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What to Teach—Specifically

The basic content needs to be amplified, spelled out, and put
into a sequence. A content outline must be developed, in line with
the specific objectives for the program and in line with the needs
and interests of the specific individual(s). It is, therefore, as impor-
tant for a president or committee chairperson to discover the back-
ground, experience, and interests of a new board or committee
member as it is for an instructor of a leadership course to get
acquainted with the group; only then is it possible to arrange the
content for an induction interview or a group meeting for orienta-
tion as a practical learning experience for the participant(s).

Such inquiry should also include what the individual hopes to
get out of the particular training program within the stated purpose
or goals; i.e. within the framework of the program. To get a
response to the question of expectations from volunteers with only
a little adult education experience is not easy if the questionnaire
method as described above is used—unless the purpose of the
training program is very clearly stated. On the other hand, the
dissatisfaction with their training, especially group training, on the
part of the volunteers, is very often a result of unrealistic expecta-
tions. Volunteers anticipate, for example, from a brief training
session, the detailed technical and practical help which can only
be acquired through actual practice; or they are critical of what
they call “theory” when a program deals with guidelines or princi-
ples for action and not with specific rules and procedures for
handling any and all eventualities.

The proposed plan in this book—to have personal contact with
every volunteer and to share the information gained with anyone
responsible for planning any learning experience for the individual
—involves the adult learner actively in the planning of his or her
educational program. It enables the leader to select and organize
content in line with the needs of the organization and of the
individual.

Format and Approach

Next, the general format for the training programs needs to be
considered: Which is the best way of handling the basic content—
individually or in groups? In one session or in a series of meetings?
In large or small groups, homogeneous or cross section?

These decisions will, in turn, affect the emphases—and, there-
fore, the basic content—for the educational program and the goals
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ments to be a member of a leadership class. It’s not a question of
money or education. Anybody who is interested in the things we
offer can join. . .. We have been giving a course jointly with
Malcolm X College on Saturdays here, concentrating on writing
skills—how to take notes, agendas, etc. But the biggest thing . . .
is the Community Education on Law and Justice project . . .
funded 80% by Illinois Law Enforcement Agency . . . to develop
a program so that communities can conduct self-studies on law and
justice. . . . In Chicago there (were) four classes—two in black
communities, two in Latin communities—and six classes outside
Chicago. 1

Another community education program is entitled “Adult Arm-
chair Education” described as a combination of adult education,
referral to health, social and manpower services, counseling, and
community involvement and betterment program for a disadvan-
taged, predominantly black target population. “Inner-city disadvan-
taged persons are grouped into small discussion units. The basic
objective is to motivate the individual participants to engage in self
help for whatever problem appears to them as most pressing . . .
the basic unit is the city block. . . . Because the target population
is inherently reluctant to participate in organized activity, a basic
tactic of the program is to provide a place for the group to meet
that is convenient, informal, and familiar. The best place, it has
been found, is a home within a block. . . . The groups meet once
a week for ten weeks . . . usually from seven to ten P.M. . . . For
the group meetings AAE has established a fairly structured curricu-
lum; minority history, consumer education, and communication
skills, which include reading, writing and arithmetic. . . . During
both recruitment and the group sessions those contacted by the
program are encouraged to describe problems for which they
would like help. . . . If the request indicates the need for discus-
sion and advice one of the staff counselors is assigned to provide
it, in most cases by referral to some already available service
facility. . . . Medical, optical, dental, child care, legal, personal
and family problems are referred to community resources that offer
appropriate help. . . . In addition the group sessions stress the
importance of community activity as a way of improving local
conditions . . . an effort is made to broaden the participants’ con-
cept of community and to initiate the idea of activity that can
continue after the ten weeks of AAE sessions are concluded.”2

All the training programs described here utilize a variety of
training methods and techniques which will be explored more fully
in the following chapter.
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agenda planning, opening a meeting, and writing minutes and
reports were included also.3

Apprenticeship or short-term practical experience for new lead-
ers can be used in any group regardless of size or program. An
individual appointed as chairperson of a special project or ad hoc
committee has an opportunity to try out his or her leadership skills,
possibly with close supervision and help by the overall chairper-
son. At the same time, the organizational leadership has a chance
of seeing the individual in action with other people, observing him
or her unobtrusively, and possibly getting other members to know
the individual in a leadership role. In a large organization, where
the members do not know each other very well, the candidates for
officer positions cannot only try out their leadership skills in this
way, but also get acquainted with some of the voting members so
that the name and qualifications on the slate become a person
whom the voters have met and seen perform.

Special gatherings, programs, or large conferences are particu-
larly suitable for this purpose; the program planning committee
can involve incumbent as well as potential chairmen or officers in
discussion team leadership roles. While it is true that there are
differences between chairing a decision-making group—such as a
committee or board—and a discussion or learning group, discus-
sion leadership ability is absolutely necessary for any chairman or
presiding officers—especially asking provocative questions, stimu-
lating participation, handling controversy, refraining from voicing
one’s own point of view, and superimposing one’s own opinion on
the group except when there is a tie vote. Furthermore, serving
as a member of a discussion leadership team—discussion leader,
recorder, observer, or resource person—provides a practical expe-
rience in shared leadership and teamwork, an important aspect of
educational leadership in any organization.

