley, Ph.D. 

Richard Simmons 
Dian Callaghan 

National Information Center on Volunteers in 
Courts, Boulder, Colorado 

J LEAA-003-7l from the Law Enforcement 
This project was supported by Contract No. 0; Justice under the Omnibus Crime 
Assistance AdministrationA ~.Sf ~;~~rt~:n~mended. co~tractors undertaking pro-
Control and Safe Streets co.' d to ex ress freely their profess-
jects under government sponsorsh~p.ar7 encour~~~ons an~ conclusions stated in 
ional judgement. Therefore, :hle f~nd~ngs~ ~h~ offi~ial positj,on of the U.S. Dep
this document do not necessar~ Y represen 
artment of Justice. 

August, 1972 

U.S. DEPARTMENT OF JUSTICE 

LAW ENFORCEMENT ASSISTANCE ADMINISTRATION 

NATIONAL INSTITUTE OF LAW ENFORCEMENT AND CRIMINAL JUSTICE 
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GUIDELINES FOR VOLUNTEERS 
FROM 

THE OFFENDER AID AND 
hESTORATION (OAR) HANDBOOK 

FOR YOLUNTEERS 

" 

Most persons who wind up "in jail have had more than their share of "too great" 
frustrations in their early lives. Most have undergone repeated failure expe'!'· 
iences: some of their own making, other failures the result of ineffective social 
systems. 

In one important sense you are in a better position to help the prisoner than a 
jt,dge or a probation officer. You do not represent the law, you do not have to 
be~ sternly aut.:hori ta tive, you do not have to deal out punish.ment. You can be a 
friend, an ally. You must represent acceptance, understanding, affection, and 
concern --- "somebody who'd come to rI':Y funeral if I died." 

The Drocess of establishing inward control begins when a bond develops between 
the prisoner and you, to the point where neither wants to let the other down. 
After this desire develops, the next step --- tl'ansferring the desire not to 
let you down to not wanting to let oneself, the prisoner, down --- is an easier 
accortlplishment. Thus we go from lack of inward control to objective inward con
trol (I don't want to get into trouble because it would hurt the person I respect) 
and then to the final goal of subjective inward control (I have my own standards 
t.o which I mus t be true). 

Ask yourself continually' ''What at;e the pressures that have overwhelmed this per
son --- and how can they be:.dased? What forces are driving this person adversely 

and how can they be counteracted?"Your secondary goal must be: to work out 
a plan with the prisoner which will enable the prisoner to cope, and then to help 
put that plan into effect. 

Workj.ng wi th prisoners cannot be reduced to "cookbook" form. Much will alwf.l.Ys be 
left to your good judgement. The guidelines given below provide a frame of t'e
e~~nce for you in your efforts to help the offender 1) to gain inward'tontrol and 
2)- to help oneself. 

-Break the Ice --- Once a prisoner is assigned to you, the first step is for you 
to meet and to explore with the prisoner the possibility of a useful relationship. 

Even in the free community ~qhere new relationships are spontaneously and mutually 
sought, we often find ourselves uneasy in meeting strangers. The jail prisoner 
will share your uneasiness at first meeting. Do not expect a welcome with open 
arms. You will probably find that he or she is suspicious. For many prisoners, 
the OAR volunteer represents the first person from the community who has offered 
friendship. It will take time and patience before the prisoner develops trust 
and confidence in you. 

i" () 
In approaching your new relationship, we suggest that you do not fall back on 
small-talk about the weather or sports. It's better to talk about the situation, 
in which you find yourself. You might start off by saying that you too are un
easy in this situation. You might share with the prisoner your r~asons for be-" 
ing a volunteer --- what you expect to gain from it, how you happened to be 

\' 
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assigned to him or her and so forth. Another possibility is to ask about what's 
familiar to the inmate and unfamiliar to you. What is jail life like? What is 
a typical day in jail? 

The point is that you will do well to confront early the issue of your n~w re
lationship and the reasons why you are both in it. You can small-talk your way 
around the issue, but that does little toward building a relationship. 

Be Yourself --- There is no need to establish a facade or to create some kind 
of speci~l status for yourself in your relationship with the prisoner. 

