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Volunteerism and Technology Transfer: 
A Case Study 

JamesE. Atkinson and Donna J. Mansfield 

INTRODUCTION 
There are 779 Federal research 

and development (R&D) laboratories 
and research centers in the United 
States. They fall under the juris­
diction of 12 Federal agencies. Last 
year the total R&D budget for these 
laboratories was approximately 20 
billion dollars. Collectively, they 
employ over 100,000 scientists and 
engineers whose knowledge spans vir­
tually every facet of scientific and 
engineering know-how. This know­
ledge represents a priceless national 
resource. 

able difference. The logic of a TVS 
within a Department of Defense 
(DoD) laboratory could not be ques­
tioned once it was realized that the 
taxpayer would receive a greater re­
turn on money spent in R&D when 
government high-technology practi­
tioners could be of service to their 
local communities. Simultaneously, 
the erroneous stereotype of civil ser­
vants as unresponsive,. self-serving 
bureaucrats would be corrected. 

Considerable planning went into 
initiating TVS at NUSC. It was 
necessary to establish a receptive en­
vironment within NUSC and the local 
communities. This article describes 
the program's development, the ini­
tial ingredients for success, impor­
tant lessons learned, and specific ex­
amples of program results. 

Over the past ten years a number 
of experiments have been conducted 
in ways to transfer this R&D exper­
tise to other areas of the public and 
private sector. One of the most 
successful involved establishing a 
Technical Volunteer Service (TVS) at 
both the Newport, Rhode Island and BACKGROUND 
New London, Connecticut labora- The time was 1977. A NUSC, New 
tories of the Naval Underwater Sys- London laboratory employee, on his 
terns Center (NUSC). Under TVS, own initiative, was functioning as a 
scientists and engineers at both volunteer technical liaison between 
NUSC laboratories can volunteer his community and his work place. 
their services and personal time to Harrison J. Fortier had become 
assist state and local governments aware that the police in his com­
with the increasingly complex techni- munity of Waterford, CT were having 
cal issues that they must face. problems with their communications 

The benefits of this program are systems. He also learned at a civil 
many: local governments gain a tech- preparedness meeting that the newly 
nical competence that they otherwise installed siren system did not per­
cannot afford; NUSC becomes inte- form to specifications. He took this 
grated with the community; and vol- knowledge of these two technically­
unteer scientists and engineers ex- based problems to work with him and 
perience increased satisfaction as began to "tap" co-workers for help in 
they see their help make a measur- resolving them. Using this personal 

touch, he was able to acquire free 
James Atkinson has left the Federal service to create his own small business 
in high technology hearing aids. Donna Mansfield is currently Program 
Manager for a National Demonstration Project to create TVS Programs at 
Federal laboratories across the country. 
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sophisticated technical assistance for 
his local community. 

Building on Mr. Fortier's initiative 
and example, the Office of Special 
Programs Development at NUSC set 
out to organize a NUSC-wide Techni­
cal Volunteer Service (TVS) that 
would provide technical assistance to 
those communities where laboratory 
employees resided. Four ingredients 
were vital to the success of this pro­
ject: (1) the support of NUSC man­
agement; (2) finding the right person 
to coordinate TVS and provide liaison 
between technical volunteers and the 
local communities; (3) raising em­
ployee awareness and interest in 
community projects; and (4) raising 
awareness in the local communities 
of the assistance they could acquire 
free from NUSC. 

Laboratory Management Support 
Before starting TVS, it was 

necessary to obtain the support of top 
management at NUSC. Because of 
the high visibility of such a program 
in the local communities and its in­
volvement with public officials, it 
was important that all parties have a 
common understanding of the pro­
gram and the limits of their own 
authority and responsibility. 

Fortunately, NUSC has a long his­
tory of successful technology trans­
fer activities, making top manage­
ment familiar with the concept of 
technology transfer, its methods, and 
goals. This made the task of intro­
ducing a potentially controversial 
volunteer technical assistance pro­
gram easier than might otherwise be 
expected. 

A special briefing was held for 
the NUSC Comptroller, since tech­
nology transfer was in his depart­
ment, to outline the goals and objec­
tives of TVS. At that briefing, guide­
lines were established to protect 
NUSC's public image: the volunteer 
effort should not be a drain on 
NUSC's mission-related work; an in­
formal reference system should be 
established to ensure the technical 
credentials of volunteers; and the 

volunteer effort was not to compete 
with private industry. 

Finding the Right Person 
The single most important in­

gredient for success was finding a 
person (Community Liaison Coor­
dinator) who could serve as liaison 
between the technical people at 
NUSC and local government officials. 
Not an easy task. The position de­
manded sensitivity, a knowledge of 
local governments, and the ability to 
comprehend the technical aspects of 
a problem. It also required the 
ability to motivate technical people 
by pointing out how their unique skills 
could be applied outside NUSC. 

In a very real sense, the Coor­
dinator would act as a liaison be­
tween two very different environ­
ments, each with its own history, 
problems, resources, and "language." 
The NUSC staff consists of engineers, 
scientists, technicians, and support 
staff who are used to working with 
very sophisticated technology and 
employ a technical jargon that can be 
intimidating or unintelligible to an 
outsider. Local governments, on the 
other hand, have few technically­
trained people, lower level tech­
nology requirements, little money, 
and speak a political-sociological­
financial language that is alien to 
most scientists. The TVS coordinator 
had to interface with both these 
worlds. 

What type of person could best 
interact with these two different 
groups? After careful thought, it 
was decided that the Coordinator 
need not be a technically-trained 
person (an engineer or scientist). The 
person would work in an office with 
technical support people whose years 
of experience and personal fa­
miliarity would help develop a link­
age with the technical experts in 
NUSC. However, because there was 
little in-house familiarity with the 
workings of local governments, it was 
reasonable to select a person with a 
strong background in business, com­
munity affairs, and human relations. 

2 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983 



After searching for almost a year, 
such a person was found and hired. 
She is educated in the fields of psy­
chology, business and social work, 
and is experienced in marketing and 
communlty organization. In addition, 
she had over 15 years experience in 
the local volunteer and community 
service arena. Within a few months, 
after becoming familiar with NUSC, 
its employees, and the goals of tech­
nology transfer, the Coordinator ini­
tiated a plan for TVS. In addition to 
the constraints suggested by the 
NUSC Comptroller, this plan was al­
ways considered within the frame­
work of one imperative--that user 
demand always be balanced with cur­
rent capacity. 

Raising NUSC Awareness and 
Interest 

Technology transfer was not a 
new concept to most NUSC em­
ployees since the Office of Special 
Programs Development has been in 
operation since the early 1970's. 
What was new was the idea that 
NUSC technology could be beneficial 
to the communities right outside 
NUSC's gates. 

Over a three-month period, to (1) 
educate NUSC employees about the 
goals of TVS and (2) indicate how the 
military work they do every day 
might serve useful nonmilitary pur­
poses, intensive use was made of 
NUSCOPE (a biweekly in-house news­
paper) and the NUSC weekly bul­
letins. Articles documented the type 
of volunteer projects already under­
way in one community and discussed 
highly technical areas where tech­
nology transfer did work, such as an 
employee-designed liquid level sensor 
for blind persons. The device lets the 
blind know when their coffee cup is 
full without having to stick a finger in 
the cup. Another highly technical 
area involved the use of finite-state­
analysis in modeling human tissue. 
This was useful in determining the 
effects of radiation and heat in 
cancer treatment. The employee 
publication articles, however, also 
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highlighted lower technology projects 
such as a systems analysis of the 
reporting methods for a local 
women's center and a rotation 
schedule for a local police depart­
ment to assure the presence of a 
supervisor on every shift. 

The weekly NUSC bulletins car­
ried notices on the initiation of TVS 
and the announcement that survey 
forms would be available to NUSC 
employees to determine their in­
terest informing a TVS. The form 
was designed and reviewed by people 
on the technology transfer staff, as 
well as those experienced in local 
government. This ensured that it 
included information that was useful 
to the Office of Special Programs 
Development, to municipal re­
questors, and to the person who 
would coordinate volunteer activi­
ties. Simplicity was a prerequisite. 
Federal employees are already ex­
posed to too many complicated 
forms, and might reject responding to 
a survey if the form is too complex. 

A second key feature of the form 
was its focus on hobbies and special 
interests of the respondents. Experi­
ence has proven that this information 
was fundamental to later success. 
The combined knowledge of a volun­
teer's education, special interests and 
hobbies, as well as his or her actual 
job experience, allowed the selection 
of NUSC's best qualified volunteer 
for each project. This survey was 
mailed to all hands with a cover 
letter suggesting areas of technology 
where volunteers might be needed. 

The first week after the survey 
was mailed, 181 forms (out of a 3000 
employee population) were returned 
to the Office of Special Programs 
Development, indicating a surprising 
level of employee interest. The vol­
unteer pool was made up of engi­
neers, technicians, secretaries, com­
puter scientists, and physicists. Cur­
rently TVS membership has increased 
to 350 in-house volunteers, with an 
additional 60 NUSC retirees forming 
an adjunct branch called TVS-Retired 
(see section on Recent Develop­
ments). 



So well known is TVS now that the 
Coordinator can call on almost any­
one at NUSC to ask for help if the 
proper skill cannot be found on the 
NUSC roster of volunteers. 

When TVS was officially launched 
in August 1978, it was decided that 
volunteers would receive regular 
written updates on the program's ac­
tivities. Such updates advised who 
volunteered for what projects; it 
also reassured those who had not yet 
been called upon that the program 
was alive and current. In addition, it 
educated volunteers to the type of 
help being provided in local com­
munities. Sometimes publication of 
such information spurred similar pro­
jects in another community, or 
caused an exchange of ideas between 
volunteers assigned to a similar task 
in different communities. 

These updates have evolved into a 
full-fledged monthly newsletter that 
is now mailed to all in-house volun­
teers, NUSC department heads, re­
tirees, local librarians, several levels 
of municipal officials in the towns 
surrounding NUSC's two labora­
tories, other Federal laboratories, 
and anyone else who requests copies. 
The newsletter informs the municipal 
officials about the variety of exper­
tise available at NUSC and high­
lights new products with potential 
for municipal application that 
emerge from Federal R&D. 

NUSCOPE, the regular in-house 
newspaper used to introduce TVS to 
NUSC, is used periodically now to 
discuss a particularly innovative pro­
ject, to provide an in-depth outline of 
a particular community need, or to 
give extra visibility to volunteers for 
outstanding work they perform. 

Raising Awareness in Local Com­
munities 

In August 1978, a letter was 
mailed by the Community Liaison 
Coordinator at NUSC to each mayor, 
city manager, and first selectmen in 
Connecticut, Rhode Island and the 
area of Massachusetts closest to 
NUSC. The letter announced the 

formation of the TVS at NUSC and 
invited local officials to phone the 
Coordinator if they needed technical 
assistance. The municipal leagues in 
each of these states (the Connecticut 
Conference of Municipalities, Rhode 
Island League of Cities and Towns, 
and Massachusetts Municipal League) 
shared their mailing lists, publicized· 
the program in their newsletters, and 
helped coordinate requests for tech­
nical assistance. 

The original letter generated 
enough requests to warrant the pro­
gram. Although only a few requests 
came in at first, as word spread and 
successes were added, this number 
increased until now there is a con­
stant stream of about four requests 
per week. 

. HOW THE TECHNICAL VOLUNTEER 
PROGRAM WORKS 

The Community Liaison Coor­
dinator serves as the link between 
TVS at NUSC and the local com­
munities. Requests for TVS assis­
tance are received from mayors, city 
managers, administrative aides, 
municipal department heads, local 
nonprofit agencies, and small busi­
nesses. They are asked to state their 
problem in enough detail to ascertain 
which technical specialty is required. 

During initial discussions with the 
requestor, the Coordinator deter­
mines whether the project would be 
in competition with the business sec­
tor. If TVS would not 1Je competing 
with the private sector, lf the project 
is within NUSC's expertise, and if it 
is of sufficiently short duration, it 
can be accepted for consideration. 
Projects that, for example, seek to 
replace the town engineer or a con­
sul ting contract are rejected. If the 
organization has funds to pay a con­
sultant, if the project is an engineer­
ing study, or clearly falls into a small 
business service category, a project 
is rejected as a volunteer task. If a 
Technical Volunteer works with a 
small business requestor, it is with 
the understanding that information 
provided is not proprietary; it can be 
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passed on to other businesses as well. 
The role of a TVS is to add a tech­
nical dimension to local planning and 
decision making, not to eliminate the 
need for technical professionals. 

Without promising a solution, the 
requestor of TVS services is told that 
NUSC's volunteer resources will be 
checked. If such a check turns up a 
qualified volunteer, that volunteer is 
asked to make a more technical as­
sessment of the problem, again with­
out the promise of help. The volun­
teer then reports back to the Coor­
dinator. Between them, they discuss 
the requirements of the project, vol­
unteer suitability to the task, and 
whether the volunteer's work 
schedule will accommodate a volun­
teer project. (NUSC employees work 
a Flex-Time schedule and are ex­
pected to make up any time spent 
during normal working hours on vol­
unteer efforts. They are also ex­
pected to check with their supervisor 
before accepting responsibility for 
any project.) 

If everyone agrees to the time 
and technical requirements of the 
task, the volunteer is given the re­
sponsibility to carry out the assign­
ment. A record of the assignment is 
contained in the NUSC Technical Re­
quest form. When the project is 
completed, this form must be re­
turned to the Coordinator. Its arrival 
signals that the requestor should be 
notified of the proper channel for 
sending a letter of appreciation. This 
letter is directed to NUSC's Com­
manding Officer who adds his own 
words of appreciation, sends a copy 
to the in-house newspaper for publi­
cation, forwards the letter to the 
volunteer, and submits a copy to the 
NUSC Personnel Office for inclusion 
in the volunteer's personnel jacket. 

Certain details are accomplished 
behind the scenes. If a previously 
untapped volunteer is selected, the 
Community Liaison Coordinator 
checks with the person's supervisor 
for references as to technical compe­
tence, communication skills, char­
acter, etc. 
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On a few occasions, it was deter­
mined that the TVS could be of as­
sistance to a local community within 
the guidelines previously cited but 
the time requirements made it too 
lengthy to qualify as a volunteer pro­
ject. In these few cases, a contract 
for services was drawn up and the 
municipality paid NUSC for the help 
received. 

RESULTS 
In almost four years of operation, 

TVS has completed hundreds of pro­
jects in the three-state region. Here 
are examples of how this program 
helps in very practical ways: 

An engineer responded to the re­
quest of an assistant manager to 
evaluate whether a siren com­
pany, the only bidder for a city­
wide system, produced a product 
that fulfilled their requirements. 
It was found to be adequate. 
A public works director was con­
sidering the purchase of some 
very expensive, high technology 
leak location equipment (for 
buried pipes). He was unsure 
about the performance quality of 
the equipment and whether his 
nontechnical staff could be 
trained to use it. A TVS retiree 
attended the vendor presentation, 
asked clarifying questions, en­
sured that the product perf armed 
as advertised, and will help train 
town employees in its use. (He 
was even offered a job by the 
vendor, which he did not accept.) 

Another town's administrative 
aide was requested to draw up 
specifications for a new public 
address system. However, the 
meeting room where the equip­
ment was to be located had un­
satisfactory acoustics. He sought 
recommendations to solve the 
acoustic problems. Next, a NUSC 
technician volunteered to compile 
a list of necessary components for 
the new system. 

The NUSC Energy Coordinator, 
recently returned from a three­
year Intergovernmental Personnel 



Act assignment to the Rhode Is­
land Govemor's Energy Office, 
trained NUSC retirees at both 
Laboratories to do lighting audits 
for energy conservation purposes. 
They plan to use their expertise 
to audit municipal buildings with­
in their home communities free of 
charge. They could also add to 
their income by doing lighting 
audits for corporations. 

Unexpected Rewards 
There were a number of un­

expected results in the program. The 
small community focus of this pro­
gram serves as its best ad~er­
tisement. Often an employee brmgs 
a problem to the attention of the 
Volunteer Coordinator rather than 
vice versa. Employees, aware that 
help is available, work to ensure ~hat 
their hometown gets every possible 
technical benefit from the program. 

Another plus for the program is 
an improvement in NUSC's public 
image. Before TVS' inception, NUSC 
carried a mysterious think-tank label. 
Because this program allows em­
ployees to interact with the com­
munity officials on a person-to­
person basis, the citizenry is now 
aware that NUSC employs a tech­
nician who is a whiz at sound amplifi­
cation, a management analyst who 
can encourage a nonprofit agency's 
Board of Directors to get actively 
involved in operations rather than 
serve only in an advisory capacity, 
and a computer scientist who re­
turned to his alma mater to help his 
former teacher implement an ad­
ministrative computer software 
package. Because of such steady 
interaction through TVS between 
NUSC employees and municipal of­
ficials, there has been an increased 
respect and understanding of each 
other's expertise and problems. 

The monthly newsletter has also 
become a serious instrument of tech­
nology transfer. It allows people who 
have technical experience to learn 
about recent research results. They 
can then apply those results to new 
areas. For example, the newsletter 
listed a new paint developed at a 
Maryland Navy Laboratory. This 

paint kills marine organisms that des­
troy wood. A lobster fisherman 
called asking if the paint might solve 
the problem of lobster pot des­
truction during certain seasonal cy­
cles. The lobsterman was put in 
touch with the Navy researcher to 
explore the possibilities. The paint 
was not appropriate, but the re­
searchers made several alternative 
suggestions for solving the problem. 

As another example of this same 
process, a NUSC retiree called for 
more information on a new mosquito 
eradication product. It seems his 
community has severe infestation 
problems. With readers attuned to 
the research world acting on behalf 
of their own community, the transfer 
of research results from laboratory 
to the private sector seems to happen 
naturally. 

In summary, TVS encourages a 
broader range of technology transfer 
than originally supposed. It also es­
tablishes solid community networks 
on which future liaisons with the pri­
vate sector can be built. 

RECENT DEVELOPMENTS 
Retirees 

In March of 1980, the decision 
was made to add NUSC retirees to 
the pool of volunteers. It was h?ped 
they might be able to handle proJects 
that, while appropriate to volunteer 
effort and NUSC's area of expertise, 
were too time consuming for regular 
TVS volunteers. 

This move added additional 
strength and impetus to the program. 
The method of soliciting technical 
problems differs slightly with t~e r~­
tired group. A monthly meetmg 1s 
held by them on a rotating basis, at 
various town halls around the region. 
This enables town officials and de­
partment heads to meet directly with 
the retirees, become familiar with 
their abilities, and discuss potential 
problems at length. 

A system has been established to 
assure that TVS retirees have access 
to laboratory resources, the library, 
equipment, and personnel. This ac-

6 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983 



cess to the latest ideas and equip­
ment, coupled with the volunteers' 
years of experience and personal ac­
quaintance with NUSC, constitutes a 
very rich resource that increases the 
value of the TVS to local com­
munities. 