Teamwork and partnership can also be learned in the practical
experience of shared responsibility by chairpersons, presidents,
and other officers with their vice-chairmen, vice-presidents, board
and committee members. It is a temptation for a good leader to
be aware of the quality of one’s leadership, of one’s contribution
to the organization or project, or of high standards of performance;
but an educational leader tries not to make him/herself indispens-
able. Instead, he or she builds continuity and stability of leadership
in the organization. The leader provides opportunity for a vice-
president and others to take on real responsibility and to represent
him or her, thus demonstrating confidence in their ability to carry
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Evaluation of Learning After Some
Application in Practice

A shortcoming of questionnaires, or other student comment
forms used immediately upon completion of a learning experience,
is “that the individual respondents may not be immediately aware
of the full impact of the experience.” Therefore, questionnaires
were sent out to the participants in a Workshop for Directors of
Volunteers three months later asking “for new developments in the
administration of their volunteer programs, for expectations which
the training had not fulfilled, and for suggestions for future training
programs.” 3 Comments may tend to be more thorough and practi-
cal, but, of course, a 100 percent return of answers is most un-
likely. It may be those whose feelings were most positive, or most
critical, about the program who will respond in writing. This
problem is avoided by talking individually with volunteers.

Evaluation with Individual Volunteers

The following informal evaluation form can be used as a guide
for a face-to-face conference after a volunteer has been on the job
three to six months.

It will be helpful if the conference is conducted in comfortable
surroundings and without interruption. The individual conducting
the conference should maintain an objective attitude throughout
the conversation, expressing neither approval nor disapproval. It
is advisable not to write during the conference, but to complete
the form as soon as possible afterwards.

It should be noted that these questions again are more or less
“open-ended,” leaving the volunteer wide latitude in giving opin-
ions or feelings about the job, the training, and the help and
direction received. Frank, candid answers are desired and this can
be accomplished by a friendly atmosphere and a neutral attitude.

INTERIM CHECK-UP FORM
Prepared by: For:
NAME VOLUNTEER’'S NAME
POSITION POSITION
From To

DATE (dates in current position)
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must hold its leadership accountable for the proper execution of
their respective duties. The overseeing of public responsibility is
the duty of every adult who must ask for a reckoning on how tax
money is spent, how and what services are delivered, and the
standard of performance or workmanship of public officials and
community leaders in whatever capacity.

Herein lies an educational implication and one in which the
volunteer movement can well perform. The rapid expansion of
governmental activity in the solution of social problems increases
rather than diminishes the responsibility of voluntary groups and
individuals for meaningful and active participation. There is a deep
sense of commitment on the part of public service and social action
volunteers today, but frustration and resentment will result if this
sense of commitment becomes diluted by procedural constraints
and bureaucratic controls.

Many individuals and many groups can assist in giving guidance
and direction in the task of diagnosing and initiating community
action and in providing programs and services that will assure
genuine involvement and participation. Leadership will continue
to be needed on all levels to implement equality of education,
better housing, improved social services and medical care, conser-
vation of natural resources, and leisure-time activities. But any
organized effort to accomplish these tasks must include plans for
sharing responsibility, for seeking opinions, and for involving those
affected by the results of a decision. This means that voluntary
associations must have representation of the recipients of their
service on their boards and involve them in policy making in a
participatory rather than procedural manner. It means taking seri-
ously the provision of Title 20 of the Social Security Act which
gives new opportunities for citizens and citizen organizations for
sharing actively in the planning process for social services in their
states so they fit the needs of people in local communities, not a
federal model.! In other words, “rather than centralizing citizen
activity so it functions under an elite hierarchy, organizations
should be defined and led primarily by the people them-

selves. . . .”2 Genuine representation of constituent groups to

whom the representatives are accountable—whether teen-agers on
a Girl Scout Council board of directors representing their “Girls
Congress” with upper (Senior High) and lower (Junior High)
“Houses,” or members of Citizen Advisory Councils to a County
Department of Social Services representing Senior Citizen groups,
Welfare Rights Organization, and clients from agencies serving the







192  Volunteer Training and Development: A Manual

golf, fish, or hunt. My hobby is working with people. . . . We all
owe civic rent (our italics) and I've always liked to be a rent
payer.’” 3 His female counterpart calls community work “a citizen’s
duty” and has made “volunteer service in virtually every area of
community affairs” a career. She holds office in the Junior League,
is a board member of neighborhood centers, Home for Aged
Women, Hospital Auxiliary, and the National Institute of Social
Science. She believes a volunteer “has a vital watchdog role and
is able to combat what she feels is a lack of accountability in big
government.” 4
Is this kind of volunteer activity not citizen participation, but the
kind of service-oriented voluntarism so severely criticized by some
women’s groups? We certainly think NOT, and have emphasized
throughout this book our agreement with the conclusion reached
at a recent conference on Volunteering that “to make a distinction
between the service and change-oriented volunteer . . . (is) no
longer useful since . . . every volunteer has the potential to create
change even on a one to one basis.”5
The participants at this conference—individually, not as repre-
sentatives of a variety of organizations—agreed that in order to
achieve for volunteers “the power, personal growth, and develop-
ment to which they are entitled,” a number of specific recommen-
dations need to be implemented. We concur that research is
needed on “the effects of voluntarism on roles and status of men
and women . . . the impact of volunteering on paid work opportuni-
ties . . . and the cost of a volunteer program”® in dollars and staff
time. Also, “ethnographic studies of the diverse worlds encoun-
tered in volunteer work ... would reveal the existence of a
power elite in volunteerism, a group of women who exert consid-
erable influence in their communities and perhaps in the larger
society.” 7.
We also concur with many of the items of the “Volunteer Bill
of Rights” proclaimed by the conference asking for
® a variety of options for volunteer involvement recognizing
every form of citizen participation and the need for recipient
satisfaction;
e Utilization of special skills;
® Involvement in policy and decision making with recognition
of the volunteer as an agent of change;
® Recognition and acceptance of the impact and potential of
voluntary services and action through research (as noted
above), education regarding volunteerism from elementary

through graduate school.”8






