Use Appropriate Language --- Whose language is to be u7ed, ~our's or the jail 
vernacular? To use l~~guage that is not part of you w~ll l~kely lead to.your 
being seen as a phony. There is a language that both of you can use. A~m to 
speak simply and directly. 

Mean What You Say --- Never make a promise unless you've thought it through 
first and are prepared to carry it out. The prisoner will test you, cal~ your, 
bluff, and see if you will deliver. This is an important part of the pr~soner s 
learning to trust you (which will corne slowly in any case). 

Don't let the prisoner down even in small things. Show up for appointments and 
be on time. If you don't show responsibility, you can't expect the person to 
learn it. 

Express Your Honest Feelings --- Do not use up your energy in.k7eping back your 
genuine feelings. The prisoner needs to know that you have l~m~ts to your 
patience and that YDU are not God. Express your feelings genuinely. An honest 
and unmasked expression of feelings is one important way for you to show concern. 

There is, however, a big difference between losing control of your anger and re
jecting the person, as against a measured expression of anger and cOtl.tinued 
acceptance. 

Be Supportive, Encouraging; F~iendly, But Also Firm --- It's part of your job 
to 'be honest and objective, disapproving when this is warranted, as well as 
praising, supporting and encouraging when that is warranted. 

Respect --- Respect is the keystone. The prisoner will not be open with you 
until he or she respects and trusts you. Conversely, you must respect the pris
oner's individuality and basic rights as a human being. There is no room for 
narrow prejudices or feelings of superiority. Respond to the prisoner's needs 
and interests, not to your own. 

RespeC1t is something that most of us take for granted, but the pl:'ison7r may never 
have known respect before. Your treatment of him or. her as. a w~rthwh~le huma~ 
being may have a tremendous impact. In this connect~on, deal w~th the person s 
present and future rather than the past. T~ dw7ll on an unsavory past weakens. 
the offender by giving more opportunity to Just~fy present troubles on the bas~s 
of past deprivation. 
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Call The Person By Name --- as much as possible. When you call by name you 
communicate respect, friendliness, and warmth. 

Listen --- Maybe it's easier for you to do most of the talking, even to preach, 
or scold; but chances are the prisoner has had plenty of this before. What the 
person likely hasn't had is another human being who will hear him or her out 
really listen to what he or she has to say. ' 

Listening is not easy for most of us. We ache to stick our two cents in, to 
pass judgement, to moralize. It takes will power to develop an attitude of 
patient, objective listening. 

Try to understand the underlying feeling. Do not be overly concerned about the 
actual words, for words can be used to ,hide feelings. It isn't so much what is 
said as how it is said. 

Listen for themes in your conversations with the prisoner. What repeats itself 
will give you the clues you need as to what is bothering the person. 

It will take considerable listening and questioning in order to ascertain what 
is pressing on the pers0n becau~e people hide their problems ___ even from them-
selves --- when they are painful. 

What the prisoner has to say when he or she opens up and begins to level with 
you may shock you in its difference from your own set of values. Try to think 
of these shockers in terms of their causes, objectively, without either judging or condoning. 

Let the comments you make and the questions you ask be primarily in terms of 
the pressures that are demoralizing him or her. As the prisoner talks and you 
listen, try to understand and ciefine, in your own mind, what they are. 

Besides determ~ning your offender~s pressures, your attentive listening will 
help you to determine the prisoner's needs and capabilities and limitations. 
Through listening you can determine his or her interests, too. All this will 
be as pure gold when the time comes for you to work out a plan with the prisoner. 

Another good reason to listen: it allows the prisoner to verbalize and to get 
out pent-up emotions --- a cleansing, cathartic, and healthy thing • 

Don
v

, ?~ --- Let the prisoner tell you in his or her own good time about the 
offense committed, the family left behind, or any other deeply held guilt-assoc
iated matters. He or she will tell you when the person comes to trust you. 

Protect the Prisoner's Confidences --- Do not discuss what you are told in con
fidence with anyone, unless the prisoner gives assent. 

