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I 

... ASSOCIATION FOR VOLUNTEER ADMINISTRATION 

The Association for Volunteer Ac:bnlnlstratlon (AVA) 
Is the professional association for those working In 
the field of volunteer management who want to shape 
the future of volunteerlsm, develop their professional 
skills, and further their careers. Members Include vol-
unteer program administrators In a wide variety of 
settings, agency executives, association officers, 
educators, researchers, consultants, students-any• 
one who shares a commitment to the effective .utlllza• 
tlon of volunteers. AVA Is open to both salaried and 
nonsalaried professionals. 

AVA also has a speclal membership category that 
enables organizations with mutually-compatible 
goals to AVA to become Affiliate Members. Affiliates 
range from local associations of directors of volun
teers, to statewide volunteerlsm groups, to national 
organizations. Affiliates, each with Its own member
ship base, broaden the networking posslbffltles open 
to all AVA members. 

AVA Is an association run by Its members. Active na• 
tlonal committees Include: Public Information; Pro
fessional Development; Resource Development; and 
Public Polley. Members also plan the annual "Nation• 
al Conference on Volunteerlsm,'' a mafor event held 
each year In a different city In the United States or 
Canada. This Conference -provides participants the 
opportunity to share commc,n concerns and to focus 
on national Issues of Importance to volunteerlsm. 

AVA Is divided Into twelve geographic regions, each of 
which develops a variety of programs to serve Its mem• 
hers. These can Include annual regional conferences, 
periodic local workshops, newsletters, and Informal 
"cluster group" meetings. 

Two mafor services that AVA performs, both for Its 
members and for the field at large, are Certification and 
Educational Endorsement. Through the Certification pro
cess, which recognizes leaders of volunteer programs 
who demonstrate professional performance standards, 
AVA furthers respect for and appreciation of the profes
sion of volunteer adrnlnlstratlon. Similarly, AVA Educa• 
tlonal Endorsement Is given to those workshops, courses, 
conferences and training events that provide oppor
tunities for professional growth In volunteerlsm. 

F1nally, AVA produces publications, Including several In• 
·formatlonal newsletters and booklets, and THE JOURNAL 
OF VOLUNTEER ADMINISTRATION. 

For further Information about the ASSOCIATION FOR 
VOLUNTEER ADMINISTRATION, contact AVA, P.O. Box 
4584, Boulder, CO 80306. 

THE JOURNAL OF VOLUNTEER 
ADMINISTRATION is published 
quarterly. Subscriptions are a 
benefit of membership in the Asso
ciation for Volunteer Administration 
(AVA). Non-AVA members may 
subscribe to THE JOURNAL at a 
cost of $20 per year or $50 for 
three years. Subscribers outside the 
United States should add $3.00 per · 
year for additional postage and 
handling costs. Checks or money 
orders (payable through a US bank 
or In $US) should be made payable 
to: Association for Volunteer Ad
ministration. 

Inquiries relating to subscriptions or 
to submission . of manuscripts 
should be directed to the business 
office: THE JOURNAL OF VOLUN· 
TEER ADMINISTRATION do AVA, 
P. 0. Box 4584, Boulder, CO 80306. 

ISSN 0733--6535 
Copyright 198 5. Association for Volun
teer Administration. 
All rights reserved. No portion of the 
contents may be reproduced In any 
form without the written permission of 
the Editor. 



Larimer County Senior Citizens 
Property Tax Workoff Program 

LorrieWoHe 

INTRODUCTION 
The Larimer County Senior Citi

zens Property Tax Workoff program 
offers older homeowners the oppor
tunity to work in a budgeted tempor
ary county position in lieu of a cash 
payment for their property tax. 
These seniors perform meaningful 
and necessary work, and the County 
gets qualified, dependable temporary 
help at very low cost. By working 
together, County staff gain an under
standing of the capabilities of older 
workers, and the seniors change from 
adversaries to advocates for their lo
cal government. It is not surprising 
that many participants stay on as 
volunteers after "working off" their 
property tax. 

eral rebates. While Californians 
were feeling the first impact of 
Proposition 13's cutback of govern
ment services, the City of Fort 
Collins and Larimer County were de
veloping a different approach and 
maintaining needed levels of service. 
Five years later we have Senior Prop
erty Tax Workoff programs operating 
in city and county government and in 
the local school district. 

PROGRAM STRUCTURE 
The Senior Property Tax Workoff 

is a win/win service. The County 
benefits primarily by getting compe
tent, dependable temporary workers 
to perform needed short-term jobs. 
The seniors work at minimum wage 
minus FICA, which is $3.65 - .52, or 

HOW THE PROGRAM BEGAN $3.13 an hour, up to the amount of 
The idea for a Senior Citizens the county portion of their tax. 

Property Tax Workoff was first Some jobs are on-going and routine, 
brought to the City of Fort Collins, such as clerical or groundskeeping, or 
Colorado in 1979 by Ed Chilcott, age may reduce a backlog of filing. 
70, a volunteer member of the City's Other jobs require different skills, 
Senior Advisory Boarn. Mr. Chilcott such as operating tillers for com
had read in Reader's Digest about a munity gardens, or researching and 
program in Hartford, Connecticut designing a safety training program 
which allowed unemployed home- for heavy equipment operators. No 
owners to serve as temporary em- matter what level of skill is needed, 
ployees in lieu of paying property all workers are paid the same rate, 
tax. His concern was for the retired resulting in a substantial savings over 
person on a fixed income who was the cost of other temporary em
facing property taxes that had tripled ployees. 
in the last ten years. This is particu- The seniors are available on short 
larly a hardship for seniors who have notice to fill emergency needs or 
a fixed income above poverty limits handle peak work loads. Most jobs 
and are ineligible for local and fed- are filled within one to two days of 

Lorrie Wolfe is the Assistant Director of the Larimer Cowity Department of 
Human Development and its Director of Volwiteers. She managed the 
Larimer Cowity Senior Property Tax Workoff for 1983-1984. She is the Chair 
of AVA Region XII and past president of Larimer Cowity DOVIA. Much of 
the material in this article was first presented as a workshop at the 1984 
National Conference on Volwiteerism in Asheville, North Carolina. 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Winter 1984-85 



the initial request, because the appli
cations are kept in a "ski!lsbank" ar
rangement that identifies the skills 
available. 

IR addition to low-cost, readily
available workers, the county bene
fits from several unique attributes of 
older workers. They are more de
pendable than younger workers in 
terms of punctuality. In fact, they 
may come in early in order to be 
ready and "on the job" at the agreed 
upon starting time. They are re
sponsible and thorough--often they 
will continue to work as volunteers in 
order to finish a particular job. The 
work ethic has been a part of their 
lives for over 40 years, and they will 
accept direction and supervision for 
the sake of accomplishing tangible 
results. 

In contrast to the image of 
seniors as "stuck in their ways," they 
actually are very willing to take on 
tasks completely different than their 
previous work experience--and they 
find it fun! Because they are not 
looking for career growth experience, 
these older workers are not threaten
ing to paid staff who sometimes fear 
the young volunteer as future job 
competition. And because the 
seniors are there by choice, for a 
specific, limited financial benefit, 
and because the department has re
quested a senior worker, the stage is 
set for a pleasant and rewarding work 
experience. 

The county benefits from the in
volvement of Senior Tax Workoff 
participants in the same way that it 
benefits from volunteer involve
ment--that is, by the creation of 
informed citizens who really under
stand a portion of county govern
ment. Many workoff participants ex
pressed initial mistrust of the gov
ernment and "bureaucrats." But 
after working side by side with gov
ernment employees, they discover 
the bureaucrats to be human beings, 
struggling with increasingly complex 
issues, growing caseloads, and dwind
ling budgets. 

Some who said they "would never 
have volunteered for the county," but 
who would gladly work in exchange 
for property tax credits, became 
committed volunteers. Two older 
gentlemen had so much fun working 
off their city tax by performing data 
entry on the police computer, that 
they came to the county court as 
volunteers and updated all the crime 
statistic files, even though the 
county had no tax workoff funds 
available at that time. The county 
government has no central ref err al 
system for volunteers, and while a 
few (primarily human service) de
partments have large and well
organized volunteer programs, most 
departments have little or no experi
ence with short-term workers of any 
type. The Tax Workoff program 
shows the potential of short-term 
workers, yet allows departments to 
require deadlines they might not 
meet with volunteer assistance. 

Finally, the seniors benefit by 
getting an inside look at the govern
ment they pay for. They become 
participants, helpers, and anything 
but apathetic. Working as temporary 
employees of local government gives 
participants a new feeling about the 
local courthouse or city hall. Instead 
of the place to go pay your traffic 
fines, or appear in court, that build
ing is transformed into the place 
filled with familiar, friendly faces 
doing important, but understandable 
work. 

Since we will all, if we just Ii ve 
long enough, become senior citizens, 
it is in our own best interest to 
develop programs to serve our cur
rent seniors, and eventually, serve 
ourselves. 

HOW TO SET UP A SENIOR TAX 
WORKOFF PROGRAM 

I. Development 
A. Lay Groundwork: Bring the 

idea for a Senior Tax Workoff pro
gram to your local Senior Advisory 
Board, Office on Aging, Community 
Action Agency, Senior Center--or 
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whoever is your local advocate for 
Senior Citizens. (If unions are impor
tant in your area, involve them.) Get 
them enthused, and let them present 
the idea to local officials (town coun
cil, school board, etc.). While you, as 
staff, should stay involved in all 
phases of the program, the value of 
an active, informed citizenry pre
senting the idea will not be lost on 
elected officials. You must have 
official sanction in order to develop 
the program. Especially in the first 
year, it is also helpful to have a 
specific budget amount or grant to 
work with. 

Fort Collins started four years 
ago with $2,500 budgeted for tempor
ary salaries (as did the county). In 
1985 the Larimer County com
missioners approved a special fund of 
$10,000 for at least 50 workers. This 
will double the size of the county 
program. 

Administration can be placed in 
the personnel department, services 
for the aging, or even the Treasurer's 
office. With an involved advisory 
board, very little paid staff time may 
be needed. When the local school 
district began its tax workoff pro
gram, management was provided by 
two Senior Tax Workers with minimal 
supervision from school administra
tion. 

In Larimer County, the Depart
ment of Human Development adminis
ters the program, and has part of one 
paid staff person plus one Senior 
Worker to manage it. They prepare 
press releases, design the forms, re
cruit jobs, recruit applicants, refer 
and place, prepare reports and con
duct the evaluations. This all takes a 
minimum of 40 hours in the fall to 
develop jobs; 40 hours in January to 
recruit applications and write the 
skills bank list; and 4 hours monthly 
the rest of the year to ref er and 
evaluate. 

B. Get Support: After you have 
the "go ahead" from the tax entity 
and a staff supervisor assigned, 
meet with the Finance or Treasurer's 
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office. The staff of these depart
ments can actually make paying 
taxes a pleasant confirmation that 
working with local government is a 
positive, rewarding experience. Con
fusion here or hassles with the paper
work reduce the likelihood of Seniors 
continuing as volunteers after their 
workoff. 

Learn how taxes are divided 
among local tax entities. Arrange 
how each district will pay the re
ceiving entity or participant. 

Example: City of Fort Collins es
crows wages of senior workers un
til February 28, when the first 
half of taxes are due, then issues 
one check to Larimer County 
Treasurer for the entire list. Par
ticipants are notified by mail of 
the amount credited to their tax 
account, and can receive a check 
from the County Treasurer if 
their tax has already been paid by 
the bank or mortgage company. 
Agreements not to charge inter
est for late payment of taxes may 
be possible if the senior will be 
paid shortly after taxes are due. 
(Be sure to explor_e deadlines and 
penal ties so that it does not cost 
the senior late payment fees.)--

Larimer County pays workers di
rectly, and instead of crediting to 
Tax Accounts, most Seniors go 
directly from picking up their 
check at their work station to the 
Treasurer's office, and endorse 
the check to their tax account. 

C. Determine Program Guide
lines: Once you have agreed to do 
the program, and how to pay people, 
then decide specifically who will 
work and how to recruit them. 

Eligibility guidelines in Colorado 
are age 60+ or being the spouse of 
someone 60+ for the county, and age 
65 for the city and school programs. 
Applicants may work off the tax on 
their principle residence only, and 
only the amount applicable for each 
tax entity. Some people work for all 



three programs, and work 40 hours 
(maximum) for the school district, 
and all the hours needed for city and 
county. In Larimer County, the 
county portion of the tax is 23% of 
the total tax bill; the City of Fort 
Collins is 10-14%; and the school 
district is 60%. We do not yet have 
programs for the City of Loveland or 
Estes Park. 

There is no income limit, or 
means test, for the program. The 
City of Fort Collins has other rebate 
programs for utility costs for low
income seniors, and felt the tax 
workoff should be open to all. Some 
officials feared abuse by "wealthy" 
seniors, but this has not proved true. 
Average income is approximately 
$10,500/year, with just a half dozen 
of the 73 applicants earning over 
$25,000, and one over $35,000. 

Others worried that by limiting 
the program to low-income seniors 
we would limit the level of skills 
available. There have been, in fact, 
some opposite reactions--those with 
higher incomes have sometimes been 
offended by the low wage offered, 
and have instead volunteered. Those 
with the lowest incomes are most 
eager to work and willing to tackle a 
variety of jobs. According to 
Suzanne Jarboe-Simpson, City of 
Fort Collins program coordinator, 
limiting the income level might make 
the program sound like "welfare," an 
idea that would turn off many en
thusiastic seniors who are adamently 
opposed to charity but endorse the 
idea of "a day's pay for a day's work." 

The Office on Aging Advisory 
Board provides informal evaluation 
and feedback on the program, and 
acts as a network to help publicize it 
through Senior Centers, interfaith 
groups, and neighborhoods. Public 
service announcements, posters, 
newspapers and cable TV coverage 
are all helpful. 

In 1984 the county received 73 
applicants and carried over 20 appli
cants from 1983 for a total of 93. 
The City of Fort Collins hires 30-40 
workers a year; the school district 

hires 25; Larimer County hired 30 in 
1983, and placed 21 in 1984. This 
drop was due to the lack of a central 
fund for departments to use for tem
porary salaries. Yet, despite the 
budget cut, over 1/ 4 of the county 
departments found the program a 
good return for their limited dollars. 

As the program grows, we are 
considering printing a recruitment 
message right on the tax notice for 
all homeowners. But first, we want 
to have more jobs ready so that ap
plicants need not wait too long for 
their job. 

D. Internal Promotion: Before re
cruitment, present the program at 
department head meetings and in 
memos. Get into budget planning 
early--as soon as the budget process 
starts. This may be six to nine 
months before you ever place a 
senior worker. Investigate depart
ments that hire seasonal help such as 
county fair, grounds crews, and in
ventory. If you have been able to 
obtain a central pool of dollars, pro
mote the availability of "free" help. 
If not, promote the cost savings 
compared to other temporary work
ers from what departments already 
have set aside for temporary salaries. 

If at all possible, have seniors 
(either as volunteers or as their own 
workoff) contact department heads 
one-to-one to find out what kind of 
workers the department needs. (This 
can be done both before and after 
recruitment of applicants.) It is im
portant that Seniors be involved in 
job development. This models, for 
other department heads, that senior 
workers are competent, and estab
lishes trust between departments and 
the workoff program. 