In October 1982, the Administra­
tion on Aging funded a national 
demonstration project to create TVS 
programs with retirees at selected 
laboratories across the country. At 
this writing, operational services 
exist at Lawrence Livermore Labora­
tory (Livermore, California), Naval 
Air Development Center (War­
minster, Pennsylvania) and David 
Taylor Naval Ship R & D Center in 
Carderock and Annapolis, Maryland. 
Technically trained retirees from the 
community are encouraged to join 
laboratory retirees in these new pro­
grams. Such unification provides not 
only the opportunity for meaningful 
volunteer placements but aids the 
community through better incorpora­
tion of new R & D results. 

Corporate Volunteer Councils 
TVS has also formed a link be­

tween Federal laboratories and the 
Corporate Volunteer Council (CVC), 
which actively encourages their own 
employee involvement programs. 
Occasionally, NUSC's TVS joins with 
CVC in joint community projects. As 
the eve network expands, there will 
be more opportunities for other 
Federal laboratories to join local 
CVC councils. The creation of these 
local resource networks will serve to 
increase the resources and number of 
volunteers available toward the solv­
ing of community problems. 

CONCLUSIONS 
TVS works well at NUSC for a 

number of reasons, some of which are 
peculiar to NUSC and its environ­
ment. It is important to recognize 
that each Federal laboratory is 
unique in terms of location, area of 
expertise, parent agency and, most 
importantly, its management and em­
ployees. The beauty of a volunteer 
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program is that these differences can 
be accommodated. An effective pro­
gram at each laboratory would recog­
nize the constraints and needs of that 
laboratory and its nearby com­
munities. This is being demonstrated 
as new ideas for Technical Volunteer 
programs emerge. They are based 
upon the success of the NUSC model. 
However, each proposed idea is 
uniquely appropriate to its own en­
vironment. 

Lawrence Livermore Laboratory 
is interested in using retirees to help 
the small business community. The 
Naval Air Development Center wants 
to use a group of Technical Volun­
teers-Retired to explore new product 
development as well as provide muni­
cipal service. In the Washington, 
D.C. a~ea, two laboratories want to 
explore the feasibility of establishing 
a shared Skills Bank that will address 
local problems. Each laboratory 
takes the concept and forms a pro­
gram that is in keeping with its ex­
pertise and with local community 
problems. 

Technical volunteers are a valu­
able source of talent. A program like 
the one at NUSC clearly demon­
strates the national potential for ap­
plying such talent. Still largely un­
tapped, this resource is bought and 
paid for by our own tax dollars. A 
TVS is one suggestion to obtain a 
better return on that investment. 

Nearly thirty laboratories have 
expressed interest in a TVS program. 
It is anticipated that the program 
will be institutionalized at a growing 
number of the previously mentioned 
779 Federal laboratories providing 
new jobs as well as new opportunities 
to put the technical skills of Ameri­
cans, young and old, to use in new 
ways that promote efficiency, pro­
ductivity and new businesses. 

The original NUSC Technical Vol­
unteer Program was one of 70 final­
ists under consideration for one of 
President Reagan's ten Outstanding 
National Volunteer Program Awards. 
As measured by service to the com­
munity, acceptance by laboratory 



management, and satisfaction for the 
volunteers, this program has been an 
outstanding success. The time is ripe 
to transfer this program to other 
Federal laboratories, universities and 
industry. 

For more information, contact 
your local FLC regional coordinator 
or Donna Mansfield, P.O. Box 25, 
Boro Station, Groton, CT 0634-0 (4-01) 
596-4-007, or Dr. Eugene Stark, 
Chairman, Federal Laboratory Con­
sortium, Los Alamos National Lab­
oratory, P.O. Box 1663, Mail Stop 
Al85, Los Alamos, NM 8754-5. 

The Federal Laboratory Consortium 
was responsible for the initiation of 
this innovative volunteer program. 
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Government Volunteers: Why and How? 
Joan Brown 

Why are people willing to volun­
teer for their local government when 
there is a strong "anti-govern­
ment/ government is wasteful" atti­
tude? Why is the most challenging 
problem for the Coordinator of the 
Civic Center Volunteers Program in 
Marin County, California creating 
enough jobs for the number of people 
who want to volunteer ••• rather than 
not having enough volunteers? The 
answer to both these questions is that 
the Civic Center Volunteers program 
gives volunteers what they want! 
Specifically, the program is respond­
ing to the current socio-economic 
trends. 

Volunteers are encouraged to 
openly state their personal agendas 
and goals and the County strives to 
provide jobs to meet these needs. 
This means that re-entry women who 
want to update their skills, and to 
have training, evaluation and a letter 
of recommendation when they hit the 
job market, have an opportunity to 
get job-ready. This means there are 
challenging jobs for retired men and 
women who want to keep intel­
lectually active and to have a real 
sense of responsibility and accomp­
lishment. This means there are op­
portunities for students and career­
changers to explore various pro­
fessional fields (e.g., law, health, 
data processing) before they invest 
years and dollars in a potential ca­
reer. This means testing grounds are 

provided for "transitionals," usually 
referred by psychiatrists, who need 
to establish some structure and suc­
cess after experiencing mental ill­
ness. By meeting the needs of volun­
teers in specific ways, the County, 
too, has its needs met. 

WHY WAS THE CIVIC CENTER VOL­
UNTEERS PROGRAM STARTED? 

County government faced large 
cutbacks in California after the pas­
sage of Proposition 13 in 1978. De­
partment heads were struggling to 
maintain an adequate service level to 
the public while trying to implement 
severe budget restrictions and reduc­
tions. During one of the Board of 
Supervisors budget sessions, after 
hearing department after department 
complain that they could not main­
tain service with the imposed budget 
cuts, a member of a local tax group 
quipped, " ••• all this County needs is a 
few volunteers and all your problems 
will be solved." Fortunately, one 
member of the Board of Supervisors 
took that kernel of an idea and saw 
the possibilities of an effective vol­
unteer program to supplement paid 
staff. She convinced the rest of the 
Board of Supervisors to try a pilot 
program utilizing volunteers. The 
total funding was merely $1,500 to 
pay for a half-time Volunteer Coor­
dinator for twelve weeks. 

Thus the Civic Center Volunteers 
was the product of a political re-

Joo.n Brown is the originator and Coordinator of the Civic Center Volunteers 
in Marin County, California. In June 1983 she was a presentor at the 
National Conference on Citizen Involvement at Stanford on "Government 
Volunteers" and "Gaining Staff Support." At the 1982 AVA National 
Conference on Volunteerism, she was a panelist discussing "Local Govern­
ment Volunteers." Joan is a national trainer and active volunteer in her 
community. 
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sponse to an annoyed citizen. There 
were no goals or objectives discussed. 
No task analysis had been made to 
determine needs for volunteers. With 
twenty hours a week for twelve 
weeks, in an era when citizens were 
loudly proclaiming their displeasure 
with local government, there seemed 
little hope that a county volunteer 
program would succeed. That was 
almost five years ago. Today the 
fourteen hundred paid employees are 
supported by a pool of volunteers 
covering 180 positions, contributing 
3,800 hours each month, at an esr 
timated dollar value of $446,432.88 
for fiscal 1982-1983. 

After the first year, the half-time 
"extra hire" Volunteer Coordinator 
position was made a permanent 3/4 
time position by the Board of Super­
visors. After two years, it was 
funded full time. 

WHY IS THE VOLUNTEER COOR­
DINA TOR IN THE PERSONNEL 
OFFICE? 

The local Volunteer Bureau was 
first offered a short term contract to 
establish a volunteer program for the 
County. However, based on previous 
experience in several County depart­
ments, the Volunteer Bureau refused 
the contract, stating it was impera­
tive for the Volunteer Coordinator to 
be "on site," in direct daily contact 
with the staff, and part of the team. 
As it evolved, the Volunteer Coor­
dinator was placed in the County 
Personnel Office. 

Clear communication by the Per­
sonnel Office made a public state­
ment that (1) all job-related factors 
were to be weighed and coordinated, 
and (2) the volunteer jobs were to 
supplement, not replace, paid staff, 
thus making it more possible to deal 
with the emotions derived from re­
cent cutbacks. Other advantages to 
being placed in Personnel include: 

1. The County staff is used to 
dealing with Personnel for jobs 
that need to be filled and consider 
volunteer jobs as one more re­
source provided by that office. 

2. County departments are al­
ready accustomed to thinking of 
bringing personnel problems to 
the Personnel Office. Because 
the Civic Center Volunteers Pro­
gram provides personnel manage­
ment back-up to the staff, it is a 
natural channel already estab­
lished. 

3. People who are "browsing" for 
a job of ten come into the Per­
sonnel Office, see the volunteer 
jobs listed, and are immediately 
connected with the program when 
they express an interest. 

4. Volunteers are attracted by the 
"jobs, training, experience" em­
phasis of the volunteer program 
and feel it is a natural starting 
point in preparation for paid em­
ployment. 

WHAT IS THE STRUCTURE OF THE 
CIVIC CENTER VOLUNTEERS PRO­
GRAM? 

The Civic Center Volunteers pro­
gram is structured around a contract 
and strong management principles. 

A potential volunteer is likely to 
make an appointment to interview 
with the Volunteer Coordinator after 
responding to a classified ad in the 
local paper describing a specific job. 
After filling out an application and 
interest inventory, the Volunteer Co­
ordinator and the potential volunteer 
have an in-depth "job interview," usu­
ally lasting an hour. While the po­
tential volunteer is still in the office, 
the Volunteer Coordinator will call 
one or more departments to have the 
person interview with the specific 
department right then. One of the 
important aspects of this program is 
immediate action. 

When a "match" is made between 
the department and the volunteer, 
they sign a contract for the specific 
job for specific hours, days and 
length of time. A typical contract 
for clerical work might be fifteen 
hours a week for three months while 
the coordinator of a project might 
sign a contract for one year. It 
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should be noted that because job ex­
perience and training are empha­
sized, typical volunteer commitments 
are 15 to 25 hours a week. 

The . volunteer is oriented to the 
job and department by the individual 
department supervisor, while the Vol­
unteer Coordinator gives a general 
orientation to all volunteers. After 
one month on the job, the volunteer 
and supervisor have .an "Update Re­
view" in which each expresses the 
aspects that are going well and areas 
that need some modification. At the 
end of the contract, the volunteer is 
evaluated on the same form as paid 
employees and is given a letter of 
recommendation. Each volunteer 
also has an "Exit Interview" with the 
Volunteer Coordinator. 

In addition, the volunteers receive 
a monthly newsletter, the oppor­
tunity to network by having lunch 
each week with other volunteers and 
the Volunteer Coordinator, and other 
"support" which might be appropriate 
depending on the volunteer's need. 
Additionally, three times a year, the 
Board of Supervisors awards a Re­
solution of Commendation (individu­
ally written by the Civic Center Vol­
unteers office) to each volunteer who 
successfuly completes a contract. 

HOW WAS STAFF SUPPORT 
GAINED? 

Initially, the County Administra­
tor was skeptical about acceptance 
of volunteers, making the comment: 
"Many departments will probably 
adopt the attitude that volunteers 
are o.k. for someone else but my 
department is too technical .... " This 
did not prove to be the case. 

Staff support was gained in a 
number of ways. One was through 
the initial memo, reprinted as Ap­
pendix A. In it, the Volunteer Coor­
dinator outlined the professional as­
pects of the program, assuring staff 
there would be screening, a contract 
and structure. The memo also made 
it clear that each supervisor/ 
department would make the ultimate 
decision to accept or reject a par-
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ticular volunteer. Openly giving this 
power to each department was an 
important part of gaining staff sup­
port. No one likes to feel someone is 
being forced on them. This is doubly 
true with a new program and un­
known parameters. The initial memo 
also stated that the Volunteer Coor­
dinator would not refer an unquali­
fied volunteer to a department just 
so a "slot is filled," and projected the 
belief and optimism that qualified 
volunteers would be found. Clearly 
stated from the onset was the state­
ment that volunteer jobs are to sup­
plement, NOT replace paid staff. By 
encouraging departments to think in 
terms of job segments that volun­
teers could do, the task was broken 
into a manageable framework. The 
memo also gave departments the 
latitude to ask for exactly what they 
wanted. 

The goal was to generate ten good 
volunteer jobs. The response from 
the departments totaled one hundred 
requests. Obviously, the need was 
there! The Personnel Director and 
Volunteer Coordinator then priori­
tized twenty-five jobs from various 
departments and skill levels. 

Word of mouth has traditionally 
been the best advertisement for a 
product and the same proved true for 
the Civic Center Volunteers. Soon 
after the initial twenty-five volun­
teers were placed, word began to 
spread among the departments. The 
Volunteer Coordinator began receiv­
ing calls from departments who had 
taken a "sit back and watch" attitude 
who were now saying, "I hear you get 
fabulous volunteers. How do we get 
on the bandwagon?" 

Not surprisingly, it is sometimes 
easier for a supervisor to respond to 
a specific individual's set of skills and 
personality, rather than risk request­
ing a job. Therefore, while a po­
tential volunteer is still in the Volun­
teer Coordinator's office, the Coor­
dinator may create a specific job by 
calling a department and saying, for 
example, "I have a man in my office 
who was a professional news photo-



grapher for thirty-three years, has 
his own equipment and developing lab 
at home and wants to volunteer for 
the County. Do you have a project 
on the back burl')er that might utilize 
his skills?" It is estimated that in 
fifty percent of such cases, the Vol­
unteer Coordinator spurs the creation 
of a specific job for a specific vol­
unteer. 

WHAT ABOUT THE UNIONS? 
What at first seemed unfortunate 

timing, ultimately turned out to be 
an advantage. The Civic Center Vol­
unteers program was begun the 
month prior to the County's first 
union strike. Understandably, the 
unions were suspicious and concerned 
that the volunteers might be used to 
keep local government operational 
during the strike. 

The policy and communications 
regarding the unions have been open 
and clear from the first day. The 
volunteers are in place to help the 
overworked county employee, not to 
replace that person or job. 

The union called for a "rolling 
strike," whereby the employees 
worked on unpredictable schedules, 
calling a hot line each night to find 
out if they were to report to work 
the next day or not. In a spirit of 
cooperation and support, the Volun­
teer Coordinator was able to give the 
volunteers the union hot line number 
to call. They, too, called to find out 
if the next day was a "work" or 
"strike" day. 

The Volunteer Coordinator was 
able to gain the support of all the 
volunteers except one, who could not 
be persuaded to honor the strike. In 
a step to maintain open, direct com­
munication, the Volunteer Coordina­
tor told a union steward of the si tua­
tion and expressed her own frustra­
tion in not being successful in win­
ning the volunteer's support. The 
union steward's response was: "Just 
as I can't make every union member 
walk out, I know you can't control 
every volunteer. Thanks for the ef­
fort." 

Because the volunteers showed 
their support for the paid staff from 
the onset, the relationship between 
the rank and file worker and the 
volunteer has been supportive and ap­
preciative, rather than suspicious or 
fearful. 

From the practical standpoint, it 
is unrealistic to believe that volun­
teer staff can replace the continuity 
of a forty hour a week/year-in, year­
out employee. Volunteers can, how­
ever, be a critical force in increasing 
productivity, adding desirable ser­
vices or products, and in freeing paid 
staff from particular aspects of their 
jobs to make them available for other 
tasks. For example, a volunteer in 
charge of the jail commissary can 
free a uniformed officer for more 
technical duties. 

WHAT ARE THE MOST EFFECTIVE 
RECRUITMENT METHODS? 

As with any good program, word 
of mouth is the best source of new 
volunteers. Because the Civic Cen­
ter Volunteers provides meaningful 
job experience, it has a high profile 
and has earned prestige in the com­
munity. 

On an on-going basis, the steady 
flow of interested volunteers is main­
tained by weekly classified ads listed 
under "V" for Volunteers in both the 
daily and weekly neighborhood 
papers. (Note they are not on the 
Women's pages where men and stu­
dents are not likely to see them.) The 
jobs are introduced in the weeklies 
with the lead: 

Update your experience and re­
sume. Sign a contract for a spe­
cific job to increase or gain new 
skills, receive supervision and 
evaluation while helping the 
cowity. Call Joan Brown at 499-
6104 for an interview for any of 
these or other jo'bs currently 
available through the Civic Cen­
ter Volwiteers. 
The ads are for specific jobs and 

are written to be descriptive and 
enticing. For example: 

PLANNER AIDE for Open Space 
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District. Variety and diversity 
for volunteer experienced in map 
skills and able to think geo­
graphically. 

RECEPTIONIST/CLERK for Pro­
bation. Light typing, phones, lots 
of people contact. Interesting en­
try level position. 

BROCHURE EDITOR. Volunteer 
needed with good eye for graph­
ics; utilize writing skills for Com­
mission on Status of Women. 

PARK INVENTORY SPECIALIST 
to take inventory at park sites 
and summarize into a report. 

APPRAISAL RECORD ANALYST 
to paper screen appraisals. Great 
for retired Broker or Appraiser. 

PUBLIC GUARDIAN AIDE. Ter­
rific job for self motivated volun­
teer with an interest in geriatrics. 
Good opportunity to improve 
quality of care of conservatorship 
sites. 
However, to launch the program 

and acquaint the public, the local 
daily newspaper ran an article en­
titled "25 JOB OPENINGS AT CIVIC 
CENTER--FOR VOLUNTEERS." The 
article stressed the contract, evalua­
tion, and training aspects of the pro­
gram. It set the tone of the program 
and also discussed the pending strike. 
The day after the article was pub­
lished, the Volunteer Coordinator 
scheduled fifty-five interviews for 
the twenty-five initial jobs! From 
the beginning, volunteers knew they 
were competing for volunteer job op­
portunities and felt successful to be 
selected to volunteer for the County! 
Obviously, the Civic Center Volun­
teers program was an idea whose 
time had come. 

Sprinkled throughout the year are 
"human interest" articles. In addi­
tion, every January, June and Sep­
tember volunteers receive Resolu­
tions of Commendation from the 
Board of Supervisors. The cere­
monies are covered in the daily and 
weekly papers. This serves three 
purposes: (1) the volunteers receive 
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important recognition; (2) the Board 
of Supervisors is updated on the spe­
cific tasks the volunteers have com­
pleted; and (3) the Civic Center Vol­
unteers has guaranteed press cover­
age at least three times a year. 

WHAT KINDS OF JOBS DO VOLUN­
TEERS DO? 

Virtually all the County depart­
ments have utilized volunteers. The 
jobs are limited only by physical 
space, staff time or imagination. 
The highest utilization of volunteer 
hours has been in the following de­
partments: 

1. Citizen's Service Department 

2. Sheriff's Department 

3. Health and Huma~ Services (no 
direct service hours) 

4. District Attorney 

5. Parks and ~ecreation (no rec­
reation hours) 

6. Probation 

Sample jobs include: 
CITIZENS SERVICE DEPART­
MENT: 
Grant Writers--(successfully won 
$95,000 grant for Human Rights 
Education project) 

Mediation Coordinators and Vol­
unteers (ultimately funded pri­
vately)--mediate disputes be­
tween landlords and tenants, ad­
vise small claims claiments, etc. 