Accept the Prisoner --- Accept him or her as a human being with problems and as 
an }ndividual who is no better or no worse than anyone else. To pigeonhole or 
to categorize a person is, in a way, to dehumanize the person. Assume a non~ 
judgmental attitude toward the person so that you will be able to give the accept
ance needed so badly in a time of trouble. 
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Accepting the individual as he or she is may be difficult. Because of your 
different backgrounds, he or she probably has a diffe:ent set of valu7s from 
yours. If at any time during your relationship you flnd that you ca~ t be 
accepting of this person, do not hesitate to make ne~ arrangements ~lth the 
OAR director, but if you can accept the prisoner as lS, he or she wlll be aWare 
of this acceptance. 

Be Patient --- Do not expect overnight miracles. When things have been go~ng 
wrong for years and years with a person, these things cannot ~e c~rrected In a 
few weeks or months. The positive effects of your rela~ionshlp wlth th7 off

7
n

der may not have a decisive effect until long after you ve stopped worklng wlth 
the person. 

Expect Setbacks --- Even if slow progress is visible, there will be setbacks. 

You will probably find that the prisoner half expects to fail in a~ effort. to 
change for the better. Patient persistence.is a key p~rt of your Job --- It . 
conveys to the offender that you will not glve up on hlm or he:. You must stlck 
with this person until your expectations for change overcome hls or her expecta
tions to be a disappointment. 

Be prepared to deal with your feelings when the setbacks and di~appointments 
happeru You can show anger-under-control, as a normal human belng. But you 
cannot'vent your frustrations and uncontrolled anger on the prisoner. Al~hough 
you are trying to achieve success with the offender, remember that the prlsoner 
does not owe success to you. Success is owed only to oneself. 

Win Respect for Yourself --- The prisoner will never respect you, until it is 
clear that you cannot be conned or manipulated. The prisoner may have already 
been successful at manipulating teachers, parents, and/or employers. You must 
be different. 

Part of the reason for attempts' to con you is to measure you --- to find out 
whether you are a naive weakling or someone who can be respected. The "con 
person" respects those who refuse to be conned. However, ~ou should expect the 
"con person" to e~press anger when manipulative efforts fall. 

'The prisoner's manipulations may be expressed in req~ests for.y~u to. influence 
guards or a witness or for you to bring something lnto the Jall whlch may not 
be all~wed. If the ;risoner asks you to do some borderlin7 thi~g~ say ~h~t you 

'will check to see if it's all right. "Then ask the approprlate Jall offlclal. 

Aft~r the prisoner gets out of jail, you may be asked to provide a loan, the use 
"of your car, oor requested to co-sign a loan. Say "no" to such sweeping requests, 
for such loans have a way of destroying the best friendships. A denial of the 
request for that reason will be understandable and probably acceptable to the 
prisoner. 

Don't let your d~sire to establish a friendship lead you into. doing a~ything ~or 
the prisoner that isn't in his or her best interest. The manlp~lator s favor7te 
strategy is to work on your s¥.ffipathy and to plant a sense of gUllt about lettlng 
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a friend down. You are wrecking your relationship with the prisoner when you 
allow yourself to be conned. 

You don't have to believe everything the prisoner tells you, either. Some 
prisoners have come to believe that stretching the facts is necessary ___ maybe 
they have had to lie and to con in order to survive. Check the facts whenever 
you can. See how well what he or she tells you accords with reality. When it 
doesn't, it's usually good to let the person know that you know this, kindly but 
firmly. When you do this, you provide a "reality test" (within his or her means 
to achieve it). He or she may get into the habit of producing it more often. 
Certainly he or she'll respect you more because you expect the truth. 

Expect Hostility --- There will be a time when the prisoner, overwhelmed by 
troubles, will confront you with hostility. At such times, do not force con
versation upon the person and above all do not respond in a hostile, sarcastic 
or anxious manner. Do not act shocked. Retain your composure, ignore the hos
tility or withdraw for awhile, and chances are that the prisoner will regain his 
composure. 

Try to differentiate between a withdrawn and a hostile prisoner. A withdrawn 
prisoner can use your quiet attention and perhaps psychiatric help as well. 

Some prisoners harbor deep-seated hostilities that have built up over a long time 
usually directed toward people connected with the prisoner's difficulties. 

Some of these feelings rise from the prisoner's real frustrations, while others 
may represent efforts to blame his or her troubles on other people. Tell the 
prisoner, when such hostility surfaces, that you can appreciate the intensity 
of his or her feelings but are not in a position to judge the person or his/her 
enemies. Then help the prisoner to take a realistic look at the consequences 
of acting on angry feelings in terms of the person's own chances for success in 
the free community • 

Discussing Yourself --- If the prisoner asks you personal questions, answer then 
honestly, even if this is difficult. Although your association is focused on 
helping to help oneself, it should be a give and take situation which may include 
some talk about yourself and your family. 