Develop jobs that accommodate 
the needs of seniors. Try half-day 
jobs, jobs that allow them to use 
public transportation to the job site, 
and jobs that eliminate common 
problem areas like reading fine print 
or lifting heavy loads. Note if the 
job requires climbing stairs or steady 
handwriting. Just as you would do 
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with developing volunteer jobs, find 
out which parts of the job are negoti
able and which are absolute require
ments. 

Organize the job orders by the 
same categories as your skillsbank 
listings on the participant application 
form. If you have access to a com
puter, these two lists can easily be 
cross-referenced for ready referrals. 

II. Implementation 

A. External Promotion: Start 
your recruitment publicity in early 
December. Because tax notices are 
sent in the second week of January, 
you need to get people's attention 
both before and after the holidays. 
Use posters, radio spots, newspaper 
stories, etc. Be sure to cover Senior 
Centers (a personal visit helps here), 
the Treasurer's Office (include 
special memos to all their staff), and 
RSVP of fices. 

Announce clearly when and where 
to apply and what seniors should 
bring with them: I.D. and their tax 
notice. We had twelve people wait
ing to apply half an hour before the 
office opened, and processed 73 appli
cations in four half-day sessions, lo
cated in three locations throughout 
the county. 

B. Taking Applications: To take 
applications, you'll need a building 
accessible to the handicapped, a 
quiet office, tables and chairs for 
interviewing, and access to a copy 
machine and a phone. 

Have each senior fill out the ap
plication as much as he or she can 
while you make a copy of their tax 
notice. Review the application with 
them, and probe for skills they 
haven't listed. Seniors are notorious 
for under-playing any physical limita
tions. They also will not call them
selves "disabled," but may have "a 
little trouble" with hearing, lifting, 
or printing. One retired janitor w~s 
ref erred to clean a county building, 
only to reveal he had heart problems 
that prohibited any lifting. 
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Find out if the taxes are paid by 
the senior or by a mortgage holder, 
and explain how the senior will be 
paid. If possible, keep the income 
and demographic data separate from 
the application--many do not like to 
tell you how much income they have. 

C. Referral: Have your job de
scriptions available at the application 
site. If a job is available that calls 
for skills listed by a senior, make the 
referral immediately by calling the 
department and setting an interview 
time. Give the senior the referral 
form. Sometimes you may refer 
several seniors for the department to 
interview. Be sure to try to develop 
other jobs for those not hired after 
such procedures. 

D. Hiring: Procedures are 
handled by individual departments if 
the money comes from their budget. 
If using a central dollar pool, have 
the managing department complete 
hiring and W-4 forms. Give the 
senior a timesheet and explain how 
many hours she or he will be paid to 
work. Departments return referral 
forms to the program manager after 
interviewing the senior. Several de
partments have requested the same 
senior workers to return if they apply 
the following year. This is a good 
barometer of a successful experi
ence. 

E. Termination and Payment: In 
Larimer County, the paying depart
ment submits paperwork for em
ployee termination and orders a pay
check. Checks go directly to the 
department where the senior worked. 
Seniors are told by phone or mail 
their check is ready, if they do not 
come in to pick up their check. They 
go to the Treasurer's office and sign 
it over for their property tax, or get 
the check as reimbursement if taxes 
are already paid. 

In previous years checks were is
sued in both the name of the Trea
surer and the worker, and needed 
both signatures for endorsement. 



This was cumbersome and since no 
senior had defaulted on payment of 
tax the practice was discontinued. 

The program manager should work 
closely with the Treasurer to assure 
that all who work avoid paying late 
penalties if the job is completed 
after taxes are due, and should send 
reminder letters to those applicants 
not placed that they must pay in full 
by due date or incur penalties. 

III. Evaluation 
Send a standardized evaluation 

form to each worker and to each 
supervisor upon completion of the 
job. Use this feedback to improve 
the program and to report to all 
applicants and supervisors just how 
well the program has gone. The 
evaluation form itself can be used to 
promote the idea of volunteerism af
ter completing tax hours due. 

Share the feedback information 
with the senior groups who help to 
start the program, and begin planning 
for the next year's program! 

IV. On-going Promotion--Skillsbank 
and Summary List 

For those not referred immedi
ately at time of application, list the 
available skills and highlight those 
that apply to specific departments. 
Send those to department heads. As 
two samples: 

Retired heavy equipment operator 
experienced with road and 
reverbed grading, age 67, avail
able mornings, also experienced 
with loaders and large trucks. 

Rancher, age 75, retired realtor, 
ranch cook, office manager; likes 
plants. (She was hired to help the 
receptionist at the District A ttor
neys office and they said their 
plants had never looked better.) 

Include the skillsbank list by category 
and number of people available. 

Sample: 

Clerical/filing 30 
Typists 17 
Management 6 
Labor: Unskilled 21 
Labor: Skilled - Carpentry 5 

- Electrical 2 
- Plumbing 2 

Halfway through the year, remind de
partment heads about people still 
available to work. 

V. Possible Pitfalls and How to 
Avoid Them 

A. Income from the tax workoff 
is taxable by IRS. Tell seniors the 
limit of amount they can make with
out risk to lose Social Security or 
pension. Under age 65, a person can 
earn up to $5160 a year; at age 65-
69, the figure is $6960; and over age 
70, you can earn any amount without 
losing Social Security benefits. 

B. Know deadlines for when tax 
is due without penalty. Make sure 
the seniors will finish work and get 
paid before they incur penalty, or 
make arrangements with the Trea
surer in advance. In Larimer County 
taxes are due in full by April 30, or 
can be paid half by February 28 and 
the second half by July 31. Penalty 
interest then is charged until Novem
ber, when the property can be sold at 
tax sales. If the debt is not paid in 
three years by the homeowner, the 
person who paid the taxes at the tax 
sale can apply for the deed to the 
property. 

C. Be sure seniors know the 
limits of the job--when it ends and 
when they begin as a volunteer. 
Some departments continue to pay 
seniors for hours worked over the 
taxes due, while others invite the 
Senior to volunteer. 

D. Market well in advance of re
cruitment, so jobs are ready and de
partments know to call you. Market 
all year. 
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E. Counteract the "no money for 
temporaries" line. If the department 
is currently using volunteers--see if 
there are jobs they cannot get volun
teers to do, then rewrite these jobs 
as Senior Tax Workoff positions. 
Also, are there jobs undone (routine 
or backlog) or are there pilot projects 
with dealines to be met that could 
benefit from extra help? Do they 
budget for sick or vacation staff 
time? They should! 

F. Do not take many more appli
cations than you have jobs. Keeping 
seniors waiting too long creates ill 
will and frustration. 

G. Give yourself six to twelve 
months lead time from when the 
budget is set to develop the program. 

THE IMPACT ON VOLUNTEERS 
The Senior Tax Workoff partici

pants are not volunteers in the purest 
sense. However, the equivalent value 
of their work is well beyond the mini
mum wage that they are paid. The 
difference is therefore "volunteered" 
to the governmental entity, and could 
be considered services in-kind. 

In some cases existing volunteers 
become Tax Workoff participants, 
then return to volunteer work in the 
same setting after completing their 
paid hours. This is a prized reward 
for volunteers and encourages a long
term commitment. Younger volun
teers recognize the value of assisting 
the senior homeowners and have not 
shown any evidence of resentment of 
the financial benefit to the seniors. 
Within Larimer County settings, 
senior volunteers and Tax Workoff 
workers have not worked side-by
side, even though RSVP has placed 
over 50 Retired Senior Volunteers in
to county departments. 

In some instances, two seniors 
have worked together although the 
job was very short-term and neither 
worked the full amount of their tax. 
More of ten, seniors remain as volun
teers after they complete the tax 
workoff. The pay check allows the 
county to set deadlines and create an 
expectation of a defined perform-
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ance level. The pleasure of per
forming a needed service keeps the 
seniors involved afterwards. 

To my knowledge, no volunteers 
have been displaced by senior tax 
workers. There are still many more 
jobs than volunteers to fill them, and 
not all county departments utilize 
volunteers. In at least two cases, the 
opposite has been true: when depart
ments ran out of funds for senior 
workers, they searched for volunteers 
to perform the job that had pre
viously seemed "undoable." One 
RSVP volunteer and one high school 
distributive education student were 
able to fill these positions. 

With the reinstatement of a cen
tral fund in 1984, the potential for 
displacement problems does exist. 
However, I anticipate that as depart
ments discover the potential for 
short-term workers of many types, 
more job possibilities will be opened 
without friction between volunteers 
and tax workers. At least three 
departments report becoming more 
open to the idea of volunteerism 
since utilizing a Senior Tax Worker, 
and they are exploring and utilizing 
DUI (Driving Under the Influence) 
community service workers, RSVP 
and student volunteers. 

The Senior Tax ·Program is grow
ing both in size and popularity. 
Poudre R-1 School District in Fort 
Collins has expanded its three-year
old program from 25 to 50 partici
pants. The Finance Director feels 
the seniors are extremely useful to 
the school administration offices, 
where all seniors have worked, and 
hopes to see the program expand into 
other kinds of services in the school 
buildings. 

The City of Longmont in neigh
boring Boulder County is seriously 
considering initiating a Tax Workoff 
Program. The City of Fort Collins 
has an on-going commitment to the 
program, and administers it under the 
jurisdiction of their City Volunteer 
Director. And Larimer County's 
$10,000 grant for 1985 shows a re
newed promise to assist the older 



homeowner in being an active par
ticipant in local government. 

Neither the Senior Tax Workoff 
nor a comprehensive volunteer pro
gram can be substituted for the 
other, but for some Seniors and some 
departments the Tax Workoff opens 
the door to a satisfying volunteer 
experience. 
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Appendix A 

PROGRAM DEVELOPMENT TIMELINE 

January - Groundwork 

Get support of Senior Board, Office on Aging. 
Present idea to local leaders. 

February - Meet with Taxing Entities 

March - Meet with Finance and Treasurer's Office 

Develop payment process. 

April - Assign Staff 

Set up program eligibility guidelines and scope. 
Design forms and marketing strategy. 

May through June - Submit Budget for Following Year 

Promote to departments. 

September through December - Develop Jobs 

January 

7 
15-31 
15 
31 

Contact department heads individually. 

Tax notices sent out. 
Recruit participants. 
Begin placing participants in available jobs. 
Catalog skills and market list to departments. 

February - Begin Evaluations and Placements 

March 1 - First Half of Taxes Due 

Remind all applicants to pay first half of taxes. 
Pay taxes for those who have worked. 

April 1 - Taxes Due if Paying Total in One Payment 

June 1 

Remind department heads of remaining applicants. 
Remind Seniors to pay second half of taxes. 

July 1 - Taxes Due if Paying Second Half 
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Appendix B 

LARIMER COUNTY SENIOR CITIZENS PROPERTY TAX WORKOFF PROGRAM 
APPLICATION FORM 

Name: Date: Soc.Sec.#: --------------
Address: 

Phone: ------------- Age: ---- Sex: M F 

Address of Property Taxed: ------------------
Amount of county tax for 198 

*Number of hours to work off (Tax T 3.13=): ---------
How are taxes paid mortage company or bank 

by me, directly 

other (explain): --------
Annual income (including Social Security): ---------
SKILLS: 

Former or current occupation: -----------------

Special skills and interests: -----------------

Do you have skills in any of the following? 

Clerical 
Filing 
Typing--w/p/m: 
Graphic arts 
Management 
Financial/Book-

keeping 
Engineering 

(Specify): 

Educational level: 

Public Relations 
Research/evaluation 
Counseling 
Data processing 
Maintenance 
Repair/Construction 
Teaching (Specify): 

High school College 

Do you prefer to work: __ Indoors Outside 
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Time available: 

M 

Half day 

T w 

Seasonal preference: 

Location preference: 

Th 

Full day 

F 

------------

------------
Would transportation be a problem? ----

Do you have any physical or health conditions we should 
be aware of (trouble climbing stairs, etc.)? 

*Applicants work at minimum wage of $3.35 per hour minus 
F.I.C.A. 

Larimer County will attempt to place tax workoff appli
cants into temporary jobs according to skills and date 
of application. This application is not a guarantee of 
employment. 

Placement Information 

Ref to: --------
Dept. : ---------
Date: 

HRS Completed: ----
Job: ----------
Date: 
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Appendix C 

The fallowing was the editorial of the 
January 14, 1983 The Coloradoan. 

WE LIKE PROPERTY 
TAX WORK OFF IDEA 

It's a good deal. 
Senior citizens can pay their 

property taxes with time and talent 
instead of money. 

Larimer County and the City of 
Fort Collins are accepting applica
tions from seniors this month. The 
Poudre R-1 School District expects 
to be ready with its program soon. 

Each program has different re
quirements, but the same intent. 
Each believes senior citizens may be 
short on cash, but long on talent. 
They will give you a job, and your pay 
will be applied to your tax bill. 

"It's real work," said Lorrie Wolfe, 
volunteer director for the county De
partment of Human Development. 
"It's not a make-work proposition by 
any means." 

Don't worry about being sent out 
to work with a road crew. The 
county tries to match jobs with your 
skills. 

"We really do try to make it a 
match," Wolfe said. 

Last year, 14 people worked off 
county property taxes. This year, the 
county has received more than 30 
applications so far, Wolfe said. Some 
of the applicants are repeaters. 

At least 25 jobs are available, 
Wolfe said last week. As more funds 
can be found, more seniors may be 
accepted in the program. 

People in the programs work for 
minimum wage minus Social Security 
tax payments. 

It took an average of about 22 
hours last year to work off city prop
erty taxes, said Gail Woods, coor
dinator of volunteers. 

"The caliber of work is terrific," 
Woods said. 

The city has received 32 applica
tions so far. Many are repeaters. 

Seniors aren't the only repeaters. 
Woods said some city departments 
have requested help again this year 

from the senior who worked with 
them last year. That is a reflection 
of the program. 

The range of jobs available or 
done in the past off er challenges and 
capitalize on skills: computer work, 
microfilming, filing, painting, re
finishing picnic tables, courier duty, 
clerical work, carpentry and other 
trade skills. 

Wolfe described the program as a 
"real good deal" for both the county 
and the seniors. 

"We get all those years of experi
ence," she said. And seniors ease the 
demand on their money. 

Here's how to apply: 
For the county program, you or 

your spouse must be 60 or older. 
Bring your 1982 property tax notice, 
personal identification and proof of 
age to the north lobby of the Larimer 
County Courthouse any Monday this 
month between 9 a.m. and noon. 
The north lobby is near the com
missioners' office. 

There is no income requirement; 
you don't have to be retired. 

For the city program, you or your 
spouse must be 65 and you must own 
a home inside the city limits. Go to 
the personnel office upstairs (there is 
an elevator) in the new City Hall any 
weekday this month between 9 a.m. 
and noon. 

Again, there is no income require
ment. Some applicants are near pov
erty and others have incomes of 
$30,000, Woods said. 

Watch for the school district pro
gram announcement later. The dis
trict will take 20 seniors and give 
each 40 hours work. 

There is nothing in the rules that 
prohibits qualified seniors from work
ing off taxes in all three programs, 
Woods said. 

That makes this good deal three 
times better. Take advantage of it. 
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Strategies for Dissent and Advocacy 
Marie Arnot, Lee J. Cary and Mary Jean Houde 

Volunteer groups need not only to 
develop good action plans but also to 
consider the most effective strate
gies for implementing those plans. 
Let's assume that you have decided 
to take action on an issue. What is 
the best strategy for getting the sup
port you need? Three options are 
available to you: the collaborytive, 
campaign, or conflict strategy. The 
choice of strategies depends pri
marily on the level of agreement on 
(1) the issue and (2) the way in which 
your group proposes to address the 
issue. 