Youth Commission Project Coor­
dinator--coordinated food and bid 
items for fundraiser raising 
$5,000 for youth center 

Minute Takers for several com­
missions 

Public Guardian Aide--visits 
cases to determine care, oversees 
moving of belongings, etc. 

Veteran's Aide--determines va­
lidity and eligibility of cases and 
carries to appeal 

Brochure Editor /Writer for vari­
ous com missions 



Statistician- -graphically display­
ed Affirmative Action statistics 
for Board of Supervisors presenta­
tion 

Trainer for County staff for Af­
firmative Action program 

Telephone Interviewers for 
Women's Needs Assessment 

SHERIFF'S DEPARTMENT: 
Identification Technician- -takes 
finger prints and photos of non­
criminals. 

Background Investigator--investi­
gates backgrounds for Sheriff's 
Patrol and volunteers. 

Commissary Aide--does all order­
ing and distributing of items in 
jail 

Recreation Coordinator in Jail-­
established yard schedule, got 
paint donated for inmates to paint 
court lines, got money donated 
for gym shoes 

Career Counselor in Jail--realis­
tic career counseling and creator 
of jobs in community for inmates 
upon release (ultimately grant 
funded) 

Jazzercise for female inmates in 
jail 

Booking Clerk in jail 

Librarian--organized and indexed 
professional library 

Clerical--runs shredder, micro­
fiche, etc. 

Crime Analysts Aides in Career 
Criminal Apprehension Unit-­
mostly senior citizens tracking 
and computerizing weekly crime 
statistics, mapping, reporting, re­
covering and matching lost pro­
perty (two paid staff: twelve to 
fifteen senior citizen volunteers) 

Crime Prevention Aides--house 
checks, speak to community 
groups, staff van with samples of 
locks, window latches 

Coordinator of Children's Identifi­
cation Program 

HEALTH AND HUMAN SER­
VICES: 
Medical Liaison-PhD in Pharma­
cology established mm1mum 
health standards with medical 
community for infants from birth 
to five years. 

Registered Nurses at Blood Pres­
sure Clinics 

Biochemist at Public Health Lab­
oratory wrote manual for state­
wide distribution on procedures. 

Coordinator of Influenza Clinics 

Administrative Aide to Director 
of Social Services--attends meet­
ings, researches legislation 

Trainer to teachers in schools 
about revision in state law re: 
abused children 

Authors/Editors--three booklets 
published and distributed nation­
ally on Foster Care issue~ 

Data Entry Operator for South­
eastern Asian Refugee program 

Demonstrators of Car Seats for 
Inf ants program 

Court Hostess for juvenile cases 

Editor of year-end report for 
mental health program 

Program Planner Aide for Mental 
Health 

Librarian established and cata­
logued professional library in 
Mental Health 

Translators for Well-Baby Clinics 

DISTRICT ATTORNEY: 
Legal Researcher 

Word Processor Operator 

Victim/Witness Interviewers 

Paralegals doing consumer case 
intake and follow-through 

PARKS & RECREATION: 
Groundskeepers 

Cartographers for Open Space 
District to research information 
and map district boundaries, etc. 
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Planners (professionally trained) 
--evaluate EIRs, grazing policies. 

Ushers for Performing Arts Cen­
ter 

PROBATION: 
Alternative Sentencing In-take 
Coordinators 

Alternative Sentencing Com­
munity Outreach Job Develop­
ment Coordinator 

Teachers of weightlifting and 
cooking at Juvenile Hall 

Investigator for Work Program-­
on site visits to check that in­
mates are at jobs 

SUPERIOR COURT: 
Arbitration Coordinator 

Word Processor Operator pro­
duced Grand Jury Report 

Jury Coordinator--special three 
week project of extra court hear­
ings to clear up backlog of drunk 
driving cases ••• volunteer executed 
all logistics and orientation of 
jurors 

Legal Researchers 

Jury Aides answer jurors' ques­
tions re: scheduling, postpone­
ments 

DAT A PROCESSING: 
Programmers (twenty to forty 
hours a week) 

Editor of program directions writ­
ten in lay terms vs. "com­
puterese" 

PERSONNEL: 
Personnel Assistant--hosts oral 
boards, ranks applications, sta­
tistical research 

Training Coordinator--researches 
and plans training sessions for 
County management training 

Statistician--compiles and draws 
conclusions from recruiting ef­
forts 
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Docents give tours of building to 
public 

Aides for Civic Center Volunteers 
program--track hours, interview 
volunteers and write for monthly 
newsletter, compute cost/benefit 
statistics. 

Hosts for Information Booth at 
building's entrance 

PUBLIC WORKS: 
Draftsmen 

Surveyor Aides 

MORE JOBS, NOT GROUPED BY 
DEPARTMENTS: 
Typists 

Receptionists 

Ombudsmen for long term care 
facilities 

Aides in Law Library 

Intake Interviewers for Disaster 
Center during floods 

Dieticians 

Planning Aides in Local Area For­
mation Commission 

Staff to Jail Visitor's Center 

Aides to Board of Supervisors do­
ing research and constituent work 

Photographers--for brochures, 
displays and clinics 

Job Search Trainers for CET A 

Consultants--CPA, Farm Advisor, 
Surveys ... 

Accounting Assistant--Auditor­
Controller 

Library volunteers in traditional 
and non-traditional roles 

Attorneys and Para-Legals for re­
search in County Counsel 

Reprographic Aides in the in­
house print shop 

DO VOLUNTEERS EVER GET PAID 
JOBS WITH THE COUNTY? 

Yes, some do. And virtually all 



who are serious job seekers and who 
have successfully completed volun­
teer contracts do find jobs as a direct 
result of their experience. This is 
facilitated through their networking, 
contacts, current experience, train­
ing and references, as well as often 
new found self-confidence. For re­
entry women especially, it is easier 
to be enthusiastic and confident in a 
job interview when discussing current 
involvements at work versus recol­
lections of ten to fifteen years ago. 

HOW DO THE CIVIC CENTER VOL­
UNTEERS AND VOLUNTEER BUR­
EAU INTERACT? 

The relationship between the Vol­
unteer Bureau, which provides volun­
teers to private non-profit organiza­
tions, and the Civic Center Volun­
teers program is cordial, mutually­
beneficial and cooperative. Each is 
respectful of the other's turf. Clear 
areas of responsibility were openly 
discussed and agreed to at the be­
ginning. Both agencies enthusi­
astically refer appropriate volunteers 
to each other, knowing that the only 
way to have a successful placement 
is to have the right person in the 
right job. Communication between 
the Volunteer Bureau and the Civic 
Center Volunteers is almost a daily 
occurrence. 

WHAT'S HAPPENED DURING THE 
RECESSION? 

The effects of the current re­
cession have had both positive and 
negative effects on the program. 
Many re-entry women who had not 
had to work in recent years, but now 
felt forced to, did not feel they could 
af,ford the three months minimum 
commitment to volunteer. This ur­
gency to supplement the family in­
come was reflected in a slight de­
crease in volunteer hours last spring. 
However, as the recession continued, 
the Ci vie Center Volunteers program 
attracted extremely qualified volun­
teers who had spent five to seven 
unsuccessful months in the job 
search. They were then willing to 

make the volunteer commitment to 
maintain their skills, network, and 
regain their flagging confidence. 

CONCLUSION 
If your local government has 

meaningful jobs that need to be done, 
and can provide training and super­
vision, and, if your community has 
re-entry women, career-changers, 
students, and senior citizens, you 
may be able to increase services be­
yond your fondest dreams and bud­
gets. Critical elements for the suc­
cess of such a program include: (1) 
gaining staff support; (2) tailoring the 
job as closely as possible to what the 
volunteer wants; (3) cutting through 
the bureaucracy, not being part of it; 
(4) acting promptly for both the de­
partment and the volunteer; and (5) 
providing structure, evaluation, re­
ferences, and recognition. 

FOOTNOTES 

1 Based on estimated County 
hourly costs of $7.90 clerical, $10.50 
para professional and $16.00 pro­
fessional. This figure does not in­
clude volunteers on commissions or 
boards, direct service volunteers in 
Health and Human Services, Reserve 
Sheriffs Patrol or Volunteer Fire­
fighters. 

2 Marin County has had a separate 
contract with the Volunteer Bureau 
for a number of years to provide 
direct client support in Health and 
Human Services. 

3The cities, not County govern­
ment, provide recreation activities in 
our communities. 

16 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983 



APPENDIX A 

C O U r: T Y O f r.1 A R I U 
INTER-OFFICE MEMORANDUM 

TO: 

FROM: 

All Department Heads ~ 

Joan Brown, Coordinator of Volunteers ~ _ 
Personnel Department, extension 2013 ~ 

SUBJECT: PILOT VOLUNTEER PROGRAM 
Action Required by: Monday February 5, 1979 

DATE: January 25, 1979 

WHY HAVE A VOLUNTEER PROGRAM? 
Realizing that many county employees are over-burdened as· a result of 
Proposition 13 cuts, the Board of Supervisors has funded a pilot volunteer 
program. 

WHY DO PEOPLE VOLUNTEER? 
Here are the results of an ACTION survey of people's reasons for volun­
teering. 

REASON 

Wanted to help others 
Had sense of duty 
Enjoy volunteer work itself 
Had nothing else to do 
Hoped would lead to paying job 

1965 

37% 
33% 
30% 

4% 
3% 

1974 

53% 
32% 
36% 

4% 
3% 

WHY DO WE THINK WE CAN RECRUIT HIGHLY QUALIFIED VOLUN­
TEERS? 

We will be utilizing the "Professional Volunteers" or the "Volunteer 
Contract" approach. 

We believe there are students seeking course credit and skilled women 
considering re-entry who will find our jobs the most effective type of on-the­
job training available to them. Therefore, we plan to interview every 
applicant and match him/her specifically with your specific job. Both your 
department and the volunteer will clearly define and understand the goals and 
scope of the job, adequate training, if necessary, will be provided to the 
volunteer, a structured evaluation and review process will be used and, upon 
completion of the job, references will be available to the volunteer to help 
build his/her resume. 

We also believe that there may be retired professionals who will donate 
their time and experience. If appropriate jobs are generated, we will also try 
to attract business professionals and businesses to grant release time to 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 17 
Fall 1983 



benefit the county. In other communities, many businesses are making 
considerable "donations" in response to their windfall profits from Prop. 13 
tax savings. Why not here? 

We are committed to placing only the "right" person in your job. If that 
person can not be found, we will not risk failure in your department, to the 
volunteer or the program by placing an inappropriate person just so a "slot is 
filled". WE WANT THIS TO WORK FOR YOU! 

WHAT DOES THE DEPARTMENT HEAD HAVE TO DO? 
We are asking you to consider how to integrate volunteer help into your 

organization. These jobs are to supplement staff, NOT replace paid staff. 
A response should be back to me by Monday, February 5th. I will be 

contacting you over the next week to discuss options in your department and 
how the volunteer program can best help you. 

WHAT CRITERIA MIGHT THE DEPARTMENT HEAD CONSIDER WHILE 
IDENTIFYING VOLUNTEER AID? 

1. There need to be whole segments delegated to make sense, not just 
bits and pieces. The best motivator to keep people on the job is the work 
itself. This is certainly true of volunteers. Busy work entails little 
motivation or satisfaction. Since volunteers don't get the rewards of paid 
staff, if they don't get satisfaction, they don't get anything at all. 

2. Some thought might be given to who will supervise and help train the 
volunteers within your department. Getting good volunteers is the task of 
recruitment--keeping them is everybody's job. 

The possibilities of this program are exciting and I look forward to 
working with you on them. Please feel free to contact me {extension 2013) 
for any additional information which might be helpful. 

JB:jw 
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Research in Volunteerism 
Barbara Nell Stone 

What's happening in research that 
can be of use to you in your everyday 
work managing a volunteer organiza­
tion? If something useful was dis­
covered, how could you find out 
about it? If information was put in 
The Journal, would it just sound like 
academic gobbledegook? These three 
questions can be answered: 

A lot is happening! 

You will be able to read it here in 
The Journal. 

Oh! We hope not! 

This article will bring you infor­
mation about some ways of finding 
research and a beginning summary of 
graduate research about volun­
teerism. 

FINDING RESEARCH 
When you need to track down in­

formation, there are several kinds of 
help available from local public or 
college/university libraries. The 
Reference Librarian will be your 
major contact for guidance. 

The first problem will be to de­
termine key words, or DE­
SCRIPTORS, which will identify the 
focus of your search. The best re­
source is the Thesaurus of Eric De­
scriptors which uses key words to 
identify the essence of an article or 
report. The Thesaurus is updated 
periodically to keep in touch with 
changing research needs. Educa­
tional Resources Information Centers 
(ERIC), each focusing on a different 
aspect of education, are located at 
universities around the country. 

Major ERIC descriptors in our field 
are (each with subheadings) "volun­
tary agencies," "volunteer training," 
and "volunteers." ERIC descriptors 
are also helpful in using other refer­
ence resources. 

Three additional abstracting re-
sources are available: 

1. Social Science Citation Index. 
(Annual listings of authors and 
subjects from journals in the 
social sciences.) Usual major de­
scriptors are "voluntary," "volun­
teer association," "volunteer," 
"volunteers." Each will have sub­
headings. 

2. Dissertation Abstracts. (An­
nual listings of research done by 
graduate students both in the 
United States and other nations.) 
The descriptors, for grouping by 
subject, are taken only from the 
titles of the research. There 
seems to be no substitute for 
browsing through the abstracts in 
addition to using the subject cate­
gories in order to do a thorough 
search. 

3. Automated Information Re­
trieval Service (AIRS). Many li­
braries will have computerized 
service to speed up your search. 
Again, the ERIC descriptors will 
be most useful. 

SUMMARY OF GRADUATE RE­
SEARCH 

We have begun a listing of volun­
teer-related research done by persons 
working toward a master's or doc­
toral degree. The list is not com-

Barlxl.ra Stone is Associate Professor of Interdisciplinary Education at Te:ras 
A&M University. She has been both volunteer and paid staff in several 
volunteer agencies. 
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plete. If you know of additional 
examples, please send information to 
The' Joumal in care of "Graduate 
Research." 

As you would expect, there are 
many different aspects of volun­
teer ism under study,. In an attempt 
to help you locate reports that may 
be useful we have (somewhat arbi­
trarily) grouped them. 

One more issue should be dis­
cussed. Graduate research reports 
are writted in a very formal, stylized 
manner. The report almost always 
follows this outline: 

Chapter !--Introduction to the 
research problem 

Chapter 2--Review of informa­
tion from journals ·and books 
which relate to the problem 

Chapter 3--Description of the re­
search methodology 

Chapter 4--Analysis of the infor­
mation that has been gathered 

Chapter 5--Conclusions and im­
plications for the field and for 
further research 

As a practitioner the parts which 
are potentially most useful to you are 
Chapters 4 and 5. Examine the in­
formation in the light of your experi­
ence. If it is consistent, you might 
want to go back to Chapter 2 to find 
out who else is reporting similar in­
formation. If it is contradictory to 
your experience, suggest additional 
aspects of the issue which should be 
researched to help us all figure out 
what is going on. 

Advisory Councils/Boards 
Beckstrand, Gordon Lynn, "Organiza­

tional and Operational Procedures 
of Extension Program Advisory 
Councils, . Characteristics of 
Council Members and Their Ap­
praisal of Their Council Opera­
tion, In Selected Counties in 
Oregon and Colorado." Wisconsin 
University. 59-3238. 214p., 
1959. 

Brandwein, Ruth Ann. "A Working 
Framework for Approaching Or­
ganizational Change: The Com­
munity Chest-Council System 
from 1945 to 1971," Brandeis Uni­
versity. The Florence Heller 
Graduate School for Advanced 
Studies In Social Welfare. Ph.D. 
78-11003. 440p., 1978. 

Gwinn, Samuel Monroe. "The Role of 
County Advisory Committees in 
Program Projection." Wisconsin 
University. 58-3838. 218p., 1958. 

Hull, George Ellsworth. "A Study of 
the Characteristics, Functions, 
and Operation of State 4-H Ad­
visory Committees in Selected 
States." Wisconsin University. 
59-3260. 361p., 1959. 

Josephson, Clifford Russell. 
"Composition and Other Charac­
teristics of Volunteer Boards." 
Cornell University. Ed.D. 64-
3695. 1963. 

Scott, Marshall Jewell. "The Use of 
Advisory Council in Vocational 
Education in Agriculture." Uni­
versity of Illinois. Ed.D. 239p., 
1950. 

Characteristics of Volunteers 
Allen, Dean C. "The Relationship 

between Personal Values and 
Four-H Club Adult Leadership." 
Chicago University. 9783, 253p., 
1963. 

Bostic, Leslie Arnold. "Volunteers in 
the Criminal Justice System: Im­
pact of the Experience on Their 
Attitudes and Behavior." Ohio 
State University. 78-05812, 242p., 
1977. 

Everson, Norman Oscar. "Participa­
tion in Voluntary Organizations 
By Wisconsin Rural Youth of Dif­
ferential Socioeconomic Levels." 
Wisconsin University. 66-9903. 
233p., 1966. 
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Fitzgerald, Owen Ray. "Psycho-
dynamics of Volunteers Serving 
Overseas: Religious Vocation 
Workers and Peace Corps Volun­
teers in a North African Coun­
try." Boston University Graduate 
School. Ph.D. 69-18, 431. 1969. 

Hartley, Loyde Hobart. "Sectari-
anism and Social Participation: A 
Study of the Relationship between 
Religious Attitudes and Involve­
ment in Voluntary Organizations 
in Seventy- Two Churches in the 
Southern Appalachian Mountains." 
Emory Univeristy. Ph.D. 69-13, 
197. 252p., 1968. 

Horejsi, Charles Richard. "Parent's 
Perceptions of the Effects of Vol­
unteers on Juvenile Probationers." 
University of Denver. Disserta­
tion. 1971. 

McAlister, John Gerald. "Analysis of 
Selected Personality and Intel­
lectual Attributes of Teenage 
Volunteer Counselor-Attendants 
Serving at a Residential Camp for 
Home Dependent Cerebral Pal­
sied." University of Denver. 
Ed.D. 67-3949. 160p., 1966. 

Treat, Kathryn Ruth. "Attitudes 
Toward Incentives and Competi­
tion: Their Relationship to Se­
lected Characteristics of 4-H Vol­
unteer Leaders." North Carolina 
State University at Raleigh. Ed.D. 
76-28, 527. 1976. 

Wolpert, Harold Robert. "An Analy­
sis of Characteristics of Com­
munity College Student Volun­
teers in Social Services." Univer­
sity of Southern California. Ed.D. 
70-26, 538. 156p., 1970. 

Cross Cultural 
Sohal, Takhat Singh. "The Role and 

Development of Voluntary Village 
Leaders in Programs of Com­
munity Development in the 
Punjab India." Cornell University. 
Ed.D. 61-1008. 1960. 
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Starr, Jerold Martin. "Cross Cultural 
Encounter and Personality 
Change: Peace Corps Volunteers 
in the Phillipines." Brandeis Uni­
versity. Dissertation. 1970. 