Advice --- Before offering advice, assist the prisoner in arrlvlng at his or her 
own conclusion. If aided in seeing the options, most people can choose the best 
course of action. Even if your advice is sound, you will be encouraging an outer 
directed mode of behavior, rather than inner directed. If you reel nonetheless 
that advice is warranted, make sure that you understand the prisoner's problem 
fully and from the prisoner's point of view. Wait until you have figured out 
the pressures on the person and his or her needs, capabilities and limitations 
and interests. "See through John --- and then help John to see his way through.1I 

Advice goes astray when given from the volunteer's point of view rather than the 
prisoner's. Given a certain situation, you might solve it in a certain way which 
would be very good for you; however, this same solution for the person might not 
be good at all. A person who feels obliged to accept a solution foreign to him 
will never really identify with it. He or she will merely go through the motions. 
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The person has received much advice which hasn't helped. Wait until he or she 
asks for your advice before you give it. Advice should come only after your 
relationship is well-established. 

Expect Succes~ --- You can easily trap yourself into thinking that because the 
prisoner has been a failure he or she will continue to be a failure. If you 
allow yourself to feel this way, you can be sure that the prisoner will pick 
up the feeling and act in the way you expect. 

Part of holding out expectations of success for the prisoner is to get the per
son to face up to his or her own responsibility in the dilemma. To allow the 
person to see oneself as someone that "things just happen to" or as "a born 
loser" will only encourage further distortion and lack of inward control. 

Exploit Dissatisfaction --- When the prisoner begins to express dissatisfaction 
with his or her lot in life, move to exploit that feeling. As much as is poss
ible, try to bring about discomfort along with this feeling of dissatisfaction. 
Now is the time to underline what future success will mean to the offender. 
Now you can demand success. Get the person to want something and help him/her 
to go after it. 

Encourage Self-Awareness --- Don't rush it; but as your relationship develops, 
encourage the prisoner to think about him/herself snd his/her future. You will 
have come a long way together when you get to the place where you can help the 
person to plan the steps which will win self-respect and success. Many prisoners 
have never done any thi'riking abou t themselves in any purposeful, forward-looking 
way. 

Set Goals --- When you begin planning ahead, try to get the prisoner to think 
in terms of realistic 'goals. No solution is worthwhile if it is unrealistic 
for this particular prisoner at this present time. 

Prepare For Release --- Most prisoners, when release day approaches, become 
anx~ous and .ridden by self-doubt, although such feelings ~ay be carefully dis
guised. Will my record follow me. everywhere? Am I really a born loser? At 
this time it is very supportive and necessary for you to tell the person that 
"Millions of others have made it, and so can you." At the same time, help the 
person with prejudices who will be unwilling to give a friendly reception, even 
though the person has paid his or her debt to society. Talk to the prisoner 
about controll~ng his or her re~ctions to such people. The person will encounter 
many oth.er pit-falls just like the rest of us in the free world. One must de
cide how to deal with these pit-falls, but you will be available to talk things 
over and to help find T,vays to get around the pit-falls between him/her and a full 
life. 

Help After Release --- The most important part of your job begins when the 
pr~?oner becomes a free pers~n. If you have his or her trust and have estab
lished .m~tually a plan of action, you can be a major help to this person in 
working his or her plan. Now is the time for you to steer your newly freed 
friend to those services which may be needed. Now intercede for your friend 
in his or her"efforts to land a job. Now keep in close touch with him/her and 

------~---
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reinforce his or her efforts to accept oneself as a worthy human being who can 
succeed in the free community. 

A word of caution here --- it is easy to lose your contact with the prisoner just 
after release. Be sure to agree as to the time and place of the next visit be
fore you part, at every meeting. 

Use The Crisis --- If the prisoner is typical, he or she has lives with a crisis 
much of the time. In fact, the person's whole life may have been one big crisis. 
The person is accustomed to being overcome by crises and may expect to be d~
feated. If, after the person leaves jail, you are able to help win some small 
victory in the first crisis that comes along, it will go a long way toward en
abling him or her to make the turn from habitual defeat to habitual victory. 