COLLABORATIVE STRATEGY 
The collaborative strategy is ap

propriate when a person or group 
wanting to make a change (called the 
"change agent") and the community, 
agency, or group to be involved in the 
change agree on (1) the issue, and 
(2) ways of dealing with the issue. 
When such agreement exists there is 
issue consensus. The change agent is 
a facilitator, stimulator, or catalyst. 
Those involved are open to ideas 
about the issue and ways of dealing 
with the issue and are confident that, 
by gathering information and com
municating ideas, consensus can be 
reached. The collaborative strategy 
is probably the one we find most 
comfortable and use most. 

CAMPAIGN STRATEGY 
The campaign strategy is appro

priate when there is issue difference, 
that is when there is lack of agree
ment on (1) whether an issue 

exists, and (2) how an issue is to be 
resolved. However, although differ
ences exist, the assumption is that 
consensus can be reached. The per
son or group wanting to bring about 
change has preconceived ideas which 
have to be sold. Thus the change 
agent is persuader, campaigner, or 
convincer. The desired outcome is 
consensus, but if that is to occur, 
apathy or opposition must be over
come. 

CONFLICT STRATEGY 
The conflict strategy is appropri

ate when there is issue dissensus, 
that is when there is complete dis
agreement on whether an issue exists 
and how the issue is to be resolved. 
There is a conflict between "us" and 
"them." Thus the change agent is a 
contestant working to have his or her 
side win. There are preconceived 
ideas about the issues and the way in 
which the issues should be resolved. 
Saul Alinsky, who taught how to use 
conflict strategy, gave the following 
three directives: 

1. cut the issue 
2. freeze the target 
3. go to war 

"Cutting the issue" means clearly 
identifying the issue about which 
there is conflict. Sometimes groups 
believe they strengthen their case 
by presenting a parade of horri
bles- -a long list of grievances. A 
group is more effective when it 
clearly articulates what it wants to 
achieve, presents well-documented 

Marie Arnot, Lee Cary, and Mary Jean Houde are the authors of The 
Grassroots Organization Book which will be published in 1985 by the Center 
for Volunteer Development at Virginia Polytechnic Institute. This article is 
excerpted from their manuscript. 
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supporting evidence, and is persis
tent. 

"Freezing the target" means iden
tifying the enemy or opposition. 
Sometimes time is wasted and mo
mentum is lost if a group fails to 
identify and deal directly with those 
who are on the other side of the 
conflict. It is also important, of 
course, to identify allies and to gar
ner their support. 

To "go to war" involves honestly 
facing being in a win/lose situation, 
and deciding to accept the risks in
herent in conflict. It also means 
amassing resources and uniting in an 
all-out effort to win. The conflict 
strategy should not be used unless a 
group is committed enough to live 
with the consequences of its ac
tion--win or lose. 

CASE STUDIES 
In reality the choice of strategies 

is of ten not so clear-cut. We may use 
elements of all three strategies in 
any given situation or we may use 
one and later another. For example 
if a group has used the conflict 
strategy and won, it may then make 
use of the campaign strategy in an 
attempt to restore unity. 

Each of the following three case 
studies illustrates a situation in 
which one of the three strategies 
would be appropriate. The case 
studies are most useful as role play
ing experiences in volunteer training 
and should be followed by discussion. 

CASE STUDY 1 

PLEASANTVILLE-- THE 
COLLABORATIVE STRATEGY 

A. Issue 
A developer built and sold thirty 

new homes within a very short period 
of time in Pleasantville, a town of 
five hundred located about twenty 
miles from Capital City. Most of the 
homes were purchased by young 
couples who worked in the city. The 
Pleasantville Community Improve
ment Council wanted to develop a 

project to (1) welcome the new
comers to the community, and (2) in
volve them in community life. After 
careful consideration of needs and 
goals they decided to sponsor a sum
mer "Welcome to Pleasantville" pro
gram which would include the follow
ing objectives: 

1. Invite the established residents of 
the community to be a part of 
visiting teams who would call on 
new families on a widely-publi
cized "Welcome to Pleasantville 
Night"--scheduled for June 15. 
Each team would present to the 
newcomers gifts or gift certifi
cates provided by local busi
nesses; a list of local services, 
prepared by the Business and Pro
fessional Club; and an interest
finder, telling of opportunities for 
involvement and service in the 
community and inviting new
comers to check the form in
dicating in what ways they would 
like to participate. 

2. Hold a pot-luck "Welcome to 
Pleasantville" picnic on Sunday, 
July 17, in the village park. 

3. Analyze the interest-finders with 
appropriate follow-up action by 
August 22. 

B. Change Agent 
Pleasantville Community Im

provement Council. The role of the 
change agent is to act as facilitator, 
stimulator, catalyst. 

C. Basic Elements in the Collabora
tive Strategy 

Issue consensus; actual or poten
tial consensus about the issue and 
how to deal with the issue. 

D. Objective of Change Agent 
To involve the total community in 

a summer program welcoming new 
residents and inviting their participa
tion in community life. 

E. Task 
To carry out the plan of action. 
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The key to the collaborative 
strategy is that there is consensus on 
the issue. The community as a whole 
accepts the idea that new residents 
should be welcomed and invited to 
participate in community life. Fur
thermore there is consensus about . 
the way in which the Improvement 
Council proposes to deal with the 
issue, i.e., planning a summer "Wel
come to Pleasantville" program. 
Agreement on the issue and its solu
tion is based on know ledge and com
munication. The collaborative 
strategy is consistent with the style 
of the Improvement Council and is 
compatible with the social environ
ment of the community. Finally, the 
consequences are very likely to be 
looked upon favorably by the ma
jority of the community's citzens. 
Thus the collaborative strategy is the 
best possible choice. 

CASE STUDY 2 

LAKESIDE--THE CAMPAIGN 
STRATEGY 

A. Issue 
For the past three years, a ser

vice club in Centerville has been ac
tive in dealing with issues related to 
Centerville's senior citizens. They 
have formed a close relationship with 
the Lakeside Residents' Council. 
Lakeside is a housing complex for 
senior citizens. Working together, 
the Residents' Council and the Ser
vice Club have not only been effec
tive in obtaining improved services 
for senior citizens in Centerville, but 
also have sharpened public awareness 
about issues. At a recent meeting of 
the Service Club and the Residents' 
council, insensitive, patronizing atti
tudes toward the aged were dis
cussed. Two specific instances were 
cited. 

One of the Lakeside residents, an 
alert, attractive, vivacious woman of 
83, fell and broke her hip and was 
taken to the local hospital. During 
her recovery she was in a great deal 
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of pain and under heavy sedation. 
For some years she had been troubled 
with bladder spasms, and as a result, 
needed to go to the bathroom 
promptly when a spasm occurred. 
Because of pain and sedation, it was 
difficult for her to find and turn on 
the light to summon the hospital at
tendant. In addition, hospital per
sonnel did not always respond 
promptly to calls. As a result, one 
night she soiled her bed, for which 
she was scolded by a hospital em
ployee. She was miserable, embar
rassed and humiliated. Her room
mate reported the incident to Service 
Club friends who came to visit. 

The second specific situation con
cerning the group was the patron
izing, condescending attitude of some 
of the therapists at Lakeside, es
pecially those working with conval
escent residents who took part in the 
morning exercise and awareness pro
gram in the solarium. The dialogue 
went something like this: "All right, 
folks. What day is it today? What 
month? What year? That's fine! 
And what holiday are we about to 
celebrate? Valentine's Day! Good, 
George. And what kinds of decora
tions do we put up on Valentine's 
Day?"--And so on. 

Members of the Resident's Coun
cil and the Service Club were indig
nant about both situations. They 
considered talking to administrators 
with the objective of demanding that 
staff involved be fired. However, 
after further discussion, they deter
mined that the issue they wished to 
address was attitude change. 

B. Change Agent 
Lakeside Manor Residents' Coun

cil and Service Club. The role of the 
change agent is to act as persuader, 
campaigner, or convincer. 

C. Basic Elements in Strategy 
Issue difference: lack of agree

ment on whether issue exists and lack 
of agreement on how issue is to be 
resolved. 



D. Objective of Change Agent 
To change attitudes of pe~sonnel 

at Lakeside and at the hospital so 
that senior citizens are treated with 
respect. (In developing a plan of 
action this objective would need to 
include specific answers to the ques
tions: How much or how many? 
Within what period of time? With 
what results?) 

E. Task 
Develop 

objective 
strategy. 

a plan to achieve the 
using the campaign 

The key to campaign strategy is 
that there is a difference of opinion 
about the issue. In this case it is 
assumed that hospital and Lakeside 
Manor personnel either do not know 
or do not care that their behavior is 
offensive and damaging to the self
respect of senior citizens whom they 
serve. The Residents' Council and the 
Service Club, on the other hand, want 
to encourage attitudes that reflect 
sensitivity and respect. Thus there 
apparently is lack of agr~ement that 
an issue exists. The Service Club and 
the Residents' Council will probably 
develop a plan of a<;=tion invo!ving 
education and persuas10n, techniques 
used in the campaign strategy. The 
campaign strategy is consistent with 
the style of the Seryice Club a!1d 
Residents' Council which have a his
tory of working for improved servi~es 
for senior citizens and for sharpening 
public awareness about issues. Their 
track record makes it feasible for 
them to risk the consequences of 
addressing this issue. Thus we would 
anticipate a successful outcome. 

CASE STUDY 3 

JACKSON ELEMENTARY SCHOOL-
THE CONFLICT STRATEGY 

The conflict strategy is appropri
ate when there is issue dissensus, 
that is when there is complete dis
agreement on whether an issue exists 
and how the issue is to be resolved. 

There is a conflict between "us" and 
"them." Thus the change agent is ~ 
contestant. 

There are preconceived ideas 
about issues and issue solutions and 
the outcome of the strategy is that 
one or the other side is expected to 
win. The following case study illus
trates the conflict strategy. 

A. Issue 
The Board of Education in Metro

ville has made a decision to close 
Jackson Elementary School. The 
Jackson PT A and the Jackson Neigh
borhood Association are unalterably 
opposed to the Board's decision. 

Enrollment in Jackson Elementary 
has been declining for several years. 
Present school population is 250. The 
building is old and needs repair. It is 
located at the intersection of two 
busy streets. The Board maintains 
that decreasing enrollment, increased 
energy costs, and a seven percent 
property tax lid have made the cost 
per pupil too high to justify keeping 
Jackson Elementary open. The PT A 
rejects the way in which the Board is 
computing energy costs. Further
more the PT A and the Neighborhood 
Association contend that a substan
tial grant in Community Development 
Block Grant funds to be spent in the 
neighborhood will decrease ~ut
migration and increase population. 
They also argue that, because of es
calating housing costs, first-home 
buyers, who tend to have young fami
lies, will seek older homes in the 
neighborhood. 

Several months ago the Board 
formed a Committee of One Hundred 
to establish criteria for closing 
neighborhood schools. After meeting 
for several weeks the committee 
recommended that no schools cur
rently under consideration be closed. 
The Board contends that the com
mittee didn't really understand the 
financial situation. · 

Board members are elected at 
large. The Board is very cohesive 
and supports the Superintendent, an 
able, ambitious man. The Board be-
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lieves they have bitten the bullet and 
they are willing to accept the conse
quences. They contend that they are 
not denying the neighborhood a 
school in that another elementary 
school is located a little less than a 
mile from Jackson. 

Recently the Board announced its 
decision to build an elementary 
school in Valley Home, a new sub
division in which population is ex
panding. The Jackson neighborhood 
was incensed, accusing the Board of 
fiscal irresponsibility and favoritism. 

The Superintendent and the Board 
would like to let the storm blow over 
and avoid further confrontation with 
the Jackson neighborhood. However 
in a recent editorial one of the two 
daily newspapers has accused the 
Board of being insensitive to neigh
borhood needs and not listening to 
citizens' points of view. In addition 
The Metro Neighborhood Coalition 
has just issued a statement cham
pioning the Jackson group's cause. 
(The Coalition director was trained in 
the conflict model and welcomes 
controversial issues as a means of 
keeping the Coalition alert and ac
tive.) The PT A, the Neighborhood 
Association, and the Coalition have 
joined forces and demanded a special 
meeting with the Board. Reluctantly 
the Board has agreed. The meeting is 
scheduled for 2 p.m. Friday in the 
Board room at the Public School Ad
ministration building. 

B. Change Agent 
Jackson PT A and allies. Role of 

the change agent is to act as con
testant; work to have own side win. 

C. Basic Elements in Strategy 
Issue dissensus--complete dis

agreement on whether an issue exists 
and how an issue is to be resolved. 

D. Objective of Change Agent 
To cause the Board to rescind its 

decision to close Jackson School. 

Objective of Board 
To stand firm on its decision to 

close Jackson School. 
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E. Task 
Develop a plan for achieving the 

objective, using the conflict strategy. 

The key to the conflict strategy is 
that there is no consensus about the 
issue. The Jackson PTA and its allies 
are at loggerheads with the Board of 
Education and the issue cannot be 
resolved by using the collaborative or 
campaign strategy. 

Before making a decision to use 
the conflict strategy the change 
agent should consider the risks very 
systematically, perhaps by using the 
Risk Technique or Force-Field Analy
sis and be prepared to accept the 
consequences. In addition the group 
should prepare carefully for the con
frontation. It is necessary to clearly 
state the issue and stick to it. This 
means planning who is going to say 
and do what. It also means not 
permitting the other side to cloud the 
issue by diverting attention to other 
matters or going off on tangents. 
However it is also important to plan 
an up-front and a fall-back position, 
i.e., a clear and assertive statement 
of what you want, but also a quiet 
agreement among your own group as 
to what you will settle for. This 
allows room for negotiation. 

One author suggests four addi
tional considerations: (I) separate the 
people from the problem, that is dis
cuss issues, not personalities; (2) fo
cus on interests, not positions, that 
is, try to relate the conflict to basic 
human interests and needs, and try to 
discover interests both sides share; 
(3) invent options for mutual gain, in 
an effort to create a situation in 
which everyone wins something; 
(4) insist on objective criteria, which 
enables negotiation 012 the basis of 
principle, not pressure. 

If your group has chosen to use 
the conflict strategy and has been 
successful, it may be very wise to 
consider how best to restore a good 
relationship with the other side. 
Chances are that the campaign and 
collaborative strategies may be use
ful approaches in future relation
ships. 



SUMMARY 
The collaborative strategy is ap

propriate when there is issue con
sensus; the campaign strategy when 
there is issue difference; and the 
conflict strategy when there is issue 
dissensus. In choosing a strategy a 
group must also consider its own 
style, the social environment in 
which it functions, and the possible 
consequences of its choice. 

1The basic ideas about the col
laborative, campaign, and consensus 
strategies have been adapted from: 
Warren, Roland L., Truth, Love, and 
?ocial Change, and Other Essays on 
Community Change. Chicago: Rand 
McNally and Co., 1971. 

2Citizen Partici ation News-
letter, December, 1982, No. 16 Mor
gantown, West Virginia: West Virginia 
University Cooperative Extension 
Service, 1982) pp. 1-3, citing Fisher 
and Ury, Getting to Yes (Boston: 
Houghton Mifflin, 1981). 
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Professionalism in a Medical Volunteer Role: 
Volunteers in Emergency Squad Work 

JoAnn Gora, PhD and Gloria Nemerowicz, PhD 

Editors Note: The fallowing is the 
official "Executive Summary" of a 
several hundred page study which will 
be published in book form in l985. 