4-H 
Artis, Rudolph Douglas. "An Analy­

sis of the Community 4-H Club." 
Cornell University. Ed.D. 
62-5834. l 49p., 1962. 

Froke, Barbara Kaye. "South Dakota 
4-H Members' and Leaders' Use of 
Two Types of 4-H Manuals." 
South Dakota State University. 
M.S. Thesis. 103p., 1970. 

Hartness, Ronnie Lee. "Task Analy­
sis of the 4-H Adult Volunteer 
Work in the Cooperative Exten­
sion Service." Mississippi State 
University. Ed.D. 78-14, 864. 
131p., 1978. 

Lambert, Hubert E. "4-H Project 
Leader Roles: Perception of Ex­
tension Agents and Volunteer 
Leaders in Fourteen Tennessee 
Counties." Tennessee University, 
Knoxville. Agricultural Extension 
Service. M.S. Thesis. ED-039-
401. 15p., 1969. 

Organizations 
Jones, John Finbar. "The Use of 

Volunteers in American Social 
Welfare During the Depression." 
University of Minnesota. Ph.D. 
69-11,500. 450p., 1968. 

Krick, Gerald Ray. "Harvard Volun­
teers: A History of Under­
graduate Volunteer Social Service 
Work at Harvard." Boston Uni­
versity Graduate School. Ph.D. 
70-22, 431. 458p., 1970. 

Kurtz, Oscar. "The Junior Hostess 
Volunteers at the USO Lafayette 
Square Club." Columbia Univer­
sity. Ed.D. 132p., 1957. 

Shlonsky, Hagith Rieger. "Growth 
and Decline of Voluntary Associa-



tions: A Comparative Study of 
Zionist Organizations In New 
Haven." Yale University. Ph.D. 
70-25, 103. 290p., 1960. 

Paid Staff 
Hardwicke, Jane Steeves. "The Pro­

fessional Director of a Hospital 
Volunteer Department." Colum­
bia University. Ed.D. 124p., 1962. 

Oniki, Shozi Garry. "An Exploration 
of the Role of the Executive in 
Exercising Democratic Leadership 
with the Board of Directors of a 
Voluntary Agency." Columbia 
University. Ed.D. 105p., 1960. 

Thornton, Martha Bleeker. "The Pro­
fessional Religious Educator in 
the United Church of Christ in 
Massachusetts (Analysis and Im­
plications of the Work with Volun­
teer Church School Personnel)." 
The Hartford Seminary Founda­
tion. Ed.R.D. 62-4209. 232p., 
1962. 

Power 
Danzig, Martin E. "The Motivations 

of Community Leaders: An Ex­
ploratory and Descriptive Study 
of the Deviations between the 
Motivations of People who As­
sume Leadership Roles in the 
Community and Those Motiva­
tions Which Are Used for the Se­
lection of Leaders." New York 
University. 59-6238. 297p., 1959. 

Lancourt, Joan Ellen. "Evaluation 
and Analysis of Goals, Tactics and 
Results of Citizen Action Or­
ganizations: The Alinsky Model." 
Brandeis University, Florence 
Heller Graduate School. Ph.D. 
78-11,006. 521p., 1977. 

Loewenberg, Frank M. "The Direc­
tors: A Pilot Study of Volunteer 
Participation in Decision-Making 
in Voluntary Group Service Agen­
cies." Wayne State University. 
68-6660. 366p., 1965. 

Michener, Howard Andrew. "Re-
source Procurement and Collec­
tive Power in Voluntary Associa­
tions." University of Michigan. 
Ph.D. 69-12,185. 1968. 

Polivka, Jirina Sladek. "The Meaning 
of Power, Authority and Prestige 
to Board Presidents of the Volun­
tary Welfare Agencies: A Study of 
Three Service Orientations." The 
Catholic University of America. 
D.s.w. 69-19,770. 1969. 

Yep, Benjamin Hong. "Voluntary Or­
ganizations and Their Cooperative 
Interaction Patterns on a State 
Level." Michigan State Univer­
sity. Ph.D. 71-2200. 134p., 1970. 

Recruitment/Retention 
Apps, Jerold W. "Style of Adult 

Leadership and Personal Charac­
teristics Desired in an Adult 
Leader by Low Socioeconomic 
Rural Youth." Wisconsin Univer­
sity. 67-4933. 219p., 1967. 

Chamberlain, Robert Marvin. "Par­
ticipation in Voluntary Associa­
tions and Heterogeneous Social 
Characteristics of Rural-Urban 
Fringe Residents." University of 
Missouri, Columbia. Ph.D. 1969. 

Cutler, Stephen Joel. "Membership 
in Voluntary Associations and the 
Theory of Mass Society." The 
University of Michigan. Ph.D. 
70-4055. 159p., 1969. 

Denmark, Kenneth Lloyd. "Factors 
Affecting the Identification, Re­
cruiting, and Training of Volun­
teer 4-H Adult Leaders in Texas." 
Texas A&M University. Ph.D. 
72-13,215. 132p., 1971. 

Douglah, Mohammad A. "Factors Af­
fecting Adult Participation in Ed­
ucational Activities and Voluntary 
Formal Organizations." Univer­
sity of Wisconsin. Ph.D. 65-9233. 
177p., 1965. 
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Freeman, Jim O. "The Charac-
teristics of Adults Who Say They 
Will Serve as Volunteer Youth 
Leaders." Missouri University, 
Columbia. 37p., 1968. 

Godbey, Gordon C. "The Volunteer in 
Adult Education." Harvard Uni­
versity. Ed.D. 97p., 1958. 

Kuhling, Audrey Jordan. "Retention 
of Volunteers: The Design and Op­
eration of the Cohesion Com­
ponent of an Explanatory System 
for Controlling Turnover." 
Florida State University. Ph.D. 
77-24,776. 1977. 

Nadel, Robert S. "Social Responsi­
bility as a Criterion for the Pre­
diction of Success of Volunteers: 
A Study of the Characteristics of 
People Who Volunteer to Serve." 
New York University. D.B.A. 
69-12,158. 1969. 

Plotnick, Morton. "The Effect of 
Mailed Material on Volunteers in a 
Community Service Organiza­
tion." Michigan State University. 
Ph.D. 65-717. 123p., 1964. 

Skelton, William Epes. "The Status 
and Training of 4-H Club Leaders 
in Relation To Tenure." Cornell 
University. 180p., 1949. 

Ward, Ruth Elanor. "Volunteer Lead­
ership Recruitment in Selected 
Character Building Organiza­
tions." Columbia University. 
Ed.D. 65-4753. 1964. 

Training 
Ashe, Lilian Hurwitz. "An Explora­

tory Study of the Educational 
Characteristics of Selected New 
York City Voluntary Associa­
tions." Columbia University.· 
66-10. 279p., 1966. 

Baty, Roger Mandenhall. "The Effect 
of Cross-Cultural Inservice Train­
ing on Selected Attitudes of Ele­
mentary Teacher Volunteers: A 
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sity. Ph.D. 1977. 

Brown, Marilyn S.G. "Training as a 
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versity. Ph.D. 76-29428. 146p., 
1976. 

DiVencenti, Marie Phillippa. "A 
Training Program for March of 
Dimes Workers." Indiana Univer­
sity. Ed.D. 65-14,034. 216p., 
1965. 

O'Reilly, F. Patricia. "A Training 
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Model." University of Cincinnati. 
Ph.D. 72-4326. ll0p., 1971. 
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The Troubadour Folk Club at 
the Churchville Nature Center 

Bob Pasquarello 

The Troubadour Folk Club is a 
Tuesday evening coffeehouse which 
operates at the Churchville Nature 
Center in Lower Bucks County, Penn­
sylvania. The club was opened in 
September of 1980, and has been 
growing and thriving ever since.· I 
run the club with the support of a 
group of volunteers who have found 
places to contribute to the success of 
the program. 

This article will deal with how 
and why the Troubadour Folk Club 
was started, how it operates, the 
benefits of association between the 
Nature Center and the Club, some of 
what is in store for the future, and 
some hints on how to start a similar 
program elsewhere. 

BACKGROUND 
As a musician, I have been learn­

ing and playing folk and con­
temporary music since the late 60's 
when I started to play the guitar. 
The social nature of the music 
brought me in touch with a lot of 
talented performers along the way. 
After the early 70's, folk music sort 
of went underground as far as the 
general public was concerned, how­
ever there were still people who were 
keeping the music alive in various 
areas across the country. One of 
these areas was Philadelphia, which 
has been an important city for folk 
music over the years. 

My own involvement with folk 
music first came about through my 
association with the Bucks County 
Folksong Society, a smaller but very 
lively community of interested musi­
cians. Later on, as my skills im­
proved, I worked playing back-up 

music for Bill Dooley and Murray 
Callahan. After a while I started to 
investigate the Open Stages at the 
Bothy Folk Club in West Philadelphia. 
This Club provided a model of a low­
budget coffee house which offered 
local musicians the opportunity to 
perform their material in front of an 
audience made up primarily of fellow 
performers. They would occasionally 
feature a performer from outside the 
Philadelphia area who had a distinct 
following, such as Debby McClatchy 
or Scott Alarik. 

Around this time I met some im­
portant people through the Philadel­
phia Folksong Society's SPRING 
THING--a camping weekend for 
members and friends of the Society. 
It was there that I met Teresa Pyott 
and Mary Zikos. We decided to con­
tinue to get together to sing with 
some of our other musical friends 
throughout the rest of the year. 
Teresa was especially supportive 
when I started investigating the pos­
sibility of opening a new coffeehouse. 

At this point, a lot of the ele­
ments which were to go into the 
creation of the Troubadour were 
coming together. I was aware of a 
fair number of talented and worth­
while performers in Philadelphia, had 
a working model in the Bothy Club, 
and had a good deal of interest in 
trying to make something happen in 
my own neck of the woods. 

All that was missing was a fa­
cility which would be willing to give 
it a try ••• 

AN IDEA FINDS A HOME 
In thinking about potential loca­

tions, I recalled playing for a camp­
fire program with members of the 

Ed. Note: Bob Pasquarello introduces himself in this article. His remarks are 
part of THE JOURNAL's continuing interest in presenting the point of view 
of program volunteers. 
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Bucks County Folksong Society at the 
Churchville Nature Center. The pro­
gram was moved indoors because of 
rain. This was a happy accident--the 
room we were given had a wonderful 
resonance for singing. It was like 
being in a small chapel with the 
sound coming back rich and full. 
This, combined with the setting in an 
attractive park, made the Nature 
Center a particularly interesting 
prospect. 

After organizing my information 
and plans, I met with the staff of the 
Center, Julian Boryszewski and Paul 
Cornell. They were very enthusiastic 
about the project. It seems they 
were thinking in the same direction 
because of an on-going Music Hall at 
a park in Waretown, New Jersey. 
Paul and Julian were specifically in­
terested in a program which would 
serve to attract teenagers to the 
Nature Center and perhaps get them 
to check out some of the other pro­
grams. 

As it has turned out, this goal was 
not specifically met, largely because 
the music featured at the Club was 
considered "old-fashioned" or "un­
cool" by teenagers when compared 
with what they would hear on the 
radio. There are some teenagers who 
come out with their parents or older 
friends, but not in the numbers for 
which the Center was hoping. How­
ever, the program is very successful 
in attracting a wide range of age 
groups to the Center--children as 
young as six months, to adults over 
70! 

MAKING IT WORK 
The program was set up to fund 

itself from admission fees once it got 
off the ground. The Advisory Com­
mittee of the Churchville Nature 
Center (a group of volunteers who 
raise money for and supervise the 
Center's programs) agreed to provide 
some "seed money" to get the pro­
gram started. As their contribution, 
they agreed to pick up the costs of 
publicity, duplication, flyers, posters, 
and the initial refreshment supplies. 

This money was repaid to the Com­
mittee within the first two months of 
operation. The Troubadour Folk Club 
was off and running! 

Several factors contributed to the 
initial success of the program: 1) the 
program was intentionally made in­
expensive for the audience ($1.50 
then-$2.00 now); 2) the facility was 
available rent-free--making the low 
admission fee possible (the program 
is run as a part of the overall opera­
tion of the Center); 3) the staff of the 
Center was very supportive from the 
start; 4) the responsibility for the pro­
gram was clearly defined; 5) the "folk 
music community," i.e., the Bothy 
Club, local performers, etc., was sup­
portive; and, most importantly, 6) the 
quality of the experience from week 
to week was kept generally high. 

One of the factors which had to 
be considered before opening was 
how to pay the featured performers. 
This was especially important at the 
beginning because there was no way 
to tell how much money would be 
generated through the admission fee. 
My solution was to offer a low guar­
antee ($30 to $40) against a per­
centage (usually 66%) of the gate, 
whichever was higher. The remaining 
33% went into a kitty to subsidize 
nights with lower attendance, and to 
allow a higher guarantee to attract 
more recognized touring performers 
to appear at the Club. 

On a typical Tuesday evening, the 
featured performer i~ responsible for 
two half-hour sets of material, or an 
hour out of what is usually a three 
hour program. The rest of the time 
is filled by musicians who walk in and 
sign up to play 2 or 3 songs that 
evening. The "Open Stage" serves 
two important functions: 1) it pro­
vides local performers the chance to 
polish their material in front of a 
new audience; and 2) it makes each 
week distinctively different. There 
are nights when the open stage sec­
tion of the evening is as exciting and 
interesting as the featured per­
former's part. Several open stage 
performers have grown and changed 
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over time and subsequently been 
hired as featured performers as a 
result of this format. 

BRANCHING OUT 
At the start, I handled the bulk 

of the organization and operation of 
the Club with some assistance from 
the Nature Center staff. Gradually 
some of the regular audience mem­
bers started offering to help out. 
Now, in the third year of the pro­
gram, there are five or six volunteers 
who are on hand to make sure every­
thing works out fine. 

Dave Radcliff started out col­
lecting the admission fees at the door 
and has since switched to tape re­
cording engineer and stage hand. 
Donn Frank took over Dave's job at 
the door (a job he also volunteers for 
at several of the other folks clubs in 
the Philadelphia area, by the way). 
Scott Petersen volunteered to take 
photographs to keep a visual record 
of the performers. He has since 
offered his services to the Nature 
Center as Staff Photographer, and is 
currently involved in putting together 
a film and slide package to promote 
the Nature Center in the County. 

Mary Zikos, one of the area's 
finest singers, and Mary Lou 
Koshinsky are always on hand to help 
with the refreshment area and to 
lend a hand at the other assorted jobs 
that come up in running a weekly 
event. 

It may be of interest to point out 
how the refreshment area is run. 
Basically, someone (Mary, Mary Lou 
or I) sets up the coffeepot and iced 
tea; puts out the utensils, sugar, and 
other essentials; tacks up the price 
list; and leaves a fish bowl to collect 
the money. Payment is on the honor 
system and it works just fine. 

In addition to the regular Tuesday 
night coffeehouse, the Troubadour 
has run several dances, special con­
certs, and all day music events. In 
order to help plan and coordinate 
everything, several other people were 
asked to form a Special Events Com­
mittee. It includes myself, Dave, 
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Mary, and two very important people, 
Fred and Gale Kaiser. 

Fred and Gale have been involved 
in folk music events in the Philadel­
phia area for a considerable time. 
Fred is one of the programmers for 
the Philadelphia Folk Festival and 
the Chairman of the Philadelphia 
Folksong Society's Unicorn Festival 
(a festival of British and Irish tradi­
tional music). His expertise as a 
programmer has been invaluable, as 
has his wife's organizational and culi­
nary skills ( Gale usually handles the 
Performer Hospitality area at the 
Troubadour's special events). 

In order to show our appreciation 
to the Nature Center for the use of 
the auditorium throughout the year, 
the Special Events Committee has 
run three Benefit Concerts. The first 
enabled the purchase of a woodstove 
to supplement the Center's expensive 
oil heating furnace (the first winter's 
use of the stove saved over $2000 in 
fuel costs!). The second concert's 
proceeds bought ventilation and cir­
culation fans which, when installed, 
will help keep things cooler in the 
summer, and circulate warm air in 
the winter. The third one purchased 
two spotlights and stands which will 
be used weekly by the Troubadour, 
but also by the Children's Theatre 
and Readers' Theatre groups which 
also use the auditorium throughout 
the year. 

BENEFITS OF ASSOCIATION 
I feel that there are myriad bene­

fits which have come about through 
the association between the Nature 
Center, the Troubadour Folk Club, 
the performers, and the audience. 

The Nature Center has gained ad­
ditional publicity through the weekly 
press releases sent out about each 
Troubadour event. The people who 
come to the Troubadour see the Cen­
ter and sometimes investigate what 
goes on during the rest of the week. 
Several people have become partici­
pants or volunteers in other Nature 
Center programs after having their 
introduction to them through the 



Folk Club. The Nature Center has 
also benefited from the purchases 
made through funds raised by the 
Troubadour. 

The Troubadour gains by the con­
tinued use of one of the best rooms 
for singing in the Delaware Valley. 
(Several travelling performers have 
commented on the fine acoustics.) 
The Park setting encourages people 
to relax and enjoy themselves before 
they even enter the building! The 
Center staff takes care of most of the 
routine duplication (press releases) 
and mailings, and volunteers from the 
Center help control traffic or staff 
the refreshment booths at some of 
the events. 

The audience gains an exposure to 
a type of music that is not usually 
available through the mass media 
(radio or television), gets to meet 
performers in a relatively informal 
setting, and gains information from 
the performers about many types of 
music, history, instrumental styles, 
and so on. All this at a reasonable 
admission cost! 

The Open Stage performers gain 
invaluable experience in front of a 
warm, accepting, and appreciative 
audience. Several performers have 

· experienced tremendous growth in 
their singing, writing, and per­
formance skills through coming out 
regularly and trying new things. 
Some have improved enough to be 
hired on as featured performers. 

The touring musician of the cali­
ber of Michael Cooney, Louis Killen, 
Debby McClatchy, and so on, gains 
access to a new or expanded audi­
ence, an opportunity for additional 
record sales, and a truly enjoyable 
experience playing at the Trouba­
dour. Sally Rogers felt so com­
fortable at her performance that she 
sang her entire second set without 
accompaniment--something she has 
always wanted to do but never tried! 
Michael Cooney, a folksinger of 
world-wide reputation, asked to play 
the Club twice this year because he 
enjoyed the atmosphere and audience 
so much. 

Another benefit to the performer 
is the fact that the Club operates on 
a Tuesday night. Most other clubs 
only work around the weekends--any 
day between Thursday and Sunday. 
Taking a job at the Troubadour allows 
performers to plan a tour with one 
less "hole" in their schedule. 

Everybody wins! 

LOOKING TO THE FUTURE 
As the Troubadour Folk Club 

moves into its fourth year, I look 
forward to bringing more of the best 
musicians and performers on both the 
local and national folk scenes to the 
Nature Center. Part of this will 
involve cooperation with the Folklife 
Center of International House in 
Philadelphia to bring out some local 
traditional performers who do not 
usually appear at places like the 
Troubadour. 