Two Don'ts: 

Don't Expect Thanks --- You may not receive thanks or any show of gratitude from 
the prisoner. He or she may feel it but may not know how to express it, may 
actually be embarrassed by it. Maybe the person has never known really sustained 
attention and affection before, may not be able to handle it in a normal way, and 
may just sop it up hungrily without giving in return. You may never hear a "thank 
you," but your effort will be in the long run appreciated, probably more than you 
or anyone will ever know. 

Don't Over-Identify --- You cannot take the burden of the other person's problem 
on yourself. They are the prisoner's problems, not yours. 

To feel with another person gives that person strength. To feel like another 
person makes that person believe that you are powerless, too. 
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NATIONAL CRIMINAL JUSTICE 

VOLUNTEER RESOURCE SERVICE 

QUES'rIONNAIRE 

iled to 1 900 juvenile and criminal 
In the spring of 1979. this questionnaire w~sa~~ survey c~rd They all reported the 
justice programs who had responded to a pos c t this six pa~e questionnaire (26.84%). 
use of volunteers. We received/10/~S~~~:~:d ~y David J. Leenhouts, University of 
Here are the results as compile ka~ wi~h VIP-NCCD in the summer of 1979. 
Michigan lltudent intern, who wor e 

1. 

2. 

3. 

Name and addrells of volunteer program: ------------------

copy of the results of this questionnaire? (Check) 
Do you wish to have a 

24 No c _12, No Answer a~ Yes b_ 
i (Check aa many as apply) 

Type of agency which receives serv ces' ile Probation c 188 Adult Prison 
a 88 Adult Parole b ~ Juven C t f --r2 Juvenile Prison 
d 127 Juvenile Parole e ~ Famil~l o~r rt i -r67 Adult Probation 

"g 72 City police Dept. h -ID Juven e DO~!'mtion j -n Pub. Defender's Office 
j ~ Orunty police Dep. k ~ Juvenile ~ S ial Serv~-18 Other social service 
In ~ Other (Specify) schOOI~-i~ D~ ~~u~e g~~up homes-lOt Diversion programs-9, 

agencies- 14, Jails-14, a wa ) 
Prevention programs-7. (Many serve more than one. 

4. Type of 
a 465 
c 326 
~ 279. 

Your volunteer program: (Check as many as a. pply) 
services offered by (Ii t volunteer) b 304 Educational 
One-to-one relationship c en - d (i e wi' derness' exploration) id d 92 A venture •• -
Counseling & Gu ance ---- ious-41 Job assistance-28, 
Other (Specify) Recreation-62. ~~iigGrou AC tivities-17, Alcohol and/or 
Transportation-24, Arts & Crafts i4' Em r~ency Assistance-13, Counseling-lO. 
Drug Treatment-IS. EntertailUUent- , e 

) i from your volunteer program? (Check as 
5. Which of the fOllOWing6'5re~~~ve~srsser~ ce:9 Victims c 19 Witnesses i 1 

many as apply) a 4 en e ( ~f) F ilies ~ffenders-48, Potent a 
d ~ Agency staf~3 ~ Other spe~r ~ener~ public-24, Young people of 

delinquents-20, Community groups ' 
community-22. 

i service at one time? 46,602-total. 
is the. average number of clients who rece ve 

6. ~~~~ is 101. 5 per program. 5l-"varies" or no answer. 
r? 322 641 Average is 723.4 

How many clientS receive services in the avefrage yeta l in ~etr~spect this question 
7. 4" i II r no answer. Un artuna e y, i etc) per program. 6 - var es 0 f to the clients (probationers, pr soners, 

8. 

9. 

was ambiguous. Did the question re er. ared to so interpret this question) 
who received volunteer s~rvices (about 66% ~~~e_ all prisoners. probationers, etc? 
or did it refer to the total population se~ the question Thus, unfortunately, 
Approximately 34% apparently 80 interp~ete flects neither' the cliellt8 receiving 
VIP-NCCD concludes the answer aClcurat~a~i~: served by these proKrams. 
volunteer services nor the tota popu 

ki at ,me time? 40, 903-total 
What is the average number of Volunteers you have war OS 
20-"varies" or no answer. Average is 83.4 per program. 