THE RESEARCH PROBLEM 
The contradiction between the 

popular image of the volunteer as a 
nonserious worker and the socio
logical image of the volunteer as a 
committed worker bears on an impor-

INTRODUCTION tant question: how much can we 
Volunteers save the taxpayer expect from the volunteer? How 

money, relieve labor shortages, ex- accountable can we expect him/her 
tend services, develop necessary so- to be? These questions can be 
cial programs, promote changes with- answered in part by examining how 
in existing organizations and provide volunteers define the work they do. 
links between the community and The sociology of work emphasizes the 
service agencies. The Gallup survey importance of the concept of pro
taken in 1981 indicated that 53% of fessionalism in differentiating among 
all Americans did some volunteer various kinds of work. This study is 
work in the preceding year. This sur- an attempt to understand profession
vey concluded that 93 million Ameri- alism--the extent of it and the condi
cans volunteered their services, and tions under which it develops--in vol
these services were valued at $64 unteers. If volunteers are accorded 
billion. In the health field the value professional status, mechanisms of 
of volunteers is measured not only in internal control should operate to up
dollars, but also in terms of lives hold standards. Typically, in profes
saved or lost. Volunteers provide sions, these are peer review and eval
emergency services, staff hospices, uation, improvement or recertifica
hotlines, and crisis centers, and fill tion measures. In addition, if the 
personnel gaps throughout the hos- volunteer is viewed as a professional, 
pita! system. The largest concentra- the increased prestige will make re
tion of volunteers in the health field cruitment and retention easier. 
in New Jersey is in ambulance One prerequisite for profes
squads. Ninety-two percent of am- sionalism is the commitment by prac
bulance squads in this state are non- titioners to a specific ideology. That 
profit, volunteer operations. These is, the workers must believe that the 
560 squads represent 15% of all first characteristics of a profession apply 
aid volunteers in the United States. to the work they do. That is where 
These emergency squad volunteers this research starts, namely, to de
are the subject of this research. termine if these practitioners (volun-

JoAnn Gora, Ph.D. is Associate Professor of Sociology and Assistant to the 
President, Fairleigh Dickinson University, NJ. Gloria Nemerowicz, Ph.D. is 
Associate Professor of Sociology at Monmouth College, NJ. The research 
summarized here was supported by a grant from the National Center for 
Health Services Research, OHRST, OASH. The complete study will be 
published in 1985 by Praeger (Holt/Rinehart/Winston). The authors hope to 
continue with a series of studies on volunteer organizations. 
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teer emergency workers) hold a pro
fesional definition of this work 
(emergency squad work). We seek to 
distinguish those who do from those 
who don't. 

PROFESSIONALISM DEFINED 
What are the characteristics of 

professional work? In this research, 
we use the definition developed by 
George Ritzer (1977) •. He notes t~at 
professional work has six characteris
tics: 

1. General, systematic knowledge. 
Professional work is thought to be 
based on specialized, technical in
formation which requires an ex
tensive learning process and 
which can only be taught by prac
titioners. 

2. The norm of autonomy. The work 
is believed to require independ
ence from outside interference. 
Only peers/ colleagues are capa?le 
of setting standards, regulating 
and sanctioning job performance. 
A standardized code of ethics, de
veloped by the profession, guides 
the work. Judgments by members 
of the profession are assumed to 
be expert. 

3. The norm of altruism. A service 
ethic dominates the work. Pro
fessionals are primarily concerned 
with the welfare of those they 
serve. This client orientation is 
thought to be the result of an 
altruistic interest in the well
being of the larger community. 
This orientation, in part, results 
from the special "calling': that 
professionals feel to do the1r ser
vice-oriented work for others. 

4. The norm of authority over 
clients. In order to best serve 
their clients, professionals gener
ally insist on complete authority 
over those they serve. Thus pro
fessional occupational roles have 
a good deal of authority built into 
them. 

5. A distinctive occupational cul
ture. Professions develop occupa
tional subcultures which include 
all people who do the same pro-

fessional work. This subculture is 
supported by formal organiza
tions, associations, or societies 
which often function to create a 
sense of national unity and identi
fication among professionals in 
the same occupation. These sub
cultural organizations often func
tion as a lobby group for the oc
cupation. Professional work is 
marked by special norms, values, 
beliefs and symbols which set the 
occupation apart from main
stream society and promote a 
sense of community and common 
identity among members. . 

6. Recognition by the comm~.1mt_y 
and the law that the occupation ts 
a profession. Professions are 
granted the power of autonomy 
and authority by the larger 
society. With this recognition 
often goes trust or faith in the 
altruism and the ability of the 
professional. 

These characteristics may not ob
jectively describe the work but, 
sociologically, what is important is 
how people perceive both the job and 
the people who do the job. _If th~ j~b 
is to be seen as a profession, 1t 1s 
important that the workers, the~
selves, believe that the work contams 
these "professional attributes." 

The purpose of this research is to 
answer two questions: do emergency 
squad volunteers hold a professional 
definition of their work? Under what 
conditions does this attitude of pro
fessionalism develop? In the course 
of answering these two questions, we 
also discuss who does this type of 
volunteer work, why they do it, their 
attitudes toward it, how they or
ganize as a group to deliver the ser
vice, and the support systems they 
rely on. 

RESEARCH METHODOLOGY: THE 
SAMPLE AND THE INSTRUMENTS 

From a list of all volunteer emer
gency squads in New Jersey, a geo
graphically-stratified random sample 
of 21 squads was selected. Thirteen 

20 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Winter 1984-85 



of New Jersey's 21 counties were 
represented in the final sample. A 
pilot study allowed us to pretest and 
revise the following research instru
ments: a structured questionnaire, a 
job satisfaction scale, a profes
sionalism scale, and a focused inter
view schedule. The self-administered 
structured questionnaire that was 
completed by the individual volun
teers elicited data on: the number of 
years on the squad, hours worked per 
week, extent of mobility within the 
squad, most frequent kinds of calls of 
the squad, necessary skills,. training, 
nature of complaints, reasons for vol
unteering, reasons for entering the 
volunteer role, unanticipated benefits 
of volunteer work, extent of support 
from family and friends, quality of 
relationships with squad members. 
The questionnaire also elicited data 
on the demographic variables of sex, 
age, marital status, number of chil
dren, age of children, residence, edu
cation, occupation, income, and in
volvement in other organizations. 

The professionalism scale, derived 
from the work of George Ritzer, asks 
the respondent for extent of agree
ment with eight statements measur
ing the following distinguishing char
acteristics of professional work: al
truistic motivation, a systematic 
knowledge base, adherence to a code 
of ethics, need for autonomy, need 
for authority over clients, and the 
existence of an occupational sub
culture. These questions have con
tent validity; a pretest established 
the concurrent validity of the scale. 
Scores derived from this scale are 
used to measure both the individual's 
and the squad's level of profession
alism. 

The job satisfaction scale was 
adapted from one developed at the 
University of Michigan Institute for 
Social Research by Quinn and Staines 
that was used in a Department of 
Labor survey of a national sample of 
workers in 1969, 1973 and 1977. The 
scale taps the following specific 
dimensions of job satisfaction: com-

THE JOURNAL OF VOLUNTEER ADMINISTRATION 21 
Winter 1984-85 

fort, challenge, relations with co
workers, and resource adequacy. Job 
satisfaction is measured by the in
dividual's degree of agreement with 
13 statements. 

A focused interview schedule was 
used to conduct interviews with squad 
leaders. It was from these interviews 
that information about the organiza
tion and structure of each squad was 
derived. Information on the follow
ing variables was collected: size of 
squad, sex composition of the squad, 
history/age of the squad, geo
graphical area covered, nature and 
frequency of calls, vehicles owned by 
the squad, size and condition of phy
sical plant, shift organization, re
sponsibilities of members, admissions 
procedures, disciplinary procedures, 
recruitment methods, financial con
dition and sources, committee struc
ture, leadership structure and turn
over, extent of social activities of 
the squad, extent of in-house train
ing, and community relations. 

This research has both qualitative 
and quantitative elements. The 
focused interviews and open-ended 
survey questions produce qualitative 
data that describe the work experi
ence of the volunteer squad member 
and the organization of the squad. 
These data complement the quantita
tive data generated by the other re
search instruments. 

There are two levels of analysis: 
the individual (the volunteer) and the 
organization (the squad). Since the 
independent variables are at both the 
organizational and individual level, 
we review the characteristics and at
titudes of the 514 emergency squad 
volunteers and the organizational 
sturcture of the 21 squads. These 
variables are used to predict the de
pendent variables of professionalism 
and job satisfaction. 

Standard multi-variate analysis 
with appropriate tests of significance 
and measures of association establish 
the degree of statistical and sub
stantive significance between the in
dependent and dependent variables. 



THE INDIVIDUAL VOLUNTEER: 
CHARACTERISTICS AND A TTI
TUDES 

Based on the demographic data 
we conclude that our "typical volun
teer" is a married man between the 
ages of 18 and 35 with children over 
the age of seven. He is a high school 
graduate with some college education 
who works full time and earns less 
than $30,000 per year. He lives in 
the town in which he volunteers and 
has been involved in voluntary or
ganizations in the past. Contrary to 
some popular images of the volun
teer, our findings show that the vol
unteer is not a person who "has noth
ign better to do with his time." Vol
unteers are people who are firmly 
rooted in the community, tied in 
through involvement in organizations 
and through their families. 

Most of our volunteers have 
served on a squad for less than four 
years and devote at least 15 hours 
per week to this activity. Many 
squad leaders report that they can 
only expect a commitment of three 
to five years from the typical volun
teer, since "burn-out" occurs for 
many volunteers after five years. 
Despite the public's image of the 
dramatic, life saving efforts of the 
emergency squad volunteers, most 
respondents reports that fewer than 
10 percent of their calls can be con
sidered life saving. Few volunteers 
report that their volunteer work con
sists primarily of saving lives. Inter
estingly, the volunteers realize that 
their most important skills are not 
their medical skills. They feel that it 
is important to reassure and control 
people in an emergency situation and 
for this they rely on interpersonal 
skills. 

Generally our volunteers feel that 
their training has been very good, and 
many of the respondents have gone 
for additional training. The squad 
members seem to be eager for more 
in-squad drills. Additional formal 
courses are not considered to be as 
important as continuous in-squad 
drills. The volunteers seem eager to 

review calls, to improve techniques 
and procedures, and to discuss with 
other volunteers how to maintain and 
improve their emergency squad skills. 
The respondents are not eager to 
have fewer restrictions placed on the 
services that they perform. They are 
afraid that fewer limitations will re
duce the number of people who can 
do the job or that it will change the 
role too radically. They do feel, 
however, that those people who have 
specific medical training should be 
allowed to use that training in their 
role as volunteers. 

While the volunteers have few 
complaints about the nature of the 
work, they do complain about a lack 
of significant recognition from the 
communities they serve. The other 
complaint mentioned with any fre
quency is problems with co-workers. 
These are typically defined as "per
sonality clashes" that, while annoying 
and unpleasant, are overcome when 
the squad members go out on a call. 

Our data emphasize the over
riding importance of the informal 
channels in the recruitment process. 
It is through friends, neighbors, and 
relatives that volunteer work is 
"demystified" and made inviting. Of
ten it is a personal experience with a 
squad that allows people to imagine 
themselves as emergency squad 
workers. In overwhelming numbers, 
the respondents cite serving the com
munity as their most important rea
son for volunteering. The second 
motivation for doing volunteer work 
is an instrumental one. Respondents 
indicate that they think this volun
teer work might help them in their 
job or future career. Good feelings 
about themselves, new friendships 
and a sense of personal growth are 
cited as unanticipated benefits. 

Those people who don't do this 
volunteer work are not seen as people 
who lack the skills to do the work. 
Rather they are seen as people who 
live busy lives and do not know 
enough about this work to understand 
how interesting and rewarding it is. 
All of the reasons cited by the volun-
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teers, that is, all the excuses for not 
volunteering, are amenable to 
change. Potential volunteers can be 
educated to understand that volun
teers are also busy people, that vol
unteer work is intrinsically inter
esting, and that there is little to the 
volunteer work that is frightening. 

Our volunteers report a strong 
sense of support from their families 
and friends. Families support volun
teers even though there is some 
recognition that this activity inter
feres (time and emotional costs) with 
family and/or job responsibility. In 
addition, our volunteers have a refer
ence group of volunteers, friends who 
share a common interest in volun
teering even if in an area other than 
emergency squads. The squad itself 
becomes, for most volunteers, a pri
mary group. Like friends and family, 
squad members socialize, reward, and 
sustain the volunteer in his or her 
volunteer role. 

Volunteers have a difficult time 
comparing this work to paid work 
because they see their volunteer ex
perience as intrinsically enjoyable. 
The volunteers reflect a commonly 
held view that work is something you 
do because you have to. This view of 
work contrasts sharply with their 
view of volunteer work. Volunteering 
is work done by choice and is intrin
sically enjoyable. 

SQUADS: THEIR STRUCTURE AND 
CHARACTERISTICS 

The 21 squads are all voluntary 
organizations which have the same 
stated goal: responding to the emer
gency medical needs of an immediate 
population. How they organize to 
reach that goal varies tremendously. 
Our intensive interviews allow us to 
point to 20 variables that describe 
the squad organization. Nine of 
these 20 variables emerge as the 
most significant in differentiating 
the squads. 

Extent of Activity: Our sample 
ranges in size from a squad of 17 to a 
squad of 65 active members. Most 
squads have between 25 and 45 mem-
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bers. The number of calls a year 
range from 198 to 5,500. Our largest 
squad is not the most active squad 
because it is in a surburban com
munity. The most active squad is in 
an urban location. Many squads are 
sensitive to the importance of ac
tivity for retaining members. 
Several squads have a cap on the 
number of members fearing that too 
many members will lead to less ac
tivity and thus to dissatisfaction. 
Volunteers, perhaps more than paid 
workers, desire to be active on the 
job because it is the activity, not a 
paycheck, that is the reason for being 
there. 

Recruitment: One-third of the 
squads maintain that they have no 
problems with recruitment because 
they do not want any more members 
than they currently have. At the 
other extreme, for four of the squads 
recruitment problems are so severe 
that they have affected the ability of 
the squad to provide 24 hour cover
age. Although most squads send out 
an annual recruitment letter to the 
community, leaders report that the 
most popular and success£ ul method 
of recruitment is "word of mouth." 
This informal method promotes group 
solidarity by recruiting outsiders who 
are already known to someone in the 
group. It may be that personalized 
recruiting is necessary to demystify 
emergency medical work. Recruit
ment methods also include talks to 
local organizations, ads in the news
paper, and sponsoring first-aid 
courses in the community. 

Financial status: Operating 
budgets range from $10,000 to 
$100,000 per year. Squads receive 
funds in varying proportions from lo
cal municipalities, fund raising let
ters, door to door solicitation, un
solicited donations, and a wide range 
of fund raising activities. A small 
percentage of the squads indicate 
severe financial problems. Those 
that report poor financial conditions 
also report a poor relationship with 
the community they serve. It is this 
connection between community 



recognition and fund ra1smg that 
makes squads eager for media cover
age of their activities. 

Relationshie with the town: All 
squads distinguish recognition and ap
proval from community residents 
from recognition and cooperation 
from town officials. Generally, squads 
feel that town residents are grateful 
for their efforts, although they do 
not always realize that the squad is 
unpaid. The squads are concerned 
about the extent of services they 
receive from the town (for example, 
snow plowing, equipment repair). No 
squad feels it gets sufficient news
paper coverage. 