Also in the works is a sampler 
album of music from some of the 
Troubadour's favorite local musi­
cians, the possibility of a weekend 
Dance festival, and probably a pro­
ject or two which has not even been 
thought of yet. 

With the help of the group of 
people who have volunteered to help 
out with the weekly running of the 
Club and the support of the Nature 
Center Staff and Advisory Board, the 
Troubadour is looking forward to a 
bright future indeed! 

HELPFUL HINTS TO ST ART YOUR 
OWN FOLK CLUB 

If you want to consider adding a 
program like the Troubadour Folk 
Club to your existing facility--be it a 
Nature Center, a County Park, etc., 
here are some thoughts to consider. 

1) Who is going to manage the 
program? If you do not feel qualified 
to select appropriate performers or 
to do the day-to-day management, 
then you have to look for someone 
with those interests and capabilities. 
One place to look is within a local 
Folk Music Society--there are dif­
ferent societies across the country. 
You might have to contact the Folk 
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Archives at the Library of Congress 
for the one closest to your location. 
Another way is to go to events which 
feature some live music (folk or 
otherwise) and ask one of the per­
formers what is happening in the 
area. Tell them what you are in­
terested in doing. They may know 
someone, or they may be interested 
themselves! 

You need someone with a working 
knowledge of the local music scene. 
And someone willing to put some ef­
fort into creating an attractive pro­
gram. 

2) Define your program goals. 
One of the Troubadour's goals was to 
present good "folk" music. The defi­
nition includes most forms of acous­
tic (non-electric) music, more or less 
within traditional and contemporary 
folk styles. Other goals were to 
promote local performers, and to 
provide another evening's work and 
compensation for worth-while travel­
ling musicians. 

3) Make sure that your publicity 
gets to the right places. Don't forget 
the little local papers and check out 
the radio for folk music programming 
(National Public Radio has several 
programs with a folk focus: "The 
Prairie Home Companion," "Ballads, 
Bards, and Bagpipes," and possibly a 
local program). 

4) Provide initial support ot the 
program. This is very important! 
Soon there will be people from the 
audience who will express an interest 
in helping out, but at the start it will 
be critical that you and your manager 
work together to make things easy 
for each other. 

5) Keep records of attendance. 
This should be second nature to most 
of you administrators out there. You 
will be able to judge if the program is 
successful or not and may also be 
able to find ways to improve it. 

If you have any specific questions 
feel free to write me in care of the 
Troubadour Folk Club, Churchville 
Nature Center, 501 Churchville Lane, 
Churchville, PA 18966. I'd be happy 
to help you contact various per-
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Letters to the Editor 

To the Editor: 

G. Neil Karn's article, Money Talks: 
A Guide to Establishin the True Dol­
lar Value of Volunteer Time Winter 
1982-83 and Spring 1983), was very 
interesting. As a CPA who has been 
involved with several nonprofit or­
ganizations as a board member, an 
organizer, and as my clients, I found 
the approach suggested intriguing. 
The "equivalency model" is not un­
usual. However, the "true value as­
sessment process" is a new and clever 
idea, particularly the concept of 
compensating for the fact that volun­
teers only report hours worked. Ob­
viously, benefits should be added to 
salary in calculating the annual com­
pensation, but the computation of 
"actual work hours annually" is an 
innovative suggestion. 

But the idea is incomplete. No­
where is it recommended that the 
value of the volunteer hours should 
be reported in the organization's 
financial statements. At this point, 
let me make the comment that many 
nonprofit organizations do not use 
their accountants well--neither in­
ternal staff accountants nor their 
outside CPA. Reality suggests a non­
profit organization's finances have 
always been important, not just in 
today's world of hard economic 
times, but financial matters have too 
of ten been ignored as "too business­
like." Talk with your accountant. 
Discuss Neil Karn's article, ask other 
questions, be sure you understand 
your agency's financial statements. 

Why should the value of volunteer 
hours be reported? To present a 
complete and fair picture of your 
organization. If volunteer time is not 

included, how can anyone know its 
full value? Of course, it also pre­
sents its full cost. A typical "ac­
counting" entry could be: 

Contributions-­
volunteer time 

Program cost--
volunteer time xxxx 

xxxx 

You may feel that since this entry 
must balance, it has no effect on the 
"bottom line"--the net comparison of 
revenues and support versus ex­
penses- -and that it, therefore, 
"washes out." But such an entry will 
have an effect on the comparison of 
total contributions and program ex­
penses or fundraising expense. This 
is an important factor to many chari­
table rating organizations and several 
State regulatory departments. For 
instance: 
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Revenue: 

Contributions- -cash 
Contributions--volunteer time 

Expenses: 

Program (cash) 
Program (volunteer time) 

Fund raising 

Excess of revenue over expenses 

By not reporting volunteer time con­
tributions, Nonprofit A's fundraising 
expenses equal 35% of revenue. But 
Nonprofit B is able to show fund­
raising as only 23% of revenue simply 
by recording the contributions of vol­
unteers. 

There are guidelines for CPAs as 
to whether the value of volunteer 
time should be recorded. The Ameri­
can Institute of Certified Public Ac­
countants has issued an audit guide 
on Audit of Voluntary Health and 
Welfare Organizations. The guide 
recognizes the importance of volun­
teer hours to a nonprofit organiza­
tion. However, it acknowledges that 
these services are not usually re­
corded as contributions and expenses 
because of the difficulty in estab­
lishing a dollar value of volunteer 
time. Neil Karn has provided a solu­
tion to the problem. The audit guide 
does say, where significant, volunteer 
time should be recorded if: 

1. The services performed are a 
normal part of the program or 
supporting services and would 
otherwise be performed by sal­
aried personnel. 
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Nonprofit B 

$100,000 
Not reported 

100,000 

$100,000 
50,000 

150,000 

$ 

60,000 60% 60,000} 
50,000 73% 

35,000 35% 35,000 23% 

95,000 145,000 

5,000 $ 5,000 

2. The organization exercises con­
trol over the employment and 
duties of the donors of the ser­
vices. 

3. The organization has a clearly 
measurable basis for the amount. 

Services which generally are not 
recorded as contributions, even 
though such services might con­
stitute a significant factor in the 
operation of the organization, in­
clude the following: 

1. Supplementary efforts of vol­
unteer workers, which are pro­
vided directly to beneficiaries of 
the organization. Such activities 
may comprise auxiliary activities 
or other specific services which 
would not otherwise be provided 
by the organization as a part of 
its operating program. 

2. Periodic services of volunteers 
needed for concentrated fund­
raising drives. The activities of 
volunteer solicitors are not usu­
ally subject to a sufficient degree 
of operating supervision and con-



trol by the organization to enable 
it to have a proper basis for mea­
suring and recording the value of 
the time devoted. However, if 
individuals perform administra­
tive functions in positions which 
would otherwise be held by sala­
ried personnel, consideration 
should be given to recording the 
value of these services. 

3. Professional personnel engaged 
in research and training activities 
without pay or with a nominal 
allowance. This type of work, 
although usually perf armed in 
connection with grants made by 
the organization to other agen­
cies, universities, or institutions 
for specific research projects, is 
normally under the direct super­
vision and control of the granting 
organization. Accordingly, it is 
ordinarily considered not practi­
cable to compute a value for 
these services. 

The financial statements should 
disclose the methods fallowed by 
the organization in evaluating, re­
cording, and reporting donated 
services and should clearly dis­
tinguish between those donated 
services for which values have 
been recorded and those for which 
they have not been recorded. 

The end result of accounting for 
volunteer time is a more meaningful 
and complete financial picture of an 
organization. It also allows for com­
parison with other organizations 
(though this may not be desired). 

Let me close this rather long let­
ter with the strong suggestion to talk 
with your accountant. Be sure you 
understand the financial results of 
your organization. Remember you 
can't get lost if you don't have a 
roadmap. You will be in a better 
position to react to either good or 
bad financial news, if you know 
where you are. 

John Paul Dalsimer, CPA 
Executive Director 
Accountants for the Public Interest 

Dear Editor: 

I note in the Winter 1982/83 issue of 
the Journal of Volunteer Administra­
tion, on page 1, reference to the 
second part of the article "Money 
Talks: A Guide to Establishing the 
True Dollar Value of Volunteer 
Time." I have discovered that I do 
not seem to have the Spring 1983 
issue which, I understand, contains 
part 2 of this rather important arti­
cle. I would appreciate it very much 
if you could send me a copy in the 
event that my copy seems to have 
got lost enroute. 

I might add that I do appreciate the 
new format of the Journal and es­
pecially the larger print that is used 
making the document even more in­
viting to read! My congratulations to 
those persons who have been part of 
this new development. 

Sincerely, 

Mary L. Stewart (Miss) 
Co-ordinator 
Volunteer Services 
Ontario Hospital Association 

The J oumal is pleased to publish 
these letters and encourages readers 
to write and express their views. 
Join in supporting or debating the 
opinions of our authors--your per­
spective is worth sharing! 

32 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983. 



Organizations as Volunteers for the 
Rural Frail Elderly 

Christine L. Young, PhD, Pamela J. Larson, MRP, 
and Donald H. Goughler 

While the use of individuals as 
volunteers has been historically rec­
ognized as a significant resource for 
health and social welfare organiza­
tions, the development and utiliza­
tion of organizations as the focus of 
volunteer involvement is another im­
portant volunteer effort. Since 1980, 
the Southwestern Pennsylvania Area 
Agency on Aging (AAA), an affiliate 
of the Mon Valley Health and Welfare 
Council, Inc., has provided leadership 
for a network of organizational vol­
unteers which is delivering services 
to more than 300 frail elderly persons 
in Fayette County, Pennsylvania. 
This project, funded by the Adminis­
tration on Aging, sought to examine 
the feasibility of the recruitment and 
retention of community organizations 
as the primary focus of volunteer 
efforts, rather than the more tradi­
tional model of recruitment of indi­
viduals. 

The project emphasis on com­
munity organizations as social sup-

port systems for the frail elderly was 
based on the growing literature on 
the importance of these supports for 
healthy coping with stress as well as 
routine living tasks. Gerald Caplan 
and others have reported that support 
systems are able to fortify a per­
son's physical an1 psychological cop­
ing mechanisms. By buffering the 
effects of stress, social supports 
seem to be able to reduce the indi­
vidual's susceptibility t°iphysical and 
mental healjh problems. 4 

Zimmer and others have used 
this concept in various projects which 
analyze ways to strengthen natural or 
family supports of frail elderly. 
Others have noted the potential of 
commynity groups as informal sup­
ports, although actual exploration of 
this potential has only been gocu­
mented by a few researchers. In 
addition to the benefits of psycho­
logical support provided to the indi­
vidual, the benefits of the community 

Christine Young Ph.D., an Assistant Professor in the Health Services 
Research Unit d/ the University of Pittsburgh's Graduate School of Public 
Health has extensive experience in a variety of health and social service 
settings, and has developed, coordinated and conducted research on programs 
incorporating volunteerism in Aging services, Community Mental Health and 
family planning settings. Pamela Larso~ currently the Director of Long 
Term Care Services for the Southwestem Pennsylvania Area Agency on 
Aging, has a background as an administrator of a labor union benefits 
program and a community facilitator of a CET A employment program. Her 
experience also includes substantial activities as a community volunteer and 
facilitator of volunteers in home health, community development and voter 
registration activities. Donald Goughler, Deputy Director of the South­
westem Pennsylvania Area Agency on Aging, previously was an administrator 
at a State psychiatric institution where, as Therapeutic Recreation Director, 
he developed and administered a variety of volunteer programs both in the 
community and in the institution. Other volunteer endeavors include 
involvement with family support groups for families of Alzheimer's Disease 
victims, community recreation and mental health advocacy activities. 
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involvement in a network of social 
support for the frail elderly could be 
an extension of the psychological 
support system. 

Community organizations depend 
on semi-formal relationships between 
individuals and are usually based on a 
community service objective. Aside 
from the relative ease of identifica­
tion, community organizations have 
other characteristics which appear to 
be favorable for volunteer recruit­
ment: they are a ready source of 
community leaders and doers; they 
are generally distributed throughout 
the area in proportion to the client 
population; and their members are 
drawn from the same cultural back­
grounds as the persons to be served. 

As a result of service needs and 
greater emphasis on the significance 
of social support systems, the Fay­
ette County project (Model Project 
for the Activation of Community 
Supports for the Frail Elderly) began 
in January, 1981 with the following 
goals: 

1. To enlist and activate existing 
community organizations as ser­
vice providers for frail elderly 
residents of the Fayette County 
area; 

2. To match community organiza­
tions to older persons through 
client identification, needs as­
sessment strategies and organiz­
ing and training activities; 

3. To coordinate these organiza­
tional volunteers; and 

4. To amalgamate the service 
agencies and volunteers through a 
client-focused planning and man­
agement process. 

SERVING THE RURAL FRAIL EL­
DERLY 

The site of the project was Fay­
ette County, Pennsylvania. Fayette 
County had been a coal mining center 
in the late 19th and early 20th cen­
turies and had provided the coal that 
fueled the steel industry in western 
Pennsylvania. However, with 

changes in the steel industry and the 
depletion of the Fayette County coal, 
the one-industry economy of Fayette 
County sharply declined. Today, de­
spite efforts at economic recovery 
and a new economic base, the county 
remains an underdeveloped area, dif­
ficult to access because it is located 
in the foothills of Appalachia with 
few modern highways and almost 
non-existent public transportation. 

Poverty has been a long-term 
social problem in this Appalachian 
area. Of the county's 159,000 people, 
seventeen percent are considered be­
low the poverty level and the unem­
ployment rate is currently 29 per­
cent. There has been high outmigra­
tion through the last fifty years, 
leaving a high proportion of depend­
ents within the county. Most of the 
population live in small villages built 
by coal mining companies for their 
workers, with few modern roadways 
connecting these villages. The Ap­
palachian mountains cover one-third 
of the county's 850 square miles 
while the other two-thirds is hilly 
terrain. The health and social ser­
vice system has not met many of the 
basic needs of the communities; Fay­
ette County ranked as the third most 
medically underserved county of the 
67 counties in the state of Pennsyl­
vania. The high proportion of older 
persons, low income levels and un­
availability and inaccessibility of 
health care services have contributed 
to mortality rates due to heart dis­
ease, malignancies, cerebral vascular 
disease, diabetes and diseases of in­
fancy which are higher than the mor­
tality rates for other Pennsylvania 
counties. 

The county has a high proportion 
of elderly persons with 20 percent of 
the population 60 years and older. 
Furthermore, 15 percent of these 
older people are poor and many are 
isolated geographically and socially 
in the small coal mining "patch" com­
munities which are scattered 
throughout the county. Of the 7,831 
persons 7 5 years and older enumer­
ated by the 1980 census, approxi-
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mately 1,000 were projected to be 
homebound due to frail health. Al­
though services were available such 
as homebound meals and homemaker 
and chore services which would be 
needed by the frail elderly living in 
their own homes, the Area Agency on 
Aging was serving fewer than 300 of 
these persons prior to the develop­
ment of the network of organiza­
tional volunteers. With limited fund­
ing and paid staff, it was even diffi­
cult to provide comprehensive ser­
vices to those frail elderly that had 
been identified by the professional 
service system. 

In order to target resources to the 
county's homebound elderly more ef­
fectively, the AAA recognized a need 
to overcome multiple barriers of ac­
cess to this target group. Although 
services of paid staff were available 
throughout the county, their abilities 
to-deliver the needed services to this 
vulnerable and geographically dis­
persed group were limited. In addi­
tion to the economic and geographic 
problems associated with service de­
livery through the paid staff, case­
finding seemed to be limited by the 
cultural norm of self-reliance. It 
appeared that even the homebound 
who were unable to care for many of 
their own needs were reluctant to 
seek services from persons who were 
part of a professional system of aging 
services. With the ever-increasing 
proportion of frail elderly in the 
county's population and the escalat­
ing costs of long-term care within 
institutional settings, planning for 
the early identification of the popu­
lation at risk for institutionalization 
was critical for effective planning. 
The invisibility of this large and 
needy group of elderly was a major 
problem for the existing aging pro­
grams such as the Southwestern 
Pennsylvania Area Agency on Aging. 

Getting closer to the community 
level and as a result getting closer to 
the individual who was homebound 
were both necessary to heighten the 
awareness of the community for the 
frail elderly. With shrinking funding 
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for paid services for the care of the 
elderly, planning for future care dic­
tated greater utilization of the 
family, neighbors and members of 
community organizations who were 
living in the same communities as the 
homebound. Although there was 
much informal help for the elderly in 
these rural areas, there was little 
overall leadership nor was there a 
linkage to the paid, professional sys­
tem of care for the elderly. It was 
also unknown what specific services 
for the homebound would be readily 
performed by community groups. 
The project also wanted to determine 
the type of administrative support 
needed for the recruitment and utili­
zation of community organizations as 
volunteers for the rural frail elderly. 

THE COMMUNITY ACTIVATION 
PROCESS 

The paid personnel for the project 
included three social work pro­
fessionals whose objective was to de­
velop the system of organizational 
volunteers to deliver services to the 
frail elderly in their communities. 
The manager of the project was re­
sponsible for coordinating organiza­
tional system development and link­
ing this resource with the existing 
formal service system. The two 
community organizers were assigned 
to develop and activate specific or­
ganizations within the communities 
through involvement with these or­
ganizations. 

As a first step, this approach re­
quired an inventory of the existing 
community organizations. After re­
viewing all traditional sources of list­
ings such as phone books, church and 
service directories, and other com­
munity information sources, the pro­
ject staff learned that more than 300 
established organizations existed in 
this rural county. Therefore, in the 
Fayette County population of 160,000 
people, there was a 1:533 ratio of 
organizations to people, and for the 
sub-population of 32,000 elderly, the 
ratio was 1:107 elderly. Since the 
organizations included service or-



ganizations such as churches, school 
groups, fraternal organizations and 
veterans groups, it was felt that re­
cruitment of organizations for the 
needs of the elderly would be feasi­
ble. 

Through letters about the project 
and its goals and with phone con­
tacts, the project staff made initial 
contact with 319 groups during the 
first two years of the project. More 
than half of the groups agreed to 
meet with project staff and discuss 
the project more fully. After getting 
some verbal interest from several 
groups in each community, the pro­
ject staff would arrange a meeting of 
the representatives of the community 
groups. These meetings were usually 
held near one of the groups such as 
the meeting place of a service club 
or a church hall. The purpose of the 
meetings was to obtain a verbal com­
mitment from the groups to partici­
pate in the project in some way. 
During the course of each initial 
meeting, the project staff explained 
the case-finding goals as well as the 
ongoing needs of the frail elderly. 
Cooperative services between the 
community organizations and the 
paid staff were emphasized, as well 
as the ability of each community and 
the organizations within that com­
munity network to creatively develop 
their own unique system of volun­
teerism for this group. Following 
meetings with the· community organi­
zations, 50 agreed to participate and 
subsequently the project staff ar­
ranged meetings with the members of 
these groups for the purpose of train­
ing and negotiation of the volunteer 
roles which they wanted to assume. 