7 41 2% Not ~ure-20. 
About what percentage of your volunteers. are men ;:;!;..:.;' :!......:;.:::..::...,;;.;;;;.:;...;;.;. 
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PAGE TWO OF THIRTEEN PAGES --- See the Booklet on The 
History of the Volunteer Juvenile and Criminal Justice 
Movement for the entire National §urvey results •••••• 

THE NATIONAL SURVEY 

After nine months of surveying the number of volunteers active in direct service 
juvenile and criminal justice programs, we are convinced no one really knows and 
probably no one will ever determine just how many volunteers are involved. The 
same is true of the number of programs. 

We have mailed the survey card attached to this report to a list of courts, jails, 
prisons, juvenile institutions, probation, parole, prevention and diversion pro
grams supplied by the U. S. Department of Commerce and to lists received from 
many other individuals and organizations. 

We have now received replies indicating 1,970 programs utilizing 176,445 volunteers. 

Of the 1,970 programs who reported, 150 did not report the number of volunteers 
who are active. Since both the survey and the questionnaire indicated each program 
averages between 83 (according to the questionnaire) and 96 (average of the survey 
card) volunteers, we have added 12,000 volunteers to the total (80 each for the 
150 programs). This gives us a total of 188,445 active volunteers. , 

To project a total figure, we have compared lists supplied by Tennessee, Texas and 
Ohio, which states represent about one eighth of the total U.S. population. These 
states list a total of 242 programs not on our survey cards. Again using the aver
age of 80 volunteers, we project an additional 1,936 programs and another 154,880 
volunteers. Thus, the total verified and projected number is 3,906 programs and 
343,325 volunteers. 

For an estimate of the total volunteers and programs, one might consider the fact 
that none of the three state lists (Tennessee, Texas and Ohio) are considered 
complete. Answers like the reply of the Salvation Army which simply said thousands 
were involved in criminal justice volunteerism were not included either in the 
verified or projected numbers. Also, there is general agreement that no one can 
even begin to estimate the number of volunteers used informally in criminal justice, 
particularly by small programs. These three facts cause us to suggest that our 
original estimate of one half to three quarters of a million volunteers in 3,000 
to 5,000 programs might be reasonably accurate. On this point, we estimate and 
let others estimate. 

The survey goes on and we will report further in the future. 

Also, volunteer utilization information has been received from Canada but has not 
been included in this report. 

VIP-NCCD - 200 Washington Square Plaza - Royal Qak, Michigan 48067 - 313-398-8550 
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SURVEY CARD SUMMARY 

Total Number of Survey Cards Received •••••••••••••••••••••••• 

Number of States Responding (Includes D.C.) •••••••••••••••••• 

Number of Ci ties Re sponding •••••••••••••••••••••••••••••••••• 

1,970 

51 

1,158 

Number of Programs Reported.................................. 1,820 

Number of Active Volunteers Reported ••.•••••••••••••••••••••• 176,445 

Number of Programs Reported with no Number of 
Volunteers Indicated...................................... 150 

Use of Volunteers: 

One -To - One ................................................ . 

Adminis tra ti ve .............................................. . 

Professiona~ •••••••••••••••••••••••.••••••••••.••••.•••..• 

Supportive ••.••.•••.••.•••.•••••..••••••..••.•.••••••••••• 

Other ••••••...•.•••••.••.•.••••.•..•••••••.••..•..•.•.•••• 

The Ministry of Correctionsl Services in Canada 
reports 3,500 volunteers active in that country. 
That number was not included in the above totals. 

SURVEY CARD 

1,648 

661 

969 

1,451 

669 

Organization Name 
--------------------------------------------~---

Address ---------------------------------------------------City/State/Zip __________________________________________ ___ 

Name/Director of Volunteers --------------------------------------
Approximate Number of Active Volunteers 

-------------------------
Use of Volunteers: 

One-To-One: Yes 
Administrative: Yes 

No 
No 

Professional: Yes 
Supportive: Yes 

No 
No 

Other(Specify): ____________________________________ _ 

We receive VIP EXAMINER (Quarterly Newspaper of VIP-NCCD) 
Yes No 

If No, we would like to receive it: Yes No 
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