Shift organization: Squad leaders 
report that calls can be responded to 
in three ways: a scramble or a desig
nated crew that responds either from 
home or from the squad house. The 
method of coverage usually reflects 
the availability of members. Most 
squads have difficulty with fixed 
shifts during daytime hours when 
most of their members are at work. 
Squads report that the women who 
used to cover the daytime hours are 
no longer available. There are in
dications that squads that rely on the 
"scramble" have problems coor
dinating their efforts so that a suf
ficient, but not excessive, number of 
members arrive at the emergency 
scene with the ambulance. 

Leadership: By and large, the 
squads have established democratic 
procedures for nominations, elec
tions, and the development of rules 
and regulations that guide activities. 
However, a range of democratic 
forms has developed. Some squads, 
though democratic in procedure, are 
practically leaderless, even though 
someone gets elected. The leader 
has very little designated authority. 
In other squads the leader has been 
designated a lot of authority, and 
he/she uses it to run the squad effec
tively. In a few squads, the per
sonality of the leader dominates. 
Some leaders appear to be "bene
volent despots," that is, strong lead
ers who attempt to create a family 

atmosphere while they play the auto
cratic parental role. There are a few 
squads that have had the same lead
ers for ten to fifteen years, either 
because the squads are very small 
and few people will accept the re
sponsibility or because the leader is 
one of the oldest members of the 
squad, has a great deal of power, and 
does not wish to relinquish this role. 
A few squads have recently experi
enced a change in leadership and are 
quite conscious of leadership prob
lems in the past. 

Sociability: Squads range in ex
tent of sociability. Some squads 
serve as a home away from home 
where people spend a great deal of 
time. Some have planned activities 
but not a great deal of informal 
socializing. In others, socializing is 
discouraged or not facilitated. It is 
clear that in some squads the or
ganization of the squad does not in
duce or encourage sociability among 
members. For example, these squads 
are organized on a scramble system, 
do not have a squad house, have a 
weak leadership structure, and have 
the greatest turnover problems. 

Role responsibility: There is wide 
variation in what leaders' expect 
from their volunteer members. Some 
leaders feel that all responsibilities 
are really optional and therefore are 
reluctant to make extensive demands 
on their members to attend training 
or business meetings or even to 
answer a minimum number of calls. 
It is the smallest, least active squads, 
usually organized on a scramble sys
tem, that are most likely to make the 
fewest demands on their members. 
Most squads require members to 
serve a minimum number of hours per 
week and to attend business and/or 
training meetings (from one to four 
meetings per month). Most com
mittee assignments are optional but 
encouraged. In at least five squads 
extensive participation in fund rais
ing activities is also required. 

Bureaucratic structure: The for
mal organization of the squad con
sists of the number of leadership 
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positions, the number of committees, 
admission requirements, procedures 
for transition from probationary to 
active status and the extent of in
house training. There is great varia
tion in the structure of the squads on 
all of these criteria. 

TYPOLOGY OF SQUADS 
Combining bureaucratic structure 

and role responsibility, squads can be 
ranked on an organizational con
tinuum from high to low. The highly 
structured group consists of squads 
with extensive role responsibilities, 
numerous committees, a complex 
leadership structure and exacting 
training requirements. Interestingly, 
these squads have a democratic lead
ership style and are high on soci
ability. At the other end of the 
continuum are squads that make few 
or no demands on the members, have 
few committees and little or no in
house training program. These 
squads tend to have a more auto
cratic leadership and less leadership 
turnover. 

Through the description of four 
squad types we analyze the way the 
nine organizational variables de
scribed above fit together to form 
working wholes. The "ideal types" 
described below are composite pic
tures, not precise descriptions, of any 
individual squad. 

The highly structured squads have 
an extensive formal bureaucratic 
structure of rules and regulations 
that guide the squads' activities. 
There is an extensive committee 
structure, strong democratic leader
ship and no financial problems. 
Training meetings are scheduled 
every week to enable members to 
improve their skills. Squad members 
are very professional in their stated 
ideology. They frequently use the 
word "professional" to describe them
selves. They emphasize the amount 
of training they give their members 
and their extensive "exclusive" ad
missions procedures. At least part of 
what they mean by professionalism is 
being serious about their work. 
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These squads do not encourage social 
activities among members and, in 
fact, socializing is seen as a potential 
problem. The membership of these 
squads includes people of all ages and 
socio-economic backgrounds. These 
squads tend to draw from large and 
somewhat heterogeneous communi
ties. There is great crew-level loy
alty that is defined as an important 
ingredient in doing a professional job. 

The community squads are very 
tight knit with a stable membership. 
They have few financial problems and 
enjoy a good relationship with the 
town. They have a tradition or his
tory in the community that is widely 
known and cherished. There is a real 
sense of being appreciated by the 
community. The members are drawn 
from the small community they 
serve. The membership is homo
geneous, sometimes young, and 
people enjoy spending time together 
both in the squad and in outside 
social activities. There is some 
tendency in these squads to identify 
discipline and control as problem 
areas. These problems are usually 
defined by the age of the members 
and the social activities in which 
they engage. These squads tend to be 
concerned with their appearance and 
their image in the community. 

The struggling squads tend to be 
loosely structured with few rules and 
regulations. Training requirements 
are kept to a minim um, and there are 
few drills. These squads have finan
cial troubles and very real survival 
problems. They are trying to become 
close to the community, but at this 
point they are not. The membership 
is not very tightly knit. Relation
ships between people are loose, not 
very social. In addition, these squads 
tend to have recruitment problems. 
The leadership is either weak or very 
new at the job. These squads tend to 
make little use of their squad house. 
Members respond to calls, primarily 
from home, not from the squad 
house. This, in part, reflects their 
low degree of identification with the 
squad as a community of volunteers. 



In our sample, this kind of squad was 
the most frequent. 

The authoritarian squads do not 
have many rules or an extensive bur
eaucratic structure, but they are dis
tinguished by clear leadership roles. 
These squads tend to have very 
strong leaders who hold their posi
tions for a number of years and who 
rule without a lot of regulations to 
guide them. The emphasis is on au
thority, not on roles and regulations. 
The power of the person in the lead
ership role is emphasized. These 
leaders tend to work hard for the 
good of the squad, and they engender 
devotion or, at least, respect from 
most of the members. Members ex
press a sense of commitment to the 
squad, which is primarily commit
ment to the leader. This leadership 
pattern can produce a very tight knit 
squad. In some cases there is a very 
strong in-group feeling among squad 
members. Training requirements 
tend to be loose. Street experience 
is seen as more important than "book 
learning" or formal training. Disci
pline is generally rigorous in the 
hands of the authoritarian leader. 
Some squads in this group have good 
relations in the town, some do not. 
The relationship with the town, like 
everything else in these squads, is a 
function of the leadership. 

There is a correlation between 
degree of formal bureaucratic struc
ture and social class, as measured by 
income or occupation. That is, vol
unteers in the highly structured 
squads have a higher median income 
and are more likely to hold profes
sional/managerial occupations than 
are volunteers in the authoritarian 
squads. These data suggest that 
people use, in their volunteer work, 
the organizational skills that they 
have acquired in their occupations. 
The community squads and the strug
gling squads are not defined by their 
degree of bureaucratic structure, the 
social class of their membership, or 
by their attitude towards profes
sionalism. Rather, they are charac
terized by their relationship with the 

towns they serve, their financial 
problems and their recruitment 
dilemmas, all of which are inter
related. 

Our data suggest the following 
conclusions: 

1. The highly structured squads 
operate smoothly and have de
veloped internal mechanisms of 
quality control. They serve the 
community, and local residents 
respond to fund raising and mem
bership appeals. 

2. The community squads are small, 
but well respected by the town 
and presumably stable in their 
ability to deliver services. 

3. The struggling squads cannot rely 
on local fund raising efforts for 
their survival. If they are to 
function effectively, they will 
need to find new financial sup
ports. 

4. The authoritarian squads function 
well where the leadership is wise 
and benevolent. Then they serve 
the community well and are re
spected and appreciated. When 
the leadership is isolated from 
community influence, the squad 
may deviate from appropriate 
community service. Then the 
municipality needs to be in closer 
cooperation and control in order 
to assess and monitor service de
livery. 

CORRELA TES OF 
PROFESSIONALISM 

Originally, we hypothesized that 
professionalism would be influenced 
by the type of squad organization. 
However, our data indicate that 
there is no correlation between de
gree of formal bureaucratic structure 
of the squad and professionalism. 
That is, the highly structured squads 
as a group don't score higher on pro
fessionalism than the authoritarian 
squads. In fact, there is very little 
variation among the squads in pro
fessionalism as measured by the 
median or mean professionalism 
score of the squad's membership. We 
conclude, therefore, that profes-
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sionalism is an individual-level vari
able. 

Overwhelmingly the volunteers as 
individuals agree that their emer
gency squad work is marked by pro
fessional characteristics. Ninety-two 
percent of the respondents agree that 
"there is a distinct body of knowledge 
required to do this work." Ninety
two percent agree that "there is a 
code of ethics that guides the work." 
Eighty-four percent agree that "there 
is a national or state association of 
people who do this work." Seventy
nine percent of the respondents agree 
that people who do this work are a 
rather select group with a certain 
"calling for the work." Seventy-four 
percent agree that "people who do 
this work are generally altruistic, 
concerned with the well-being of 
others rather than themselves." Sixty 
percent agree that "many of my good 
friends also do this work." Fifty-six 
percent agree that "only someone 
who actually does this work can 
teach it to others." Fifty-one per
cent that "to do this work right, I 
need authority over those I serve." 

The data are analyzed to deter
mine the variables correlated with 
professionalism and to gain a better 
understanding of the conditions under 
which professional attitudes develop. 
The following variables are explored: 
occupation, income, education, years 
on the squad, number of hours 
worked, family's knowledge of work, 
family's reaction, age, sex, motiva
tion, benefits, training, relationship 
with squad members. 

The most dramatic relationship is 
an inverse one between occupation 
and professionalism. Blue collar 
workers and sales and clerical work
ers are more likely to score high on 
the professionalism scale than are 
professional and managerial workers. 
Alternately, professional and mana
gerial workers are more likely than 
any other occupational groups to 
score low on the professionalism 
scale. Perceiving emergency volun
teer work as professional is, at least 
in part, dependent on the individual's 
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occupational frame of reference. If 
the indivioual's job does not manifest 
the characteristics of profession
alism, as defined in this study, he/she 
will be more likely to maximize a 
definition of this volunteer work as 
professional. Professionals and 
managers in comparing their paid 
work with this work do not find vol
unteer work "professional." They do 
not accord it the same status as their 
paid work. It is more likely to be the 
blue collar or sales and clerical work
ers who attribute the positive char
acteristics of professionalism to this 
volunteer work. 

The relationship between occupa
tion and professionalism is supported 
by the data on income and education. 
Years on the squad is a contributory 
factor in explaining professionalism; 
its influence varies by occupation 
group. That is, after ten years on the 
squad there is an increased chance 
that those in managerial and pro
fessional occupations will score high 
on the professionalism scale. Those 
volunteers from blue collar and sales 
occupations are more likely to score 
high on the professionalism scale af
ter a shorter time period on the 
squad. 

Additionally, we see a positive 
re.lationship between hours worked 
per week and the professionalism 
score. Does the behavior (number of 
hours worked) produce the attitude 
(defining the work as professional) or 
does the attitude produce the be
havior? The data do not indicate 
which factor is the independent vari
able. 

Those respondents who report 
that their families know what they do 
in their volunteer work are more 
likely to score high on the profession
alism scale than those respondents 
who report that their families know 
very little or nothing about their vol
unteer work. In addition to family 
support, close warm relationships 
with other squad members are also 
associated with high scores on the 
professionalism scale. The data doc
ument a positive relationship be
tween the volunteer's perception of 



his/her relationship with other squad 
members and the definition of the 
work as professional. 

In sum, it is clear that the person 
most likely to score high on profes
sionalism is an individual who is a 
homemaker or is in a blue collar, 
clerical or sales occupation, who has 
a low income, less than a college 
education, who has been on the squad 
more than four years, has a warm 
relationship with squad members, and 
has a family who knows about and 
supports volunteer work. 

Interestingly, a professional defi
nition of the volunteer work is not 
correlated with age, gender, initial 
motivation to do the work, desire for 
more extensive training, or desire for 
fewer restrictions on the services 
squad members can perform. 

CORRELA TES OF JOB SA TIS
F ACTION 

For the past several years the 
United States Department of Labor 
has pointed to a decline in job satis
faction in the American labor force. 
The University of Michigan's surveys 
document this decline. In these sur
veys, workers are asked a series of 
questions about specific aspects of 
their job. We ask those same ques
tions of the volunteers. On eight of 
the thirteen statements the volun
teers are more satisfied than workers 
in the American labor force. A 
higher percentage of volunteers than 
paid workers indicate agreement with 
the following statements: the phy
sical surroundings are pleasant. The 
work is interesting. I have an oppor
tunity to develop my own special 
abilities. I am given a chance to do 
the things I do best. I am free of the 
conflicting demands that other 
people make of me. I am secure in 
my volunteer position. I have enough 
information to get the job done. My 
supervisor is competent in doing his/ 
her job. There are five items that 
elicit some measure of dissatis
faction. The volunteers do not 
strongly agree with the following 
statements: The hours are good. I 

am free of conflicting demands. I am 
given a lot of freedom to decide how 
to do my own work. I have enough 
authority to get the job done. My 
chances for advancement are good. 

The strongest predicter of job 
satisfaction is holding a professional 
definition of the volunteer work. The 
two scales, professionalism and job 
satisfaction, are positively cor
related. Volunteers who define this 
work as professional are more likely 
to also define the volunteer work as a 
satisfying experience on a number of 
dimensions. 

IMPACTOFYEARSONSQUAD 
We were interested in deter

mining whether newer volunteers 
have different attitudes and different 
levels of job satisfaction than more 
experienced volunteers. Since the 
relationship between years on the 
squad and professionalism is a weak 
one, it is possible to say that people 
do not grow into an attitude of pro
fessionalism, but come already pre
pared with the "right orientation." If 
new members do not see this volun
teer work as professional when they 
join, they are unlikely to acquire this 
perception over time. Additionally 
newer members are just as likely as 
more experienced members to say 
that their families have a positive 
reaction to their volunteer work. 

Although high levels of satis
faction are found among all volun
teers, newer members are more sat
isfied with the hours, more positive 
about the physical surroundings, less 
likely to recognize conflicting de
mands being made on them, more 
likely to endorse the idea that they 
can develop their own special abili
ties through volunteer work, and 
more likely to feel that there are 
chances for advancement within the 
volunteer organization. Thus we see 
that the new volunteer begins with a 
very high level of satisfaction. This 
is understandable given the element 
of choice involved in being an emer
gency squad volunteer. Those who 
stay with volunteering do not experi-
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ence a significant decline in levels of 
satisfaction. They may become more 
critical of the conditions of the work, 
but, at the same time, they become 
more secure in their ability to get 
the job done. 

POLICY IMPLICATION 
The last chapter of this report 

discusses the policy implications of 
these research findings as they relate 
to the issues of recruitment, reten
tion, and increased professionalism 
among volunteers. 

To Aid Recruitment 
1. The individual who volunteers is 

one who has a very strong sense 
of identification with the com
munity in which he lives. Thus, it 
is important to develop a sense of 
community among town residents 
which, in turn, will foster volun
teerism. 