A summary of the responsiveness 
to the activation process by all 319 
organizations that were contacted is 
shown on Table I. As the table 
shows, while more than 300 organiza­
tions were contacted by the project 
staff, 15 percent expressed willing­
ness to help the elderly, 11 percent 
actually performed services, and 5 
percent became ongoing service pro­
viders. As organizations continued to 

perform these roles, the retainability 
of the groups was determined. Thirty­
six of the fifty organizations that had 
made an initial commitment have 
been retained for more than a year 
and seventeen of these organizations 
have provided more than fifty hours 
of documented direct services on a 
regular monthly basis. 

ATTITUDES OF COMMUNITY OR­
GANIZATIONS TOW ARD VOLUN­
TEERISM 

During the beginning of the 
second year of the project, the staff 
sponsored a survey of the entire 
group of organizations that had been 
contacted by the project so that a 
better understanding of the recruit­
ment process could be determined 
and so that future organization re­
cruitment could be more efficient. A 
random survey of 42 organizations, 
stratified by type of organization 
(church, school, fraternal organiza­
tion, other) and geographical loca­
tion, was conducted using personal 
interviews of leaders of the organiza­
tions. The response rate was 71 
percent; the interviews were con­
ducted by two persons with social 
work experience who were not as­
sociated with the project. 

The purpose of the survey was to 
determine if the organizations' ex­
periences with volunteerism, atti­
tudes toward volunteer efforts and 
community networking, and/or their 
experiences and attitudes toward the 
particular group that the project 
wished to serve--the frail elderly-­
affected their responses to the pro­
ject staff recruitment efforts. The 
approach of the staff to the groups 
was also another issue which was 
analyzed to gather information for 
better targeting of staff efforts. 

The results of the survey gener­
ally showed that organizations in 
communities do volunteer work but 
usually restricted to members of 
their groups, and mostly to specific 
tasks done on an episodic basis. 
While there was cooperation at times 
among organizations, this coopera-
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... ... 

Table I: Community Organizations' Activation Responses 

1 2 3 4 
NUMBER NUMB!R PROVIDED ONGOING PROVIDED MORE THAN 
OF TYPE COMMITTED TO DIRECT SERVICE 50 HOURS OF 

SOLICITED PARTICIPATE TO OLDER PERSONS DIRECT SERVICE 

Church Affiliated 114 17 9 3 
Fraternal 107 11 9 5 
Social Action 42 3 3 1 
Veterans 20 5 1 1 
Business 20 2 2 1 
Youth or School 
Affiliated 16 12 12 6 

TOTALS 319 50 36 17 



tion tended to be among groups that 
were of the same organizational 
type, i.e. churches with churches. 

The sample of 30 organizations 
included 10 churches, 7 fraternal or­
ganizations, 7 ambulance and fire 
companies, 4 community organiza­
tions, and 2 youth groups in schools. 
The respondent was generally the 
president or other leader of the 
group. What were these groups' ex­
periences with volunteerism and their 
attitudes toward the project? While 
the majority (25 of 30 organizations) 
did volunteer work for their own 
members and twenty-one organiza­
tions indicated that they also did 
volunteer work with the elderly, it 
was clear that the volunteer efforts 
were more episodic than that re­
quired by the volunteerism project. 
The volunteer activities of the groups 
tended to be restricted in terms of 
scope, time, and extent of organiza­
tional involvement. They tended to 
be projects such as annual charitable 
events, food donations, or remember­
ing the sick in the hospital. This 
finding showed the project staff that 
the recruitment of organizations for 
a more sustained effort of volun­
teerism for the elderly, particularly 
for persons outside their own organi­
zations, would involve greater efforts 
than had previously been placed on 
volunteerism. 

Another organizational strategy 
of the project was the networking of 
community organizations within spe­
cific geographic areas. This was par­
ticularly important since distance 
and the costs of traveling are es­
pecially critical in this rural area. 
The project staff had held meetings 
of all organizations in each network 
area that had seemed interested in 
project participation. Therefore, fra­
ternal groups, churches of different 
denominations, school groups and 
community groups might all be repre­
sented for this discussion of the 
needs of the elderly. Since the net­
work approach had been important in 
the first contacts with the groups 
within their own communities, the 

respondents were asked about their 
attitudes and past experiences in 
working cooperatively with other or­
ganizations. Responses to the query 
showed that in their previous volun­
teer experiences, the organizations 
rarely worked jointly except with or­
ganizations of the same type. Fur­
thermore, the combining of organiza­
tional efforts like the volunteer ac­
tivities tended to be based on speci­
fic tasks rather than on-going rela­
tionships connected with regular pro­
grams of activities such as had been 
proposed by the Model Project staff. 

What were the attitudes of the 
organizations toward volunteerism on 
behalf of the frail elderly who were 
homebound in their communities? 
While 43 percent of the respondents 
felt that it was a good idea (on the 
premise that organizations should be­
come more involved with the el­
derly), one-third of the respondents 
had reservations about volunteerism 
with this population. They felt that 
volunteers were not as responsible or 
dependable as paid staff, that only 
certain people were capable of work­
ing with the frail elderly, and that 
volunteers did not have the training 
and expertise that this population re­
quired. 

Were there aspects of the Model 
Project itself and its strategies for 
organizing volunteer efforts that 
contributed to the responses of the 
organizations to the recruitment ef­
forts? The leaders of the organiza­
tions felt that the primary advan­
tages to the concept of the Model 
Project were the use of volunteers 
for companionship for the frail el­
derly, increased community involve­
ment with this population, and in­
creased self-worth for the individual 
volunteer. Their reservations about 
the project included those related to 
the need for special training, the 
time and effort commitment, and 
concerns that staff expectations of 
volunteers might be too high. 

ACTIVE VOLUNTEER ORGANI-
ZATIONAL INVOLVEMENT 

Of the 319 organizations con-
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tacted by the project staff, fifty 
chose to participate and 269 chose to 
decline. Of those organizations vol­
unteering, 72 percent began to de­
liver services to the frail elderly. 
What were the reasons for the other 
organizations' refusal to participate? 
Thirty-nine percent of the organiza­
tions did not participate since the 
leader was opposed to the project; 
therefore the staff was unable to 
learn the reactions of the organiza­
tional members. Fifteen percent did 
not participate due to members' lack 
of interest in the project and another 
twenty percent of the organizations 
were unable to participate due to 
organizational decline or the organi­
zation's commitment to other chari­
table projects. 

Other clues to the negative par­
ticipation rate were obtained from a 
survey which represented all organi­
zations contacted by the staff: lack 
of previous long-term volunteer ef­
forts; lack of substantive volunteer 
involvement with individuals who 
were not in favor of a sustained vol­
unteer program; and concerns about 
the feasibility of volunteers working 
with the frail elderly who were 
homebound. All of these issues as 
well as organizational issues con­
tributed to the responses of organiza­
tions to recruitment for the Model 
Project. 

The intergenerational aspect of 
the Model Project was an unantici­
pated consequence of the recruit­
ment efforts. Of the 36 organiza­
tions which became active partici­
pants, one-third were school clubs or 
youth organizations. The other or­
ganizations included one-fourth 
church-related and one-fourth fra­
ternal and/or ethnic organizations. 
Three social action groups, one vet­
erans' organization and two business­
men's organizations were also in the 
service provider groups. 

Training sessions for each com­
munity network were held in loca­
tions within each network area. The 
training focused on basic gerontology 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 39 
Fall 1983 

issues, communication skills with 
people during face-to-face encoun­
ters such as the home visits which 
the volunteers would be expected to 
make, and health issues important to 
the needs of the frail elderly such as 
CPR and first aid concepts. These 
training sessions were conducted by 
staff of the Area Agency on Aging 
and faculty of a local college. Dur­
ing the training session, the persons 
interested in volunteering also be­
came acquainted with the realities of 
working with the frail elderly and 
more familiar with each other and 
with the paid staff of the Model 
Project. 

During the period when the com­
munity networks within the county 
were first receiving training, pub­
licity in local newspapers and radio 
described the efforts of the volunteer 
organizations. Through the training 
and publicity, other organizations in 
other parts of the Fayette County 
area became aware of the project 
objective to recruit organizations to 
help the frail elderly. 

The training sessions also helped 
to build the base for subsequent regu­
lar meetings of the organizations 
with the Model Project staff member 
assigned to their area. These ongoing 
meetings helped to clarify problems 
that volunteers might be having with 
referrals, i.e., filling out forms, mak­
ing appropriate referrals, or follow­
ing up on individual clients. The 
meetings also evoked suggestions to 
the staff for improvements of ser­
vices and procedures. 

What did the volunteer organiza­
tions actually do for the homebound 
frail elderly? During the initial con­
tacts of Project staff with organiza­
tion leaders and later in the com­
munity meetings of the networks, the 
staff encouraged creativity and flexi­
bility in the volunteer activities. It 
seemed that there were many tasks 
which community groups could do to 
help the frail elderly, such as escort­
ing them to the doctor or dentist, 
visiting with them or telephoning 
them. The organizations proved ef-



fective and interested primarily in 
two types of activities: case-finding 
and direct contact in the form of 
visiting the elderly person and, to a 
lesser extent, telephone assurance. 

The outreach role was very sig­
nificant since the professional paid 
staff of the Area Agency on Aging 
had not been able to contact as many 
of this population as community per­
sons were able to reach. Organiza­
tions readily fulfilled an outreach 
role by identifying and referring 
older people in the communities to 
the Area Agency on Aging. From the 
beginning, organizations provided 
staff with names of people who they 
believed needed to be helped, and 
over the course of the project's first 
two years, the organizations identi­
fied nearly 442 individuals, of whom 
256 (58%) had not been identified 
previously by the formal service net­
work. In comparison, the Area 
Agency on Aging was serving 404 
homebound Fayette County residents 
who were seventy-five years of age 
or older in December 1980, the 
month before the project's activation 
process began. During the project, 
organizations identified a new group 
of clients to the aging services sys­
tem equalling 63% of the pre-project 
total. 

In addition to the increase in 
numbers of this population being 
identified by the volunteer organiza­
tions, the type of person being served 
also changed so that a more repre­
sentative mix of the frail elderly was 
being identified and served. Al­
though 221 of the clients identified 
had received services from the pro­
fessional aging system, the volunteer 
organizations helped these persons 
receive more comprehensive services 
through their participation. An in­
creased proportion of clients from 
the most rural and most isolated 
parts of Fayette County were identi­
fied through the use of community 
volunteers. For example, AAA­
funded senior citizen centers in Fay­
ette County are located in the seven 
largest poulation centers, and carry 

on limited outreach activities outside 
of those towns. Prior to the project 
only 32.7% of the pre-project clients 
lived in the smaller communities of 
the county which did not have senior 
citizen centers. However, 52.9% of 
the individuals identified by Project 
organizations lived in communities 
that did not have senior citizens cen­
ters. 

The organizations succeeded in 
two types of service roles. First, 
they could establish and maintain on­
going personal contact with specific 
individuals, and second, they could 
conduct periodic special community 
projects for the elderly in their com­
munities. The former activity was 
developed as a program entitled 
"Adopt a Friend," using a format 
through which group members pro­
vided regular telephone contact and 
weekly visits, and performed house­
hold tasks and errands for the older 
persons. This service format became 
an almost family-like support which 
responded to a variety of the 
"adopted" individual's needs. 

The second service role was more 
time-limited. Special community 
projects which included county-wide 
spring yard cleanups were organized 
by groups in various communities of 
the county. Organizations also pro­
vided parties and entertainment for 
elderly in their private homes as well 
as in senior citizen centers during the 
holiday seasons. 

During the first two years of the 
project, 261 elderly persons received 
a total of 2,426 hours of friendly 
visiting by volunteers. Forty home­
bound elderly received 1,717 calls on 
a daily basis for telephone reassur­
ance. Forty-one elderly persons had 
282 hours of assistance with house 
and yard maintenance. Thirty-six 
others had participated in special re­
creational events in their homes or in 
senior citizen centers. 

COMMUNITY WIDE COORDINA­
TION 

The earlier statement of project 
goals indicated that the first two 
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goals were to activate organizations 
and match these organizations with 
individual older persons. As previous 
discussion shows, activities related to 
these goals, although arduous, began 
to show notable success during the 
first two years of the project. How­
ever, in addition to far-reaching re­
cruitment efforts and consciousness­
raising strategies aimed at promoting 
organizational awareness of the 
elderly in communities, the achieve­
ment of the third project goal (the 
coordination of organizations' activi­
ties with the elderly) was vital. 
Therefore, the organizational dy­
namics of this project included a 
strong emphasis on creating a project 

. infrastructure that would facilitate 
inter-organizational communications, 
ease volunteer linkage with resources 
and systematize client processing 
through the system, as well as estab­
lish a construct for maintaining the 
activity after the Model Project 
phase ended. 

As an initial coordination strategy 
prior to activating the project, staff 
had established a project coordina­
ting committee of thirty-three key 
professional and consumer inform­
ants. This committee met every two 
months to review progress and pro­
vide advice to the staff. In addition, 
the committee sponsored publicity 
efforts and annual public hearings to 
promote community awareness of and 
participation in the project. 

Another leadership coordination 
technique was a process of net­
working the community organizations 
to achieve activity coordination lo­
cally and benefits countywide. Staff 
identified six geographic sectors or 
networks within the county and as­
signed organizations as members of 
the network in which they were lo­
cated. Subsequently, each network 
of organizations met on a monthly 
basis to share information about ex­
periences, collaborate on techniques 
and establish joint projects and ac­
tivities. 

These network organizations have 
also evolved into linkages between 
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the homebound elderly and the pro­
fessional system of aging services. 
The leadership and advocacy role was 
encouraged among the network par­
ticipants in the interest of frail el­
derly and representatives were added 
to the Coordinating Committee. 

After about a year of network 
activities, relationships among or­
ganizations became patterned 
through the monthly meetings and a 
stratification of their various com­
plementary roles became apparent. 
Knowing this, a: final coordinative 
project activity could commence, 
that of service system amalgamation. 

SYSTEM AMALGAMATION 
The AAA did not want this pro­

ject to result in a free-standing vol­
unteer system separate from the sys­
tem of professional service providers. 
In addition, an analysis of the re­
ferral patterns of individuals identi­
fied and assessed during the project 
revealed that in 63% of the cases 
clients could appropriately be sus­
tained by family and friends if oc­
casional guidance were made avail­
able by professionals. In another 25% 
of the cases, assessments recom­
mended professional intervention, 
while the remaining 12% seemed able 
to maintain themselves in their own 
homes if a community organization 
were available to provide ongoing 
contact and periodic assistance with 
household tasks. 

Neither system without inter­
acting with the other could provide 
adequate or comprehensive assis­
tance to the elderly. Without an 
effort to maintain the volunteer re­
sources, the agencies could antici­
pate a greatly increased workload. 
Therefore, a process of amalga­
mating community organizational 
volunteers and professional agencies 
was initiated. 

The Project Coordinating Com­
mittee already was a demonstration 
of this amalgamation concept. In 
that committee, professionals, com­
munity organization leaders and con­
sumers caucused together to discuss 



and advise the Model Project staff. 
Therefore, as the Project networks 
became stabilized, staff invited lead­
ers of the agencies that served the 
elderly to join the volunteers in net­
work meetings. Since the network 
meeting agendae focused on serving 
the needs of specific individuals and 
clusters of older people, that format 
allowed staff to direct formal/ 
informal resource amalgams toward 
the target elderly. In other words, a 
resource amalgam for a single client 
might include a case assessment and 
service plan developed by a pro­
fessional agency as well as delivery 
of various services by both formal 
service agencies and organizational 
volunteers, each in appropriate roles. 

Service planning for Fayette 
County homebound elderly adapted to 
this amalgamated pattern in the pro­
ject's second year. Formal organiza­
tions that had been unable to address 
all the multiple needs of the home­
bound elderly now are beginning to 
regard the volunteers as a useful re­
source for supplementing agency ac­
tivities. Early in the project the 
organizational volunteers had recog­
nized the need of the homebound 
elderly for professional intervention 
for certain problems and they were 
pleased when professional resources 
were provided to people whom they 
had identified but who had not re­
ceived agency service prior to the 
project. 

In order to assure the mainten­
ance of the newly developed service 
system beyond the termination of 
Federal funding for the project, the 
Area Agency on Aging formalized 
this resource amalgamation ap­
proach. All agencies applying for 
program funding in 1984, the post­
project year, have been required to 
negotiate agreements with Model 
Project community organizations. 
These agreements specify ref err al 
patterns and case handling alliances 
and define service delivery objectives 
that will be shared by the organiza­
tions and the service agency. Both 
provide specific amounts and types of 

services to the senior citizens in 
their target communities, appropri­
ate to the special capacities of the 
agencies and organizations. Through 
this technique the agencies are being 
required to facilitate on ongoing or­
ganizational volunteer system as a 
prerequisite to receiving funding 
from the Area Agency on Aging. The 
enforcement of this multi-resource 
program for the elderly is consistent 
with the project experience that both 
professionals and volunteers are 
needed in coordinated action in order 
to provide a comprehensive system of 
service to the older citizens of the 
county. 

Through this process the South­
western Pennsylvania Area Agency 
on Aging has been able to ascertain 
the realistic potential for community 
organizations to participate as oper­
ants in a service system for the 
homebound elderly of Fayette 
County. 

While more concrete conclusions 
require analysis of the amalgam that 
has been created as it operates over 
the next few years, the preliminary 
conclusions of this effort are that 
organizational volunteers can: 

1. Identify a large number of 
homebound older persons who re­
side in their communities; 

2. Assume responsibility for main­
taining contact with these persons 
and providing a communications 
link between these persons and 
professional service providers; 
and 

3. Provide a measurable amount 
of service to the homebound el­
derly, of an interactive but non­
technical nature. 

RECOMMENDATIONS 
Based on the three years of ac­

tivation and implementation of a sys­
tem of volunteer organizations, the 
Model Project discovered many of 
the strengths and limitations of this 
approach to volunteerism. During any 
activation process, several aspects of 
recruitment should be considered: 
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1. What are the goals and expec­
tations for each organization as a 
volunteer? 

2. What are the capabilities of the 
organization to participate? 

3. What are the capabilities of the 
individuals who are members of 
the organization? 

4. What is the potential match be­
tween the needs of the client pop­
ulation, the organization's capaci­
ties and interests, and the staff 
needs for help with this popula­
tion? 
Following an initial inventory of 

potential organizations for participa­
tion in a volunteer program such as 
the project for the frail elderly, addi­
tional screening can be done includ­
ing the following issues: 

1. What organizations are most 
likely to be interested in working 
with the target volunteer popula­
tion? 

2. What are their past experiences 
working with this population? 

3. Do they have an existing ser­
vice program which can link to 
the volunteer project? 

4. What are the perceived needs 
of the client population? 

5. Which of those needs do the 
volunteer organization wish to 
fulfill? 

6. In what form do they wish to 
fulfill these needs? 

7. What types of training are 
needed? 

8. What types of staff support are 
needed? 
The experience of this project in­

dicates that social welfare organiza­
tions (guided by policy statements for 
improving the quantity and quality of 
social services with volunteers) need 
to approach this task critically. This 
project has shown that in this rural 
area most volunteer organizations 
willing to be involved were youth and 
school groups and church-related 
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groups. The individuals volunteering 
for the project were more likely to 
be the "young old" (60 and older) and 
adolescents; other age groups did not 
volunteer with the same interest and 
frequency. This pattern may be at­
tributed to the many family and eco­
nomic obligations during these mid­
dle-aged periods of life, and volun­
teer commitments to other groups. 

Volunteer organizations of adoles­
cents and the older volunteers, while 
possessing certain important quali­
ties, have inherent limitations as a 
volunteer pool. They are usually less 
independently mobile and are limited 
in the kinds of tasks they can do with 
confidence and to the satisfaction of 
the elderly client. While the ideal 
prototype of volunteer task mix may 
include personal services such as 
homemaking, shopping, transporta­
tion and housecleaning, the volun­
teers that were recruited for this 
project did not prefer these activities 
or were not prepared for the reac­
tions of the elderly clients toward 
non-family members doing these ser­
vices. Instead, companionship and 
other non-intrusive services were 
the pref erred services for both the 
volunteer and the client population. 

In addition to these considerations 
of quality of services, the project 
indicated that an intensive com­
munity organizing effort was needed 
to maintain a quantity of volunteer 
services which is meaningful in terms 
of impact on the overall system. The 
quantity of volunteer services pro­
vided was significant, however the 
services were not the type which 
could be substituted for existing pro­
fessional services. In fact, organiza­
tional volunteers seemed to be most 
effective at identification of addi­
tional persons needing professional 
services, advocacy on behalf of the 
needs of the frail elderly, and provid­
ing non-intrusive direct services such 
as companionship on an ongoing basis. 
For a smaller proportion of the 
clients, organizational volunteers did 
act as a linkage with the formal 
system in supplementing the formal 



system's services. Finally, organiza­
tional volunteers appeared unwilling 
to provide significant quantities of 
services to clients who needed per­
sonal services such as personal care, 
shopping, and meal preparation. 

In summary, this project demon­
strated that even within a poor area, 
community organizations did provide 
volunteer resources to assist in the 
support of a dependent population. 
However, in order to effectively mo­
bilize rural communities for volun­
teerism, the project experience sug­
gests that social welfare organi­
zations must first understand the fol­
lowing: 1) the strengths and limita­
tions of the potential pool of volun­
teers; 2) the various needs of the 
client population to be served; and 
3) the socioeconomic, cultural and 
geographic characteristics of their 
service area. 

FOOTNOTES 

1Gerald Caplan, "The Family as a 
Support System" in Caplan and 
Killilea (eds.), Support Systems and 
Mutual Help: Multidisciplinary Ex­
plorations (New York: Grune 
Stratton, 1976). 

2carol A. Hogue, ''Support Sys­
tems: A Model for .Research and 
Services to Older Americans," Paper 
presented at the Gerontological 
Society Meeting, New York: October 
15, 1976. S. Cobb, "Social Support 
as a Moderator of Life Stress," ~ 
chosomatic Medicine, 38(5): 300-314, 
(1976). A. Dean and N. Lin, "The 
Stress-Buffering Role of Social Sup­
port," J oumal of Nervous and Mental 
Disease, 165(6): 403-417, (1977). 
H.Z. Lopata, ''Support Systems of El­
derly Urbanites: Chicago of the 
1970's," The Gerontologist, 15(1): 35-
41, (February 1975). 

3 Anna H. Zimmer, ''Strengthening 
the Family as an Informal Support for 

Their Aged: Implications for Social 
Policy and Planning," Community Ser­
vice Society of New York, November 
17, 1978. 

4James J. Callahan, et. al. "Re­
sponsibility of Families for Their 
Severely Disabled Elders," Health 
Care Financing Review, (Winter 
1980), 29-48. Ethel Shanas, "The 
Family as a Social Support System in 
Old Age," The Gerontologist, 19(2): 
169-174, (1979). R. Kulys and Shel­
don s. Tobin, "Older People and Their 
Responsible Others," Social Work 
(March 1980), 138-145. Marjorie 
Cantor and Johnson, Jeffrey L., "The 
Informal Support System of the 
'Familyless' Elderly--Who Takes 
Over," Paper presented at the 31st 
Annual Meeting of the Gerontological 
Society, Dallas, Texas, 17 November 
1978. 

5Herbert J. Pigman, ''Service 
Clu'bs: Catalysts for Community Ac­
tion," Human Development News, 
(February-March 1983), p. 5. Abra­
ham Monk, "Family Supports in Old 
Age," Social Work (November 1979), 
533-538. Clingen, Donald F ., Aging 
Persons in the Community of Faith, 
The Institute of Religion and Aging 
(Indianapolis, October 1980). 

6Phyllis Ehrlich, ''Service De­
livery for the Community Elderly: 
The Mutual Help Model," Journal of 
Gerontological Social War~ 2(2): 
125-135, (Winter 1979). Illinois Hu­
manities Council and the National 
Endowment for the Humanities, Be­
cause Somebody Cares, a film, Terra 
Nova Films, Inc. (Tinley Park, Ill., 
1980). Sheldon S. Tobin, "The 
Church: Successful Service Provider 
to the Elderly?" Human Develop­
ment News (May 1982). 

44 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983 



Building Partnerships with Corporations 
Jacqueline M. Gouse and Judith V. Helein 

In the Summer 1983 (1,4) issue of THE 
JOURNAL, Gayle Jasso's article "In 
Search of Volunteers: How to Crack 
a Major Corporation" gave the cor­
porate point of view of recruitment 
eff arts by volunteer programs. The 
following article affirms and expands 
Ms. Jasso's ideas, and gives another 
perspective. 

The conference resulted in the 
establishment of a "Coalition for 
Corporate Community Involvement" 
composed of representatives from 28 
state and local human service agen­
cies and private nonprofit organiza­
tions located in Fairfax County, in 
conjunction with VAC. The member­
ship of the Coalition included approx­
imately 10% of the constituency of 
the Voluntary Action Center. The 

Involvement of corporations in members decided to work together in 
the community has become increas- approaching corporations in order to 
ingly important as organizations and share resources, represent a broad 
agencies recognize the need for new range of volunteer opportunities for 
sources of support. employees, and avoid making repeti-

The Voluntary Action Center of tive contacts with corporations. Be­
Fairfax County Area, Inc. (VAC) has cause it is a non-profit corporation 
long been aware of vast untapped which provides a central clearing­
volunteer resources among employees house for the development, organiza­
of large businesses and corporations tion, coordination, and recognition of 
throughout the area. At the special volunteer activities, VAC was chosen 
urging of professional Volunteer Co- by the Coalition as the proper central 
ordinators, VAC, in conjunction with representative for the direction of 
The MITRE Corporation, sponsored a corporations to appropriate agencies 
one-day symposium in February 1981 or organizations in need of the par­
for volunteer managers of human ser- ticular interests, talents, and skills of 
vice agencies and organizations in each corporation. Since the clearing­
the Washington Metropolitan Area. house is normally a function of VAC 
The subject of this symposium (held between agencies and individuals, the 
at the MITRE facility at Westgate in information necessary to fulfill this 
McLean, Virginia) was "Volunteer purpose was already on file. 
Managers Symposium; Building Part- The Coalition was formed to 
nerships with Corporations." In at- serve both the members of the Fair­
tendance were 75 Volunteer Coor- fax County Volunteer Coordinators' 
dinators from throughout the Metro- Roundtable and corporations in the 
politan area. Fairfax County Area. The Coalition 

Jacqueline Gouse is a Board Member of the Voluntary Action Center of 
Fairfax County Area, Inc., as a Volunteer Specialist in Corporate Community 
Affairs. She is also Co-chairman of the Education Committee of the Fairfax 
Community and Corporate Link. Her previous volunteer experiences include 
working with the National Building Museum in Washington, D.C., with school 
systems in Pennsylvania and Massachusetts and Girl Scout leader in Massa­
chusetts. Judith V. Helein is Executive Director of the Voluntary Action 
Center of Fairfax County Area, Inc. 
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would serve members of the Round-
table by: . 

1. providing up to date mforma­
tion on corporations for agencies; 
and 
2. informing corporations of the 
needs of agencies. 

The Coalition would serve corpora­
tions by: 

1. providing information on volun­
teer opportunities in the com­
munity; 
2. focusing attention on acute 
community needs, i.e., areas in 
which corporate community rela­
tions support could be most ef-
fectively applied; and . 
3. serving as the central pomt of 
contact for providing assistance 
to corporations in the areas of: 
a) informal seminars; 
b) new employee community ori­
entations; 
c) pre-retirement seminars or 
segments of these; 
d) public recognition; 
e) guidance and counseling in es­
tablishing a corporate employee 
volunteer program; and 
f) articles in newsletters. 

INITIAL SURVEY 
The first project undertaken by 

the Coalition in July 1981 was a 
survey of the 78 largest corporations 
in Fairfax County. There were ap­
proximately 30 returns from the ini­
tial mailings and follow-up phone 
calls. In January 1982, the survey 
and accompanying letter were re­
vised, and the corporations t1J.at had 
not responded were contacted. 

Of the 78 corporations surveyed, 
46 ultimately responded, larger cor­
porations more often than smaller. 
Survey results indicated that the c~r­
porations' main areas of community 
service were: education, with per­
forming arts a close second, followed 
by recreation, fine arts, health and 
mental health. Criminal justice was 
given a low priority. It was also 
reported that company employees are 
frequently recognized for. achie~e­
ment in volunteer community affairs 

by articles in newsletters or by finan­
cial and/or in-kind service support to 
the agency or organization with 
which the employee-volunteer is as­
sociated. 

The results of the survey were not 
unexpected or especially revealing, 
but this survey did fulfill its second­
ary purpose of serving as an intro­
duction of the Coalition. This re­
sulted in several corporations work­
ing with the Voluntary Action Center 
to create an awareness among em­
ployees and their families of the vol­
unteer opportunities in the com­
munity. Corporate involvement has 
taken many different forms, depend­
ing on the needs of each corporation. 

SAMPLE PROJECTS 
Programs offered by the Volun­

tary Action Center of Fairfax County 
to area corporations have included 
Volunteer Fairs sponsored by AT&T 
Long Lines, Honeywell, and MITRE 
Corporation and held on site at the 
corporations between the hours of 
11:00 a.m. and 2:00 p.m. These Fairs 
provided employees with the oppor­
tunity to find the best place in the 
community for their time and tal­
ents. The categories of available 
assignments included education, arts, 
recreation, health, mental health, 
public relations, research, counseling, 
administration, environmental con­
cerns, and group activities. The 
Fairs were widely publicized by 
means of posters, flyers, and articles 
in the corporate newsletters. 

VAC also offered a Townhall Pre­
sentation sponsored by the BDM Cor­
poration. Employees gathered for 
lunch and a program on volunteerism 
featuring the Directors of the Volun­
tary Action Centers in Fairfax and 
Prince William Counties. 

Employees of corporations have 
been kept informed of volunteer op­
portunities through articles written 
by the V AC and published in em­
ployee newsletters or volunteer op­
portunity articles posted on bulletin 
boards. Pre-retirement seminars 
have included a segment on volun­
teerism. 
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Groups of employees have spon­
sored parties for residents at the 
Northern Virginia Training Center for 
the Mentally Retarded, participated 
in the Northern Virginia Special 
Olympics, sponsored fundraising 
events for many organizations and 
contributed to a worthy area project 
instead of exchanging Christmas 
cards. 

For eight consecutive years, 
Woodward and Lothrop and Germaine 
Monteil Cosmetique Corporation co­
sponsored the Volunter Activist 
Awards Program of the Metropolitan 
Area which recognizes the contribu­
tions of outstanding volunteers in the 
community. In 1983, four additional 
corporations contributed to support 
this program. 

In 1983 the MITRE Corporation 
initiated a project of crop sharing for 
the gardening season. Employees de­
posit their surplus garden products in 
bushel baskets located in the corpor­
ation's lobbies. The Voluntary Action 
Center identifies shelters and or­
ganizations in need of the food, and, 
when necessary, assists in the distri­
bution. This project has since been 
expanded to include three corpora­
tions in the Crop Sharing Project. 
Continued expansion of this program 
is anticipated. 

The Xerox Corporation hosted a 
memorable Christmas party for three 
and four year olds from the Head­
start Program of the Fairfax County 
Public Schools. 

Corporations have donated in-kind 
services such as typing, printing of 
flyers, and used office furniture and 
equipment; and many have made 
financial contributions to organiza­
tions in recognition of employee in­
volvement in the community. 

EXPANDING CORPORATE IN-
VOLVEMENT 

While working with corporations, 
the Coalition discovered that effec­
tive corporate involvement required 
more extensive participation by in­
dividuals. This is due in part to the 
time it takes to develop a program 
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tailored to the corporation's needs. 
THE VOLUNTARY ACTION CENTER 
FEELS THAT FULFILLING EACH 
CORPORATION'S INDIVIDUAL 
NEEDS PRODUCES THE BEST RE­
SUL TS. 

A larger umbrella organization 
was deemed essential by the Coali­
tion, so the Voluntary Action Center, 
the Volunteer Coordinators' Round­
table, and the Department of Ex­
tension and Continuing Education, 
with assistance from the Center for 
Volunteer Development at Virginia 
Polytechnic Institute, united to form 
the "Fairfax Community and Cor­
porate Link." The mission of the 
Link group was to encourage in­
creased corporate volunteerism in 
order to improve the quality of life in 
Fairfax County through the establish­
ment of a corporate volunteer coun­
cil. Monthly meetings were held dur­
ing which members of the Link group 
reviewed VAC's corporate survey sta­
tistics, shared ideas on the needs of 
the community and the most ef­
fective ways of establishing a coun­
cil, and conducted a telephone survey 
and study of existing corporate vol­
unteer councils. 

From the council study and sur-
vey, it was learned that: 

1. The majority of the Corporate 
Volunteer Councils were planned 
and organized by the joint efforts 
of Corporate Community Rela­
tions Directors and Directors of 
Voluntary Action Centers. 
3. No council has been in exis­
tence longer than five years and 
all are finding it difficult to at­
tract smaller companies. 
4. The councils are continuing to 
expand their services (i.e., news­
letters, volunteer awards, cor­
porate retirement volunteer pro­
gram, etc.) 
Based on the findings of the coun­

cil study, which substantiated VAC's 
experiences in working with the cor­
porate sector, a planning meeting has 
been scheduled for September 1983 
to establish a corporate volunteer 
council in Fairfax County. 



APPROACHING CORPORA TIO NS 
Throughout this process, V AC has 

continued to work with area corpora­
tions to establish trustful relation­
ships with members of the corporate 
community who share an interest in 
volunteerism. Through research, 
practical experience, successes and 
failures, guidelines for contacting 
corporations with a view toward es­
tablishing effective partnerships have 
been developed. 

As previously stated, the Volun­
tary Action Center feels that ful­
filling each corporation's needs pro­
duces the best results. This requires 
an understanding of corporations in 
general, as well as corporations as 
individuals. 

In general, a successful corpora­
tion is well-organized, well-managed 
and efficient, makes the best use of 
its facilities and resources (financial 
or human), and has carefully thought 
out flexible plans for the present, the 
near future, and the long range. As a 
result, it is able to improve business, 
increase profits, and survive in a 
highly competitive society. 

Corporations are aware of their 
responsibilities to the communities in 
which they and their employees are 
located. There may be several rea­
sons for their involvement in these 
communities, including their aware­
ness of the significant cutbacks in 
Federal funds. Corporations-­
especially consulting firms and those 
whose existence depend wholly or 
partly upon the government or who 
are affected by government regula­
tions and legislation--realize the 
meaning of this since it may be af­
fecting them directly and/or in­
directly. They are concerned with 
tax situations both for themselves 
and their employees and are con­
cerned about recent funding cutbacks 
as a cause for tax increases or aban­
donment of worthwhile programs. 

Opinion leaders across the nation, 
including business executives, firmly 
believe that the corporation must 
meet certain social responsibilities in 
addition to being an economic insti-

tution. The majority also believe 
that business has at least a fair 
amount of responsibility for assuming 
various social, cultural, and educa­
tional programs formerly provided by 
the Federal government. A 1982 
study asked this question in relation 
to both donations fnd special pro­
gram development. 

Management desires a quality en­
vironment for emplorees. With the 
involvement of their corporations, 
new resources, skills and experience 
may be tapped to improve health 
care while reducing costs; the quality 
of education; the cost, efficiency, 
and safety of transportation systems; 
the quality and availability of suit­
able housing; or to assist in lowering 
the crime rate. 

Corporations are concerned with 
employee morale. Corporate in­
volvement has often been requested 
by employees or members of their 
families since it provides them with a 
sense of belonging to a community. 
For those who move about the coun­
try, volunteering may mean the dif­
ference between feeling comfortable 
and at home rather than feeling like 
a transient and outsider living in an 
unfriendly atmosphere. Attempts at 
creating a family within the work­
place testify to existing loneliness. 
Statements supporting this reason for 
volunteering have been reiterated by 
prospective volunteers at our cor­
porate volunteer fairs. 

Both employees and corporations 
are concerned with the company's 
image. It does not hurt to be known 
as a "corporation with a heart," as 
one visitor to MITRE commented 
upon seeing the bushel basket for 
their crop sharing project. 

The end result is to be empha­
sized. It means good business. Pro­
ductive communities mean customers 
with purchasing power and the po­
tential for attracting and keeping 
competent employees. 

Keeping the reasons for corporate 
involvement in mind, the next logical 
step is how to deal with the business 
world. 
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KNOW THE CORPORATION 
What is the Company's financial 

situation at present? According to 
the Dun and Bradstreet Corporation, 
more businesses failed during the last 
week of August, 1982, tha~ in any 
week since the Depression. Forty­
three banks failed in 1982. Times 
have been difficult for many corpora­
tions, and requesting funds or as­
sistance may best be postponed until 
business improves. However, there 
may be a situation where this is not 
the case. In time of layoffs, it may 
be possible for a company to pay 
workers to work in the community 
(for example, to renovate city build­
ings) until business picks up. This 
saves a business the expense of firing 
and hiring ov\r a relatively short 
period of time. 

What are the procedures for ap­
plying for funds? In some companies, 
there is a specific time of the year 
when all requests are considered and 
acted upon while others may act upon 
submissions at regular intervals. 
Most corporations receive thousands 
of requests over the period of a year. 
They are not interested in "boon­
doggles" and do not look kindly upon 
non-specific, poorly written, or 
lengthy requests. When dealing with 
businesses, professionalism is es­
sential. For requesting financial sup­
port, a few clear and concise sen­
tences stating a brief description of 
the agency, the amount desired, and 
the specific use to which the funds 
will be put is generally acceptable. 
Including percentages for the break­
down of expenditures as well as ac­
tual dollar amounts may improve re­
sults. 