2. Informal recruitment is more ef
fective than formal recruitment 
methods and therefore should be 
emphasized. The informal ap
proach (primarily word of mouth) 
seems to bring in "the right 
people" with "the right attitudes" 
and encourages warm relation
ships between the new volunteer 
and those already on the squad. 

3. Formal recruitment methods 
(door-to-door canvassing, annual 
letters to the town, talks to com
munity organizations) are impor
tant primarily as a way to edu
cate the public to the existence 
of the squad and the dedication of 
its members. 

4. Emergency squad volunteers em
phasize the importance of inter
personal rather than medical 
skills. Recruitment and training 
efforts should not neglect these 
skills. 

5. The gender, age, and initial rea
son for volunteering are insignifi
cant in terms of the attitude of 
the volunteer toward profession
alism and should not be empha
sized as criteria for admissions. 
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6. Public relations campaigns should 
educate the public to the un
anticipated benefits and rewards 
of volunteering. The public needs 
to know that the work is neither 
difficult, frightening, nor boring. 

To Aid Retention 
7. Governments--local and state-

should recognize the monetary 
value of squad services and their 
need for financial support. They 
should help with direct financial 
aid and support services. 

8. Volunteers need and want respon
sibility and activity. Squads 
should consider capping their 
membership levels so that each 
volunteer feels necessary to the 
operation of the squad. 

9. Since volunteers see the most 
value in in-house rather than for
mal course training, squads should 
provide regularly scheduled op
portunities for a review of calls, 
procedures, and equipment. 

10. Squad members should not be 
fearful of using the squad house 
as a place to congregate and to 
hold social gatherings. Social ac
tivities among squad members en
courage strong supportive bonds 
which are necessary in this type 
of work. 

11. Most volunteers have a "volunteer 
life" of approximately five years. 
Burn-out is a phenomenon that 
should be anticipated. 

12. The major source of dissatis
faction and low morale in volun
teer work is inadequate com
munity support and recognition. 
Many times lack of support is 
attributed to lack of information 
about the squad and/or the volun
tary nature of the organization. 
Local governments should recog
nize the importance of positive 
recognition and should extend 
courtesies whenever possible to 
encourage and support volunteer 
activities. 



To Foster Professionalism 
13. Volunteers from lower socio

economic occupations are the 
ones most likely to derive in
trinsic rewards from volunteer 
work and to define it as profes
sional. Volunteerism among lower 
socioeconomic groups should be 
encouraged. 

14. Those individuals most likely to de
fine the role as professional are 
also most likely to show a high 
degree of satisfaction wi~h the 
work. Therefore, a professional 
definition is to be encouraged if 
only because it leads to high 
levels of job satisfaction and 
commitment to the work. 

15. The organizations that volunteers 
create differ significantly in their 
degree of bureaucratic structure 
and leadership style. There are a 
variety of apparently successful 
types of squad organizations. Or
ganizational structure does not 
seem to influence either degree 
of professionalism or job satis
faction. 

16. Finally, our theoretical model of 
professionalism suggests that pro
fessionalism can be fostered by 
1) emphasizing the solid base of 
information upon which the tech
nical portion of emergency squad 
work is based, 2) allowing the vol
unteers to work free of outside 
control or interference, 3) empha
sizing the altruistic motivation of 
most volunteers, 4) encouraging 
volunteers to accept the authority 
they have within the emergency 
situation, 5) encouraging volun
teers to see themselves as part of 
a larger group of medical emer
gency personnel, and 6) encour
aging the community to recog
nize the professional elements in 
this volunteer work. 
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Legal Issues in Volunteerism: 
Preliminary Survey Results 

Jeffrey Kahn 

At AV A's 1984 National Confer
ence on Volunteerism in Asheville, 
North Carolina, Energize Associates 
conducted a Legal Issues Survey to 
sample the experiences of volunteer 
administrators with legal issues re
lating to volunteerism. To the best 
of our knowledge, this is the first 
time such a survey has been at
tempted. Three hundred forty-three 
(343) people have completed the sur
vey to date (either during the confer
ence itself or subsequently by mail), 
representing a wide variety of volun
teer programs nationwide. We were 
pleased to receive a great many help
ful responses. 

Because AV A gave permission for 
the survey to be conducted during the 
Conference, participants were pro
mised a report in THE JOURNAL on 
the results of the survey. What fol
lows is a preliminary summary of the 
written responses we received, as. 
well as an overview of the comments 
made to us in conversations about the 
survey with Conference participants. 
Energize Associates is still compiling 
and analyzing the full results of the 
survey, and would like to hear the 
opinions and experiences of those of 
you who were unable to attend the 
Conference. To this end, we are 
reprinting a copy of the survey ques
tionnaire at the end of this article 
and encourage any of you who have 
not already completed the survey to 
do so now. When we have done our 
complete analysis of the survey, in
cluding the responses we hope to get 

from all of the readers of THE 
JOURNAL, we will be reporting to 
you again in these pages. Again, we 
promise to keep all identities anony
mous. 

While legal questions relating to 
volunteers have been discussed in 
print and at conferences, volunteer 
administrators show a great deal of 
understandable apprehension when 
faced with this issue containing so 
many unknowns. The field of volun
teerism often speculates theoreti
cally about the types of legal ques
tions and actions that face volunteer 
programs; the goal of the Energize 
Associates survey is to get concrete 
knowledge about what issues are 
really important and most on the 
minds of administrators, and how 
many of the possible "horror stories" 
have become realities. Further, this 
survey is an attempt to ascertain how 
much influence legal concerns have 
in volunteer program planning, and to 
see what kinds of issues have actually 
been the focus of legal actions. 

ADDITIONAL LEGAL RESEARCH 
I have a very special interest in 

this project. For the past several 
years I have worked at Energize 
Associates, doing research and con
sulting in volunteerism; in addition, I 
am currently in my second year of 
law school at the University of Penn
sylvania. These legal issues interest 
me as a future lawyer, with a strong 
commitment to volunteerism. 

Jeffrey Kahn is Special Projects Director for Energize Associates, a volun
teerism consulting and training firm. He is also a second year law student at 
the University of Pennsylvania Law School and is on the staff of its Law 
Review. He is presently researching legal issues relating to volunteers as his 
contribution to the Review. 
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While coordinating the Energize 
Associates legal survey, I am con
currently conducting an extensive 
legal search of precedents and rele
vant court cases involving volunteers. 
I am also interviewing various law 
professors and practicing attorneys, 
especially those specializing in labor 
law, insurance, and torts. My im
mediate goal is to submit an article 
to the Universit of Penns lvania 
Law Review--if it is published the 
topic has been formally approved, 
which is the first step), it will be the 
first article on the subject of volun
teerism to appear in any Law Review 
in the country. 

Unfortunately, most lawyers have 
never even considered the implica
tions of volunteer-related legal ques
tions and therefore tend to give 
superficial, inadequate, and some
times incorrect answers to inquiries 
from volunteer program leaders. In 
my opinion, the law should enable and 
support volunteers, and should oper
ate to expand the impact of volun
teer involvement. To non-lawyers, 
the law can be intimidating and even 
scary. However, with the proper 
resources and information, volunteer 
administrators can intelligently guard 
against legal problems, while still 
achieving the maximum potential of 
volunteer help. 

My legal research will be incor
porated into the final report on the 
Energize Associates survey. It is my 
hope to contribute to the field's un
derstanding of the legal meaning of 
volunteering--and also to educate 
some agency and organization 
lawyers! 
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SUMMARY OF ENERGIZE ASSOCIATES LEGAL SURVEY RESULTS 

1. To what extent do legal concerns enter into your volunteer program 
planning? 

No Influence 
1 2 3 

Response Circled 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 

4 5 6 7 8 
Great Influence 
9 10 

Frequency 

17 
27 
43 
34 
47 
25 
39 
51 
18 
42 

343 total responses 

2. How adequate do you feel your knowledge of legal issues in volunteerism 
is? 

Inadequate 
1 2 3 

Response Circled 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 

4 5 6 7 8 
Sufficient 

9 10 

Frequency 

45 
40 
54 
32 
58 
29 
32 
26 
11 
13 

340 total responses 

The responses to these two questions indicate a possible problem in 
volunteer program planning. Most of the respondents felt that legal issues 
had some substantial influence in their planning, as indicated by the cluster 
of high frequencies near the top of our scale in the first question. However, 
the responses to the second question show that many of the administrators 
feel that they need greater knowledge of these issues. This disparity suggests 
that there is a need to educate administrators in legal issues, and to ensure 
that they have adequate legal counsel at their disposal. 

Participants' oral reactions to the survey should be considered here and 
illuminate their written responses. 
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I would like to share with you some of the reactions I got while 
administering the survey, and in my many conversations with Conference 
participants. The large number of people who completed the survey 
(approximately 50% of those attending the plenary session on that day) 
indicates the importance ascribed to legalities. Many of the administrators 
with whom I spoke expressed some confusion about just how legal issues 
would affect their programs. Not only were there fears about the legal 
results of actions, but also--significantly--about the impact of even examin
ing such issues. A number of administrators recognized potential legal 
problems within their organizations, but were afraid to raise them too loudly, 
for fear that the organization's support of volunteers would waver. This 
concern of administrators about openly discussing these issues with their top 
policy-makers leads to questions not only about the force of the legal issues, 
but also about the nature of the relationship of volunteer programs and 
organizations. Also, the subject of legal issues seems to produce an ostrich 
response among volunteer leadership (if we can only hide from the potential 
danger, it will not materialize). 

3. If you had a legal question relating to volunteers, to whom or where would 
you turn to get an answer? 

Response 

Organization's lawyer 
Other lawyer (family member, 

friend, etc.) 
Lawyer on Board 
Executive Director/ Administrator 
VOLUNTEER: NCCI 
State Office on Volunteerism 
City/County/Municipal Attorney 
State Attorney/Attorney General 
Community volunteer lawyer 
National association {other than 

VOLUNTEER or AV A) 
Insurance Agent 
AVA 
DOVIA 
Another volunteer administrator 
Don't know 

Frequency 

95 
31 

30 
30 
28 
27 
16 
15 
14 
13 

11 
9 
6 
3 
1 

335 total responses 

4. Have you ever consulted with a lawyer or anyone else about a legal 
question relating to volunteers? 

Two hundred and fifteen (215) respondents responded "yes" to this 
question. They identified the following subjects about which they raised legal 
questions: 
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Question Area Frequency 

Liability/Insurance 138 
Hiring/Firing Volunteers 11 
Volunteer/Salaried Staff Relations 7 
By-laws, organization structure, etc. 7 
Board member liability 4 
Fundraising 4 
Taxation 4 
Contracts and Agreements 4 
Confidentiality 4 
Alternative sentencing 3 
Miscellaneous/No response 40 

215 

That so many administrators have consulted a lawyer or someone else on a 
legal matter corroborates the finding that legal issues have an important 
influence in volunteer program planning (question 1, above), and that admini
strators seek assistance in assessing their legal concerns. 

It is no surprise that the most common legal questions concern insurance 
and liability issues. The questions respondents asked of their lawyers or other 
individuals relating to liability covered a range of variations. Many ad
ministrators were concerned about the liability of their organizations for 
injuries caused by volunteers, and what insurance coverage is available for 
this. Liability questions also dealt with liability of volunteers to injured 
parties, and whether volunteers could get insurance. Finally, some admini
strators had asked about their own personal liability in the case of an injury 
caused by a volunteer. While the area of liabilities has received more time in 
workshops and writing then other legal issues relating to volunteers, clearly it 
continues to be a source of confusion and concern. 

The miscellaneous questions in this area ranged over a number of issues, 
some of them not directly concerned with volunteers. Among the questions 
mentioned by respondents were rights of immigrants and unemployed volun
teers, volunteers who receive disability payments and fear losing these, and 
health protection for volunteers working in health care facilities. 

5. Has your volunteer program ever been involved in a legal action or 
lawsuit? This could include any of the following: actual trial; suit settled 
out of court; formal investigation; licensing authority hearing; administra
tive proceeding; threatened court action. 

Forty-five (45) respondents answered affirmatively to this question. It is 
understandable that some of them wished to remain anonymous and did not 
include their names on the survey. 

The more extended analysis of this survey will focus on these actual legal 
actions, and the issues they raised. For this preliminary report, we are listing 
the subjects of some of the actions: 

- EEOC complaint/discrimination (several responses) 
- Firing volunteers 
- Volunteer tried to get guardianship of a client 
- Volunteer misappropriated funds 
- Volunteer injured, sued organization (several) 
- Client injured by volunteer, sued organization (several) 
- Volunteer breached client confidentiality 
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6. Are you aware of any legal actions involving another volunteer program? 

Again, forty-five (45) respondents answered "yes" to this question, ar,d we 
will be following up on their responses as part of our further analysis of 
the survey. 

7. What legal issues or questions related to volunteers would you most like 
information about? 

Responses fell into the following categories: 

Response 

Liability/Insurance 
Volunteer/Staff Relations 
Hiring/firing volunteers 
Contracts/ Agreements 
Board Member Liability 
Confidentiality 

Frequency 

107 
16 
12 
7 
7 
6 

Other issues respondents wanted more information about included prob
lems in evaluating volunteers, taxation, Federal government's use of volun
teers, what legal issues to cover in a volunteer orientation session, and "how 
we can avoid legal actions." 
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FOR JOURNAL READERS WHO HAVE NOT YET 
COMPLETED A SURVEY ... PLEASE DO SO NOW 

ENERGIZE ASSOCIATES LEGAL ISSUES SURVEY 

ENERGIZE ASSOCIATES is conducting a survey of volunteer program 
leaders to gain information about legal issues in volunteerism. To the best of 
our knowledge, this is the first time such a survey has been attempted. The 
results of this survey will be made available in several ways, including in THE 
JOURNAL OF VOLUNTEER ADMINISTRATION. Answers will be used solely 
for the purpose of this study. 

For the purposes of this questionnaire, please define "legal issues" as broadly 
as possible to include such topics as: 

law--dvil and criminal 
insurance 
personnel policies 
contracts and agreements 

liability 
statutes 
administrative rulings 
labor relations 

* * * * * * * 
1. To what extent do legal concerns enter into your volunteer program 

planning? (circle a number) 
1 2 3 4 5 6 7 8 9 10 

No 
influence 

Great 
influence 

2. How adequate do you feel your knowledge of legal issues in volunteerism 
is? 

1 2 3 4 5 
Inadequate 

6 7 8 9 10 
Sufficient 

3. If you had a legal question relating to volunteers, to whom or where would 
you turn to get an answer? 

I *4. Have you ever consulted with a lawyer or anyone else about a legal 
I question relating to volunteers? 

I ___ No 

Yes ................... a lawyer ---- -----
someone else: ------

What was the question? 
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*5. Has your volunteer program ever been involved in a legal action or 
lawsuit? This could include any of the following: actual trial; suit settled 
out of court; formal investigation; licensing authority hearing; administra
tive proceeding; threatened court action. 

No ----
Yes ............... Type of legal action: ---- --------

Principle issue: -----------

Result: 

6. Are you aware of any legal actions {as listed above) involving another 
volunteer program? 

No ----
____ Yes ·············~ Describe briefly: _________ _ 

I 

I 
I 
I 
I 

1 
l 
I 
I 
~ 
I 
I 
I 
1 
I 
I 
t 
l 

I 
I 
l 

Whom should we contact to get additional information about this? I 

7. What legal issues or questions related to volunteers would you most like 
more information about? 

* * * * * * * * * * * 

*If you answered yes to either Question 4 or 5, we would like to contact you 
to conduct a short follow-up interview. We will gladly keep all responses 
confidential. 