Decisions in major corporations 
are of ten made by one or two per­
sons. A recently retired "decision 
maker" for the Gulf Oil Corporation 
felt that the best entrance to a cor­
poration is through the president. In 
many instances, he makes the de­
cision and is well aware of situations 
and causes. The majority of the 
heads of large corporations are from 
modest backgrounds and have 
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climbed the ladder by a great deal of 
hard work. Assuming that they don't 
understand or aren't doing anything is 
a mistake. 

HOW CAN YOU FIND POTENTIAL 
DONORS? 

The Washington Business Journal 
is a good source of information about 
corporations in the Washington area. 
Similar publications exist in other 
major cities, as well as business mag­
azines and local newspapers that re­
port information about recently 
awarded contracts, and the state of 
area businesses, i.e. which corpora­
tions are expanding or moving, which 
are in bankruptcy, and the involve­
ment of the corporations and their 
management in volunteer community 
projects. 

Sources for researching the pri­
ority areas of interest of various 
companies are their annual reports, 
the business section of the library, 
newspapers, business journals and 
magazines, as well as employees at 
all levels of the corporation. If you 
know one person you have a con­
nection. Approaching a corporation 
which has no interest in mental 
health and asking them to contribute 
to a new wing for the mental health 
facility is a waste of time. Instead, 
appeal to their obvious interests--at 
least for the initial contact. 

Role reversal, or putting yourself 
behind the desk of the corporate ex­
ecutive who must keep the interests 
of the corporation as a priority, and 
thinking in terms of justifying and 
matching community needs may be 
effective. The corporation that do­
nates millions each year to education 
expects to benefit from a well­
educated citizenry. In this way both 
self-interest and the common good 
are satisfied. Acknowledge the com­
pany's need for efficiency and pro­
fitability while helping the corpora­
tion to understand the community's 
social needs and its possible role in 
meeting them. Develop a positive 
attitude to show that the agency has 
something to offer the corporation. 



Replace the idea of charity with that 
of investment, particularly invest­
ment in a better community to live, 
work and do business. 

Corporations generally prefer 
professional, efficient, cost-effective 
programs, programs from which they 
or their employees will benefit, and 
bootstrap-type programs. They be­
lieve in the adage: "If you give a 
person a fish, you feed him for today. 
If you teach him to fish, you feed him 
for a lifetime." Education, in the 
broadest sense, is a top priority for 
most large corporations. 

KNOW WHAT YOU WANT 
Before approaching a corporation, 

know specifically what you want 
from it. Most of the time, agencies 
are responding to crises. While this 
situation cannot be completely al­
tered, it can be improved upon by 
crisis prevention which under­
standably requires a great deal of 
time and planning. Learn from the 
successful corporation and develop a 
plan for the future as well as for the 
present. Consider anticipated needs 
of the agency two years or five years 
from now. Set goals. 

Develop a plan with priorities and 
dreams. If a corporation were to 
donate $5,000 how could it be spent 
most effectively? (Though this 
amount may appear unrealistic, it 
serves to stimulate the planning pro­
cess and encourage the setting of 
goals). If a full-time staff person 
were to join the organization, how 
would this person be used most ef­
fectively? 

When dealing with corporations, 
time is money. The person you are 
speaking with may be in the midst of 
a "fire drill" or a $4 or $5 million 
dollar project. Being specific and 
concise will save valuable time. The 
June 14, 1982 Washington Business 
Journal published an article on an 
effective written business plan which 
is also suitable for agencies and or­
ganizations. The plan should include: 

• a description of the agency 
which includes an organizational 
chart; 

• a description of the services and 
programs offered; 
• a complete history, which in­
cludes a financial history and an 
outline of the growth record; 
• planned detailed financial pro­
jections for 1, 3, and 5 years; 
• an independent auditors review. 
Companies seek an outside objec-

tive review of business plans, because 
outsiders can more readily identify 
the weaknesses in the plan. Budget­
ing (determining how money should 
be allocated) is often secondary to 
financing (obtaining money), because 
a company cannot decide how to 
spend money until it has the money 
to spend. On the other hand, in­
vestors rarely lend their money un­
less a company can show how the 
money will be budgeted. 

The most important aspect of in­
ternal business planning is under­
standing and clearly defining the 
market in which a company will sell 
its product or service. The ability to 
sell is what drives everything else. 
For the corporation, planning in­
volves studying its different busi­
nesses, determining which have the 
most competitive strength or po­
tential, and then redistributing cor­
porate outlay accordingly. All of this 
may be translated into the non-profit 
organization's world and will be ef­
fective and impressive to any corpor­
ation. Corporations expect service 
agencies to be run in an efficient, 
cost effective way. 

When organizations begin thinking 
of approaching corporations, their 
first thought is of the business 
wor Id's money; however, their most 
valuable resource may well be hu­
man: their employees. 

Social welfare organizations are 
facing the severest budget cuts, es­
pecially those organizations that fund 
job programs, day-care centers, and 
other projects which are piggybacked 
on Federal funds. These charities 
frequen5ly do not appeal to corporate 
donors, yet employee volunteer pro­
jects such as the examples offered by 
the V AC of Fairfax County may at-
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tract the attention of the corpora­
tion. 

When an employee of a corpora­
tion is a volunteer, satisfyingly in­
volved in serving an organization, it 
is quite probable that other em­
ployees may be convinced to vol­
unteer, too. In addition, it is not 
uncommon for corporations to give 
special consideration to those or­
ganizations with which their em­
ployees are associated when it comes 
to financial donations or other re­
sources. Such personal relationships 
are the most effective in winning 
support, therefore patience and in­
tegrity in the development of per­
sonal relations cannot be over­
emphasized. It may take a year to 
establish credibility, develop respect, 
and earn the confidence of a corpora­
tion. Having the top management 
involved and interested is a tre­
mendous asset. This can be ac­
complished initially by a phone call 
to the secretary of the president. It 
is important to develop a good rela­
tionship with this person who is a 
wealth of information and can make 
contacts easy or difficult. The sec­
retary knows the corporation, staff, 
departments, branches, policies, and 
can steer one in the right direction. 
The secretary will not be the ul­
timate "decision-maker" but can help 
or prevent one from making the pro­
per contacts. Polite persistence is 
important here. 

With success in dealing with a 
corporation, follow-ups and recogni­
tion are appropriate. A few sen­
tences of appreciation of the services 
of an employee-volunteer may lead 
to further support. It is not always 
necessary in this circumstance to 
mention names; instead, include the 
type of service performed. Written 
expressions of thanks for funds re­
ceived will have a positive effect, 
especially if a cost-effective use of 
the funds is mentioned. In one Fair­
fax County case, a note from a senior 
citizens group stated that the money 
received was used to transport 
seniors to volunteer activities, an ex-
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ample of cost-effectiveness appreci­
ated by business. 

In summation, the most important 
points in building partnerships with 
corporations are: 

1. Personal relationships are the 
most effective. 
2. Professionalism is essential. 
3. To measure a corporation for 
giving, put the tape measure 
around their leaders' heads, not 
their hearts. 

FOOTNOTES 
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Corporate Volunteer Council in Fair­
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AHEAD, November 15, 1982. 

3New York Times, September 2, 
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4Private Sector Initiatives: AZ­
tematives for Action (NAM). 

5wall Street Joumal, October 26, 
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"Citizens Inside: Supporting Teamwork" 
Susan J. Ellis and Katherine H. Noyes 
Corrections Today, Vol. 45/No. 3, June 1983 

This article was written to educate the correctional professional about the 
effective use of volunteers in prisons. The authors draw on their knowledge 
of volunteers and volunteer program operations to present a clear, concise 
overview of the do's and don'ts in developing and managing volunteer 
programs. 

Topics covered include: maintaining good working relationships; false images 
of volunteers; program preparation; volunteer work space; legal issues; 
administrative commitment; development of line support; effective program 
management; and indirect benefits of volunteer involvement. 

Abstractor: Robert T. Sigler, Ph.D., Associate Professor, Department of 
Criminal Justice, College of Arts and Sciences, University of Alabama, 
University, Alabama 

"Enhancing Volunteer Productivity--Humor in the Bored Room" 
David W. Dik and H. Peter Warnock 
Lifelong Learning: The Adult Years, December 1982 

The authors present an interesting case for the inclusion of humor as an 
important ingredient in the successful Citizen Advisory Committee. They 
contend that there is a direct connection between the degree of humor 
present in a CAC's meeting and its level of productivity. 

Offering some cautions about the appropriate use of humor, they cite 
behavioral sciences research which supports their belief that humor can help 
to lessen social differences, relieve tension, facilitate creativity and build 
trust, which in turn can enhance the effectiveness and productivity of groups. 
Their beliefs are also based on 15 years of experience with CAC's. The 
article also offers some practical suggestions for leaders who want to infuse 
humor into meetings of boards and committees. 

Abstractor: Patricia A. Smith, United Way of Southern Chautauqua County, 
Jamestown, New York 
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"Strategic Planning in Nonprofit Organizations" 
Dale D. Mcconkey 
Business Quarterly, Vol. 46/No. 2, Summer 1981 

Strategic planning concerns itself with establishing the major directions for 
the organization, e.g., what is its purpose; mission, major clients to serve, 
major programs to pursue, major geographical area, major delivery ap­
proaches. Until these major directions have been carefully thought through 
and decided upon it is foolhardy for the organization to determine what it is 
going to do., e.g., objectives. 

Seven characteristics of strategic decisions are identified. Particular atten­
tion is paid to determining the primary purpose or mission of an organization 
and its major programs. 

Abstractor: M.L. Stewart, Coordinator, Volunteer Services, Ontario Hospital 
Association, Ontario, Canada 

"The People Aspect in Developing Management Criteria" 
H. Allan Graham 
Business Quarterly, Vol. 46/No. 2, Summer 1981 

Polysar. have developed procedures and established appropriate criteria for 
managing human resources which include, among others, strategic and 
operational planning processes, human resource budgeting, goal setting, 
performance and appraisal systems, and reward systems. 

Their profile of the ideal manager of the eighties shows: leader/people­
developer; effective communicator; team player; environmentally sensitive; 
risk-taker/entrepreneur; conceptualizer; executor. Managers of the future 
will require increasing capability in what have been considered non­
traditional skills to manage the interaction between the organization and its 
internal and external environments. 

Abstractor: M.L. Stewart, Coordinator, Volunteer Services, Ontario Hospital 
Association, Ontario, Canada 

Gordon Manser, Abstracts Editor, reports that he now has a team of 11 
Abstractors, 7 Scanners, and 3 Summarizers working to enlarge the Abstracts 
section. The work of 3 of them is printed here, with our thanks. We still 
need additional eyes to be on the lookout for articles on volW1teerism 
appearing in any type of popular or professional publication. Please help us 
to keep current on the literature about our field. To help, contact: 

Gordon Manser 
Belgrade Lakes 

Maine 04918 
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THE _JOURNAL OF 
VOLUNTEER 
ADMINISfRATION 
P. 0. Box 4584 • Boulder CO 80306 • 303 497-0238 

GUIDELINES FOR SUBMITTING MANUSCRIPTS 

THE JOURNAL OF VOLUNTEER ADMINISTRATION encourages the submission of 
manuscripts dealing with all aspects of volunteerism. We will gladly 
work with authors to assist in the development of themes or appropriate 
style. The following are key guidelines: 

I. CONTENT 
A. THE JOURNAL OF VOLUNTEER ADMINISTRATION provides a forum for the 
exchange of ideas and the sharing of knowledge about volunteer admin­
istration. Articles may address practical concerns in the management 
of volunteer programs, philosophical issues in volunteerism, and sig­
nificant applicable research. 
B. Articles may focus on volunteering in ~ny type of setting. In 
fact, THE JOURNAL encourages articles deal1ng with areas less visi­
ble than the more traditional health, social services, and education 
settings (though,of course, these are welcome as well). Also, manu­
scripts may cover both formal volunteerin9 and informal volunteering 
(self-help, community organizations, etc.). Models of volunteer pro­
gramming may come from the voluntary sector, government-related agen­
cies, or the business world. 
c. Please note that THE JOURNAL deals with volunteerfsm, not volun­
tarism. This is an important distinction. For clarification, here 
iresome working definitions: 

1. volunteerism: anything related to volunteers or volunteer 
programs, regardless of setting, funding source, etc. (so, for 
example, this includes all government-related volunteers). 
2. voluntarism: refers to anything voluntary in our society, 
including religion; basically refers to voluntar a encies (those 
with volunteer boards and private funding -but voluntary agencies 
do not always utilize volunteers. 

Our readership and focus is concerned with anything regarding volunteers. 
A general article about, for example, changes in Federal funding patterns 
may be of value to executives of voluntary agencies, but not to adminis­
trators of volunteer programs necessarily. If this distinction is still 
unclear, feel free to inquire further and we will attempt to categorize 
your manuscript subject for you. 
D. THE JOURNAL is seeking articles with a "timeless" quality. Press 
releases or articles simply describing a new program are not sufficient. 
We want to go beyond "show and tell" to deal with substantive questions 
such as: why was the program initiated in the first place? what obsta­
cles had to be overcome? what advice would the author give to others 
attempting a similar program? what variables might affect the success of 
such a project elsewhere? what might the author do differently if given 
a second chance? what conclusions can be drawn from the experiences given? 
Articles must be conscious demonstrations of an issue or principle. 

II. PROCEDURE 
A. The author must send three (3) copi-es of the manuscript to THE 
JOURNAL office. 
B. With the three copies, authors must also send the following: 

1. a one-paragraph biography, highlighting the author(s)'s 
background in volunt~P.rism; 
2. a cover letter authorizing THE JOURNAL OF VOLUNTEER ADMINIS­
TRATION to publish the submitted article, if found acceptable; 
3. mailing address(es) and telephone numbers for each author 
credited. 
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C. Manuscripts may be submitted at any time during the year, but the 
following are the deadlines for consideration for each issue: 

SEPTEMBER issue: manuscripts due by the 15th of JULY 
DECEMBER issue: manuscripts due by the 15th of OCTOBER 
MARCH issue: manuscripts due by the 15th of JANUARY 
JUNE issue: manuscripts due by the 15th of APRIL 

D. Articles will be reviewed by a panel of Reviewing Editors. The 
author's name will be removed to assure full impartiality. The review 
process takes six weeks to three months. 

1. Authors will be notified in advance of publication of accept­
ance of their articles. THE JOURNAL retains the right to edit all 
manuscripts for basic writing and consistency control. Any need 
for extensive editing will be discussed with the author in advance. 
Published manuscripts will not be returned. 
2. Unpublished manuscripts will be returned to the authors with 
comments and criticism. 
3. If a manuscript is returned with suggestions for revisions and 
the author subsequently rewrites the article, the second submission 
will be re-entered into the regular review process as a new article. 

E. Authors of published articles will receive two complimentary copies 
of the issue of THE JOURNAL carrying their article. 
F. Copyright for all published articles is retained by the Association 
for Volunteer Administration. 

III. STYLE 
A. Manuscripts should be ten to thirty pages in length, with some 
exceptions. 
B. Manuscripts should be typed, double-spaced on 8½" x 11" paper. 

C. Manuscripts should be submitted with a title page containing title 
and author and which can be removed for the "blind" review process. No 
name should appear on any text page, though the article title may be 
repeated (or a key word used) at the top of each page. 
D. Footnotes should appear at the end of the manuscript, followed by 
references listed alphabetically. If references are given, please use 
proper style and doublecheck for accuracy of citations. 
E. Authors are advised to use non-sexist language. Pluralize or use 
he/she. 
F. Contractions should not be used unless in a quotation. 
G. First person articles are acceptable, especially if the content of 
the article draws heavily upon the experiences of the author. This is 
a matter of personal choice for each author, but the style should be 
consistent throughout the article regardless of form used. 
H. Authors are asked to use interior headings to aid the reader in 
keeping up with a lengthy article. Refer to sample sub-titles in this 
issue to see how various texts have been broken up at intervals. 
I. Illustrations (photographs, artwork) will only be used in rare in­
stances in which the illustrations are integral to the content of the 
article. 
J. Figures and charts should be submitted only when absolutely neces­
sary to the text of the manuscript. Because of the difficulty we have 
in typesetting figures and charts, authors are requested to submit such 
items in camera-read~ form. Figures and charts will generally be placed 
at the end of an art1cle. 

Please feel free to submit outlines or first drafts to receive initial re­
sponse from us. If your work is not accepted on the first try, we are open 
to resubmissions. 
Further questions may be directed either to our administrative offices in 
Boulder or to Sus3n Ellis, Editor-in-Chief at 215-438-8342. 
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~ SPECIAL NOTE~ 

THE JOURNAL would like to offer special 
thanks to Andrew Wandell who, as a student 
intern this summer, worked diligently to 
develop a promotion campaign for us. He 
was the first "Promotions Director" and 
paved the way for those who will continue 
the effort to publicize THE JOURNAL. 

Thank you, too, to Virginia Johnson who 
volunteered her fine art work in designing 
a new subscription brochure. 

Continued gratitude to the editors and 
reviewers of THE JOURNAL, all of whom 
serve as volunteers. And thank you to 
Ann Ellis, for her conscientious 
proofreading of each issue. 

At the right, on the inside back cover, 
you will see a Subscription Form for THE 
JOURNAL. You can help by sharing this 
issue with a colleague and suggesting 
thats/he subscribe personally. The form 
will be ready to use! 

Patty Baessler, our wonderful Subscription 
Manager, will be delighted to process new 
subscriptions developed by you. 

Thank you for your support this first 
year ... welcome to Volume II! 

56 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Fall 1983 



Subscription Form 
D I would like to join the Association for Volunteer Administration and receive 

TheJournal as a benefit of membership. Please send me more information. 
D I would like to subscribe to The Journal of Volunteer Administration for 

one year (four issues) at $20. 
D I would like to subscribe to The Journal of Volunteer Administration for 

three years (twelve issues) at $50. 
Name _________________________ _ 
Tide _________________________ _ 
Organization ______________________ _ 
Address ________________________ _ 

D Check or money order (payable in 
SUS) enclosed, made out to: Association 
for Volunteer Administration. Please 
note: subscribers outside the United 
States must add S3.00 per year for 
additional postage and handling costs. 

0 Charge to my O VISA O MasterCard 
Card No. _________ _ 
Expiration Date _______ _ 
Signature _________ _ 

Complc:tc: and return to: Association for Volunteer Administration 
P.O. Box 4584, Boulder, CO 80306 303 497-0238 

L-----------------------••••••••••••••-•••••••••••••••••• 
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ASSOCIATION FOR VOLUNTEER ADMINISTRATION 

THE 1983 NATIONAL CONFERENCE ON VOLUNTEERISM 

IS.JUST AROUND THE CORNER ... 

WILL YOU BE THERE WITH US? 

October 12-15, 1983 

Marc Plaza Hotel 
Milwaukee, WI 

Late registrations call (303) 497-0238 or (414) 933-4225. 
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