Name: Title: -------------- -----------
Organization: _________________________ _ 

Address: --------------------------
City: State: Zip: --------- -------- ------
Telephone { ) -'---.a.-------------

* * * * * * * * * * * 

THANK YOU FOR YOUR PARTICIPATION!!! Please return this survey to: 
ENERGIZE ASSOCIATES, 5450 Wissahickon Avenue, Philadelphia, PA 19144. 
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Collaborative Networks: Local Foundations 
Respond to a Changing Environment 

Burton Cohen, PhD and Patricia Patrizi 

Non-profit agencies are not alone 
in having to redefine their purposes, 
set priorities, and design creative re
sponses to a changing wor Id. Many 
foundations are going through trans
formations that are in some ways as 
dramatic as those of the agencies to 
whom they provide funding. While 
foundations are not experiencing the 
cutbacks and layoffs that have 
plagued many non-profits, they are 
finding themselves facing new chal
lenges and pressures and are seeking 
new ways to respond. 

What are some of the forces or 
trends that are affecting founda
tions? First, foundations are be
coming more "public" in the sense 
that people know more about their 
existence, what they are funding, and 
how to tap their resources. This has 
come about through federal legisla
tion mandating more strigent report
ing requirements, through closer 
scrutiny by the public, and through a 
heightened sense of accountability. 

Second, foundations have had to 
become more focused in determining 
priorities and funding criteria. This 
comes as a result of simply receiving 
more requests as well as a much 
greater diversity in the types of re
quests and their sources. Rather 
than requests coming only from agen
cies, there are now multiple entry 
points as when the Philadelphia Com
merce Department asked city foun
dations for input before issuing an 
RFP (Request for Proposal). All 

foundations have not been affected 
equally. Here in Philadelphia, the 
Pew Memorial Trust has reported a 
significant increase in funding re
quests since 1979 when the first An
nual Report was published. The 
William Penn Foundation, on the 
other hand, has maintained a rela
tively stable level of requests. 

A third, and related trend, is the 
tendency for foundations to look for 
ways to take more initiative, or be 
more proactive in shaping a project. 
This comes partly from a desire for 
more creative responses to some of 
the pressing problems of the com
munity. It may also be a response to 
feeling overwhelmed and searching 
for some way to establish a direction. 

HOW HAVE FOUND A TIO NS RE
SPONDED? 

There are three major ways that 
foundations can respond to an in
crease in community needs, multiple 
demands on staff, and a need for 
more innovative and systemic solu
tions. The first is by working to 
improve their own internal planning 
and management capabilities. The 
William Penn Foundation now pre
pares an annual plan for new initia
tives, in addition to its normal plan
ing and priority setting processes. 
The staff of the Glenmede Trust re
cently held a one-day retreat to- dis
cuss ways of improving internal plan
ning and decision-making. Activities 

Burton Cohen, Ph.D. is Senior Research Associate and Patricia Patrizi, Ph.D. 
Candidate is Project Manager at the Management and Behavioral Science 
Center of The Wharton School, University of Pennsylvania. Funding for the 
research in this article was provided by the Management Assistance Program 
of the Delaware Valley, through a grant from Sun Company. 
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like these will undoubtedly continue 
and increase. At the same time, 
ways will have to be found to enable 
smaller foundations to improve their 
internal decision making also. 

A second possible response is to 
form a cooperative foundation as
sociation. These have been formed in 
at least ten large cities and their 
activities range from formal grant
making associations that pool funds, 
to information sharing and research, 
to informal meetings around common 
interests •. In Philadelphia, the idea of 
a formal association has been 
strongly resisted. Foundations prefer 
to maintain control of their own 
funds and to be able to identify the 
recipients of their grants. There is 
also the feeling that creating an in
termediary organization could be 
wasteful and inefficient. 

Instead, Philadelphia area founda
tions have developed a third re
sponse: the development of "col
laborative networks." These are self
organizing groups of staff members 
from different foundations organized 
loosely around specific projects or 
around a common area of concern. 
Examples of the former would be 
joint efforts in the areas of summer 
employment for youth, monitoring 
the City's response to the problems 
of the homeless, and juvenile justice. 
An example of the second type would 
be the Women in Philanthropy net
work that has been meeting for the 
past year to discuss issues related to 
women and girls, and to provide peer 
support. These collaborative net
works have little formal structure, 
overlapping memberships, and are 
usually temporary, existing only as 
long as the projects exist or the 
members feel there is a need. They 
represent an adaptive and flexible 
response to many of the problems 
that foundations currently face. Two 
examples are described below. 

SUMMER JOBS COLLABORATIVE 
A variety of different but related 

forces brought together the Philadel
phia Summer Job Collaborative. In 

1981, CETA funds .were cut, youth 
unemployment approached new 
heights and a number of foundations 
responded through grants to the City 
programs. It was known, however, 
that many of the foundations were 
dissatisfied with the results of their 
investment. At the same time, the 
William Penn Foundation had resur
rected a model program developed in 
the '70s. 

In the winter of 1982, C. Richard 
Cox of the William Penn Foundation 
invited seven local foundations to 
breakfast to discuss the issues and 
the potential for a joint foundation 
venture for the following summer. 
This group soon expanded to fifteen 
members representing philanthropic 
and corporate foundations; both large 
and small in size and resources. 
Committees were generated, re
quests for proposals and uniform re
porting plans were developed, and 
eventually eleven sites were selected 
for grants. 

Reflecting upon the organizing 
effort, Cox reported a fairly quick 
acceptance of the goals and objec
tives of the William Penn program, as 
well as William Penn's leadership in 
the effort. The principal issue of 
concern was the reluctance of the 
foundations to pool their dollars. 
This concern was creatively ad
dressed. A bidding process was de
vised, allowing each foundation to 
specify which of the grantees would 
receive their funds. This enabled 
each foundation to maintain control 
over the allocation process, and it 
allowed money from different 
sources to be pooled once given to 
the program. 

The project was a resounding suc
cess programmatically and inter
organizationally. Jobs were provided 
to 1500 teenagers. Beyond that, 47% 
of the students were employed extra 
hours and approximately 25% were 
employed after the six-week period 
covered by the foundation grants. 

The foundation group was able to 
achieve results that no single founda
tion had yet attained. The collabora-
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tive provided the members with se
veral things: 

a means to develop a large scale 
program with sufficient resources 
to assure programmatic sound
ness; 

staffing assistance to foundations 
without staff (only 6 in Philadel
phia have any full-time staff); 

the development of a network of 
funders that expanded the exist
ing foundation network; one cor
porate donor wrote to every 
major corporate donor in the city; 

an opportunity to share with col
leagues new ideas, problems and 
skills. 

The success of this project is 
most evident in its plans for the 
future; in 1984, 22 foundations will 
participate, with all of the original 
members continuing. The total grant 
amount has increased over 33% to a 
sum in excess of one million dollars. 

HOMELESS STUDY COLLABORA
TIVE 

A second example illustrates a 
different role from collabora.._tion in 
funding a direct service and involves 
monitoring the City's response to the 
shelter needs of the homeless. As 
the problem of the homeless became 
more apparent in Philadelphia, se
veral foundations began to wonder 
what they could do to be of assis
tance. A group of foundation staff 
members began meeting to discuss 
the problem, with the leadership 
corning from Kay Pyle of the Phila
delphia Foundation, and Mary Kuhn, 
then on the staff of the Glenrnede 
Trust. Meetings were arranged with 
the Managing Director, the Health 
Department, and other agencies as 
the group explored various ways of 
responding. Some wanted the foun
dations to provide funds for direct 
services, others favored an advocacy 
approach and still others wanted to 
provide capital funding. Through a 
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slow process, the group developed a 
joint project to monitor the shelter 
programs being provided by the City 
and assist in the ongoing planning 
process. City officials were highly 
supportive of the initiative and par
ticipated in the process of selecting 
someone to conduct the study. 

After reviewing three proposals, 
the collaborative awarded a two-year 
grant to the Philadelphia Health 
Management Corporation and the 
group continues to meet to review 
the project. Eight different founda
tions were originally involved in the 
funding and two others have partici
pated in the meetings. Philadelphia 
F~undation provides ongoing leader
ship for the collaborative effort 
which is now entering its second 
year. 

WHAT HAS BEEN LEARNED? 
There has always been some in

teraction between members of the 
foundation community in Philadel
phia, probably more than most people 
are aware. For the most part, it has 
been built around personal relation
ships and a desire for peer support. 
But the people we interviewed noted 
that there has been a marked in
crease in collaboration in the past 
two to three years, and it has been 
more organized and focused than in 
the past. According to Dick Cox, 
such networks are most likely to ap
pear in situations that require a large 
sum of money in order to have any 
impact (a~ with the summer jobs for 
youth), in situations that catch the 
imagination and invite creative re
sponses, and in situations where 
everyone is interested in learning 
about something. The "homeless" 
project falls into this latter cate
gory. Many of the foundations that 
joined this network could have funded 
the project on their own, but each 
was interested in deriving some 
learning from the effort. 

While the formation of collabora
tive networks may appear to be hap
hazard, or unsystematic, the ap-



proach has the advantage of ensuring 
that there will be a real commitment 
to the efforts selected. Collabora
tion is not undertaken just for its own 
sake, but where there is a geniune 
and deeply felt purpose. Also, be
cause there is no formal intermediary 
to initiate the various efforts or pro
vide leadership, the local partners 
are forced to adopt a shared leader
ship aproach in which different foun
dations take on the lead role in dif
ferent collaborative networks. 

The shared leadership feature also 
tends to limit the potential number 
of networks that can exist at any 
one time because there are only a 
handful of possible lead foundations, 
i.e., those that have a paid staff. 
This is probably just as well, since 
foundations have learned that manag
ing and participating in collaborative 
networks can be time consuming. 
Aside from the logistics involved, the 
participants have to learn new ways 
of behaving in settings where re
sources and authority are shared. 
Just as non-profits have learned that 
joint ventures with each other can be 
complicated and challenging to im
plement, foundations experience 
some of the same conditions when 
they seek to collaborate on a more 
organized basis. 

WHAT LIES AHEAD? 
While to many it may appear that 

foundations are going about "business 
as usual," our sense is that some 
major shifts have begun that are ir
reversible. As a result of changes in 
the wider environment, the following 
things are happening to foundations: 

They are experiencing new and 
multiple demands-from the pub
lic, from government and busi
ness, as well as from those who 
traditionally have sought funds. 

They are more open to new ideas, 
including those from other foun
dations, and to new approaches. 

They are becoming more reflective 
and taking what they do more 
seriously. 

We believe that collaborative net
works will play an increasing role in 
how foundations respond to com
munity needs, but that they will be 
very selective about where and when 
to use this response. Networks pro
vide a mechanism for a more sys
temic, rather than piece-meal ap
proach to community problems. But 
if they are to be effective and have 
the desired impacts, their implemen
tation will likely mirror the same 
complexities exhibited by the prob
lem setting itself. For example in 
the case of the "homeless" collabora
tive, the desire for real City involve
ment and for the study to influence 
the ongoing design of programs for 
the homeless, results in having to 
manage a much more complex and 
less predictable set of relationships. 

Besides collaboration among 
themselves, foundations face an in
creasing challenge of finding effec
tive ways to collaborate with local 
government and with the business 
community around economic develop
ment and social issues. As such ef
forts as the homeless study and the 
summer jobs project continue, founda
tions may experience increasing ten
sions between the more detached role 
of funding a specific direct service 
without the responsibility for wide
spread dissemination or feedback, 
and increasing involvement in com
plex public policy issues. They often 
feel caught in the middle. As 
Madeline Baron of the Glenmede 
Trust has noted, to take too strong a 
role may seem inappropriate, and yet 
taking too little may result in nothing 
getting done. How effectively they 
can manage this tension is perhaps 
the greatest challenge that founda
tions face in the years ahead. 
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Research in Volmteerism Update 

Darlene Palmer and Barbara Nell Stone 

In an attempt to update "Re
search in Volunteerism" that ap
peared in the Fall 1983 issue of THE 
JOURNAL, it becomes apparent that 
most of the recent graduate research 
in volunteerism falls into topic areas 
previously discussed in the earlier ar
ticle. In an attempt to streamline 
and combine topic groupings a few 
headings have changed names. Vol
unteer Roles/Paid Staff and Charac
teristics of Volunteers are now titled 
Volunteers/Volunteering. The topics 
Advisory Councils and Boards and 
Power are now subsumed under the 
title Organizations/Organizational 
Interactions. Finally, a new topic 
heading, Funding, has been intro
duced in this article. 

Current thesis and dissertation 
research in volunteerism seems to 
show no new trends in topic areas 
with the exception of research re
lated to funding and volunteer pro
grams. This may reflect some influ
ence by the Reagan Administration 
on the need for support for volun
teerism by the private sector. Given 
the Administration's position on the 
role of private enterprise and volun
teerism, it would seem that much 
more research needs to be done on 
government funding and funding in 
general for volunteer programs. 

Further study might also be done 
on the use of microcomputers and 
volunteerism. Studies could pursue 
how volunteer programs could better 
maximize their potential with micro
computer use. The cost-effec-

tiveness of microcomputer use could 
be examined. Certainly this is an 
area ripe for research. 

Another area for future research 
could include the feasibility of health 
insurance for volunteers. The rising 
cost of health care today makes this 
a particularly salient topic. One 
might study the cost effectiveness of 
such insurance in the light of its 
obvious incentive for potential volun
teers. Again, this is an area for 
further research. 

As in the earlier article, the com
pilation of these titles of research 
has been taken from Dissertation Ab
stracts (annual research listings done 
by graduate students in the United 
States and other countries). Cer
tainly a more thorough study of the 
abstracts needs to be done to better 
understand the research in which the 
reader might be interested. 

SUMMARY OF GRADUATE RE
SEARCH 

The following list of volunteer
related research conducted by in
dividuals working toward masters or 
doctoral degrees may not be com
plete. If you know of additional 
studies please send this information 
to THE JOURNAL in care of 
Graduate Research." 

Additionally, it is helpful to be 
aware that such reports are written 
in a very formal, stylized manner. 
The report almost always adheres to 
the following outline: 

Darlene Palmer is a doctoral student in Interdisciplinary Education at Texas 
A&M University. She has volunteered in marital counseling, parenting and 
religious education programs. Barbara Nell Stone is Associate Professor of 
Interdisciplinary Education at Texas A&M University. She has been both 
volunteer and paid staff in several agencies. 
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Chapter 1 - 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 

Chapters 4 and 5 would probably 
prove most useful to the practitioner. 
Study the information in light of your 
experience. You might want to go 
back to Chapter 2 to find out what 
other studies are taking place in this 
area. Perhaps your own experience 
might bring to light further areas in 
need of study. Again, we encourage 
you to pass your interests and con
cerns along to THE JOURNAL editor. 

Cross Cultural 
Udom, U.E. "The Politics of National 

Service Programs: A Compara
tive Study of the National Youth 
Service Corps in Nigeria and Vol
unteers in Service to America in 
the United States." University of 
Texas at Austin. Ph.D. 81-28701. 
337p., 1981. 

4-H 
Noland, R.W. "An Assessment of 

Middle Management Volunteers in 
Oregon's 4-H Programs." Oregon 
State University. Ph.D. 82-
26262. l 24p., 1983. 

Rohs, F .R. "Social Background Per
sonality and Attitudinal Factors 
Influencing the Decision to Volun
teer and the Level of Involvement 
among Adult 4-H Leaders." The 
Ohio State University. Ph.D. 83-
05385. 169p., 1982. 

Salmon, C.R., Jr. "Factors In-
fluencing 4-H. Adult Volunteer's 
Adoption of New Skills and Know
ledge Presented at the Texas 4-H 

Center from January 1, 1980 to 
December 31, 1981." Texas A&M 
University. Ed.D. 83-06845. 
l 47p., 1982. 

Funding 
Bertucco, R.T. "The Effects of Gov

ernment Funding on a Private and 
Voluntary Organization's Develop
ment Assistance Programs." The 
American University. Ph.D. 82-
04556. l 87p., 1981. 

Gibelman, M.N. "Public Purchase of 
Voluntary Agency Services As
sessing the Impact on Social Ser
vice Delivery." Adelphi Univer
sity. D.S.W. 81-21266. 303p., 
1981. 

Sybouts-Peccolo, D.L. "An Economic 
Analysis of Alternative Means of 
Family Support for Volunteer Ac
tivities." The University of Ten
nessee. Ph.D. 83-16394. l 16p., 
1983. 

Organizations/Organizational Inter
actions 
Arlinghaus, B.E. "The West Fork 

Jaycees: Social Exchange and So
cial Mobility in a Rural Voluntary 
Association." Indiana University. 
Ph.D. 83-00839. 415p., 1982. 

Bycer, A.M. "The Voluntary Associa
tion in Transition: A Case Study 
of the YWCA of Metropolitan 
Chicago." The University of Chi
cago. Ph.D., 1981. 

Crittenden, W .F. "An Investigation 
of Strategic Planning in Voluntary 
Non-profit Organizations." Uni
versity of Arkansas. Ph.D. 83-
05156. 222p., 1982. 

Evans, D.A. "Linkage Functions of 
Voluntary Neighborhood Associa
tions in Improving Neighbor
hoods." Washington University. 
Ph.D. 81-26118. 199p., 1981. 

Kirkpatrick, T.G. "Small Group Dis
cussion Leadership in Volunteer 
Organization: An Exploratory In
vestigation." University of Wash
ington. Ph.D. 1981. 
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Knapen, J.M.P. "Participation in 
Voluntary Organizations and 
Status Inconsistency." The Uni
versity of British Columbia 
(Canada). Ph.D., 1982. 

Mitchell McKee, L.G. "Voluntary 
Youth Organizations in Toronto 
1880-1930." York University 
(Canada). Ph.D., 1983. 

Muhamad, J.N.B. "Rural Community 
Influentials: Participation in Lo
cal Voluntary Organizations." 
The Louisiana State University 
and Agricultural and Mechanical 
College. Ph.D. 83-12099. 184p., 
1982. 

Richard, W .D. "Whither the Natives: 
A Grounded Theory Approach to 
Communication and Conflict in 
Voluntary Organizations." The 
University of Iowa. Ph.D. 83-
27419. 220p., 1983. 

Programs 
Adams, R.S. "The Characteristics of 

Verbal Interpersonal Communica
tion between Community Volun
teers and Prisoners." University 
of Oregon. Ph.D. 83-01755. 
228p., 1982. 

Andrews, T.J.C. "A Study of the Use 
of Volunteers in Child Abuse and 
Neglect Prevention Programs." 
The Florida State University. 
Ed.D. 83-06152. 152p., 1982. 

Chung, D.K. "A Pilot Study of a 
Volunteer Intervention Model in 
Helping Chronically Mentally
disabled Patients Adjust to Com
munity Placement." The Ohio 
State University. Ph.D. 82-
07163. 205p., 1981. 

Corney, J. "A Study of Successful 
Elementary School Volunteer Par
ent Participation Programs." 
University of Southern California. 
Ed.D., 1983. 

Dawson, E.B. "An Attitudinal Inquiry 
of Principals, Department Chair
persons and Teaching toward 
Senior Citizen Volunteer Pro-
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grams in Philadelphia, Pennsyl
vania Vocational Technical 
Schools and Skills Centers." 
Temple University. Ed.D. 81-
11289. 172p., 1980. 

Hill, C.P. "A Comparative Study of 
Formal Volunteer Programs in Ed
ucational Settings." The Univer
sity of Utah. Ed.D. 81-11289. 
1980. 

Holzmiller, R.J. "Using Volunteer 
Aides in a K-5 Elementary 
School." The University of Ari
zona. Ph.D. 83-05985. 20lp., 
1982. 

Kornblum, S.F. "Impact of a Volun
teer Service Role upon Aged 
People." Bryn Mawr College, The 
Graduate School of Social Work 
and Social Research. Ph.D. 82-
07 595. 209p., 1981. 

Mosley, E.S.C. "The Effects of a 
Classroom Volunteer Program on 
Achievement, Self Concept, and 
Behavior among Primary Grade 
Pupils." Oklahoma State Univer
sity. Ed.D. 83-04875. 17lp., 
1982. 

Patrick, W .K. "Volunteerism in 
Health Care: A Model for Com
munity Participation." The Uni
versity of Michigan. Ph.D. 83-
04569. 309p., 1982. 

Rowe, H.E. "An Evaluation of a 
Volunteer Night Chaplaincy in a 
Local Community Hospital." Eas
tern Baptist Theological Semi
nary. D. Min. 82-19458. 193p., 
1982. 

Souris, C.N. "The Rehabilitative Ef
fectiveness of a Community Re
integration Program: The Utiliza
tion of Incarcerated Off ender 
Volunteer Workers in a Human 
Service Setting." Boston College. 
Ph.D. 82-04016. 178p., 1981. 

Titus, E.G. "A Comparative Study of 
the Learning Outcomes of Senior 
Citizens in Assertiveness Training 
Provided by Professional Trainers 
and Trained Peer Volunteers." 



University of Wyoming. Ph.D. 
82-29056. l 25p., 1982. 

Recruitment/Retention 
Bassett, P.A. "An Analysis of Lead

ers' Perceived Role Design as It 
Relates to Role Satisfaction in 
Voluntary Organizations." The 
University of Iowa. Ph.D. 82-
22216. 225p., 1982. 

Bishaw, M.L. "Communication At
tachment: A Path Model Analysis 
of Participation Events Which In
fluence Organizational Commit
ment and Burnout in Human Ser
vices Staff and Volunteers." Uni
versity of Oregon. Ph.D. 247p., 
1982. 

Brown, B.E. "The Identification of 
Major Competencies and A ttri
butes Needed by Volunteer Liter
acy Tutors of Adults and the De
velopment of a Tutor Self
assessment Inventory." Northern 
Illinois University. Ed.D. 82-
09209. 141p., 1981. 

Cecil, J.W. "A Critical Analysis of 
the Foreign Mission Board's Pro
cedures for the Involvement of 
Short Term Volunteers in Personal 
Presence Overseas Ministries." 
Southwestern Baptist Theological 
Seminary. Ed.D., 1981. 

Cleveland, L.C. "The Use of Com
munity Volunteers in a Rural 
Secondary School Gifted and Tal
ented Program." The Florida 
State University. Ed.D. 81-08183. 
183p., 1980. 

Hartley, N.L. "Measurement of Per
formance Potential of Volunteer 
Telephone Crisis Line Workers." 
Washington State University. 
Ph.D. 83-25467. 86p., 1983. 

Landus, D.H. "The Comparative Ef
fects of a Career Decision Making 
Program on Volunteering and 
Nonvolunteering Secondary Stu
dents." Wayne State University. 
Ph.D. 83-15605. 222p., 1983. 

LaPiana, K.A. "A Study to Deter
mine the Competencies Necessary 
for a Volunteer Teacher of Eng
lish as a Second Language." Ore
gon State University. Ph.D. 82-
27 581. l 72p., 1983. 

Leopold, C.M. "A Determination of 
the Significance of Selected Rela
tionships Existing between Parent 
Membership on Mandatory School 
Advisory Councils and Voluntary 
Participation in Other School Ac
tivities in South Carolina." Uni
versity of South Carolina. Ed.D. 
82-12250. 77p., 1981. 

Tierce, J.W. "The Role of the Secon
dary School Volunteer as Per
ceived by School Volunteer Coor
dinators." Texas A&M University. 
Ph.D. 82-19147. 248p., 1982. 

Training 
Badeaux, L.M. "An Evaluation of a 

General Semantic Approach in 
Teaching Situational Leadership 
Theory in Women's Volunteer Ser
vice Organizations." The Louisi
ana State University an Agricul
tural and Mechanical €ollege. 
Ph.D. 82-07805. 124p., 1981. 

Goldman, M .S. "Effects of a Training 
Program for Volunteers on Their 
Knowledge and Special Education 
Student Achievement." Columbia 
University Teachers College. 
Ed.D. 83-04016. 183p., 1982. 

Lynch, T. "Rationale and Text for a 
Correspondence Course in Volun
teer and Staff Development for 
Community Theatre." University 
of Kansas. Ph.D. 81-28785. 
39lp., 1981. 

MacGorman, B.R.S. "A Study of the 
Effectiveness of a Training Pro
gram for Volunteers in a Special 
Education Program for Ortho
pedically Handicapped and Multi
handicapped Students." North 
Texas State University. Ed.D. 81-
18091. 256p., 1981. 
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Walter, J.A. "An Analysis of the 
Factors Affecting Participation in 
a Volunteer Staff Development 
Program." University of Cincin
nati. Ed.D. 83-28334. 127p., 
1983. 

Volunteers/ Volunteering 
Brooks, A.E. "Profile of the Church

related Volunteer." Texas Tech 
University. Ed.D. 82-102450. 
l 97p., 1980. 

Chapman, T .H. "University Students' 
Reasons for Volunteering." Uni
versity of Missouri-Columbia. 
Ph.D. 81-08785. 9lp., 1980. 

Endus, L.E. "Volunteer Service and 
Political Participation of Pro
fessional Home Economists." 
Iowa State University. Ph.D. 82-
21183. l 27p., 1982. 

Huettig, C.I. "Motives of Special 
Olympics Volunteers." Texas 
Women's University. Ph.D. 83-
12279. 166p., 1982. 

Lichtenstein, M. "Some Correlates 
of the Amount of Volunteer Ac
tivity in a Sample of Elite 
Women: The Relating Effect of 
Previous Volunteer Experiences 
and Socio-personal Character
istics." Rutgers University. The 
State University of New Jersey 
(New Brunswick). Ph.D. 83-
20492. 2 l 2p., 1983. 

Paget, V.M. "Commitment of Volun
teers and the Work of the 
Church." Washington University. 
Ph.D. 83-02353. 273p., 1982. 

Perry, W .H. "A Study of Older Vol
unteers in Leon County, Florida." 
The Florida State University. 
Ph.D. 82-14937. 17lp., 1982. 

Polgar, A. "A Structural Develop
ment Analysis of Levels of Social 
Reasoning in Correctional Volun
teers." University of Toronto 
(Canada). Ph.D., 1982. 
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Reichlin, S.D. "From Civic Duty to 
Psychological Reward: The 
Changing Rationale for Volun
teering in America." University 
of Pittsburgh. Ph.D. 82-13105. 
207p., 1981. 

Vienneau, J. "A Study of Leadership 
Behavior of Volunteer Adminis
trators in Amateur Sports Organi
zations in the Province of New 
Brunswick, Canada." The Florida 
State University. Ph.D. 82-
29162. 115p., 1982. 

FOOTNOTES 

1Barbara Nell Stone, "Research in 
Volunteerism," The J oumal of Volun
teer Administration, II, 1 (Fall 
1983), pp. 19-24. 



(_L_et_ter_:s _) 

Dear Editor: 

I'd like to ask your assistance in 
helping us obtain information on mar
ket research that may have been re
cently conducted by volunteer or
ganizations. As you know the volun
teer community has changed con
siderably- in recent years. We antici
pate that these changes will con
tinue. However, in order to effec
tively plan we are in need of more 
hard data. We are interested in 
knowing if other organizations have 
conducted in-depth volunteer market 
research over a specified period of 
time. Are you aware of any research 
that has been conducted that has 
asked such questions as: 

A re you volunteering more or less 
than two years ago? Have the 
number of hours per week you are 
able to volunteer decreased in the 
past two years? the past year? 
Etc. 

It would be most helpful if you would 
include this request for information 
on market research in your next issue 
of The Journal of Volunteer Ad
ministration. 

Sincerely, 

Maggi Davern 
Executive Director 
Voluntary Action Center of the St. 
Paul Area 
518 Bremer Building 
419 North Robert Street 
St. Paul, Minnesota 55101 
612-227-3938 
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(_A_bst_rac_ts_) 

"Sweden: Involuntary Volunteers?" 

Denis P. Doyle 
Wall Street Journal, April 17, 1984-

To cope with projected increasing costs of care for the aged, handicapped, 
young or ill the Swedish Secretariat for Future Studies has proposed, in lieu 
of additional taxes, that the government "levy time." Everyone aged 19 to 65 
would be required to give four to six hours per week to community service. 
The program would begin with 11 year olds who would be assigned various 
tasks. such as "cleaning up, performing errands and helping people who have 
difficulty in coping by themselves." 

This proposal emanates from this prestigious study group as a more ac
ceptable al[ernative than raising taxes, reducing the quality or quantity of 
care, reducmg the wages of care providers, or returning women to the home 
to provide the needed care. 

Because Sweden does not have voluntary, non-profit agencies in the tradition 
of the United States, the proposal would have the effect of creating an 
independent sector to fill the void that now exists. 

"From Retirement to Re-engagement--Young Elders Forge New Futures " 
Mary K. Kouri 
The Futurist, June, 1984-

The message conveyed by the author is capsulized in the title. Today's 
"young elders" are the 55-75 year olds who are refusing to go quietly into 
retirement villages or senior citizen centers. A profile of the new elderly is 
presented which suggests the following: 

1. a higher level of education than previously achieved by this age group; 
2. a significant number are "knowledge workers" who have been engaged in 

technical, professional and administrative capacities; 
3. the young elders are healthier and have a longer life expectancy; and 
if.. retirement is planned and financially feasible for many. 

Unfortunately, retirement is found to be a problem. This population will not 
be shunted aside and wishes to become re-engaged in activity. How? Three 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 49 
Winter 1984-85 



models are presented, including, phased retirement, mentoring, and com
munity service. Finally, "the Life Design Process," a program of SAGE 
(Seniors Actualization and Growth Explorations), is described. 

Abstractor: Dr. Tessie B. Okin, Senior Professor, School of Social Ad
ministration, Temple University, Philadelphia, PA. 

THE JOURNAL extends a sincere thank you to Gordon Manser who is 
stepping down as Abstracts Editor. For the past two years he has worked 
hard toward building this potentially valuable JOURNAL section. We also 
welcome Katherine Noyes to the Abstracts Editor position. Anyone wishing 
to assist in locating articles and writing abstracts is encouraged to contact 
Katherine at the following address: 

Katherine H. Noyes 
Virginia Division of Volunteerism 

825 East Broad Street 
Richmond, VA 23219 

(804) 786-1431 
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VOLUNTEER 
ADMINISfRATION 
P.O.Box4584 • BoulderC080306 • 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~ type of setting. In 
fact, THE JOURNAL encourages articles dealing 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 volunteering 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 volunteerism, not volun
tarism. This is an important distinction. For clarification, here 
i're""some 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) copies 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~erism; 
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: 

15th of JULY 
15th of OCTOBER 
15th of JANUARY 
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 
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