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Chapter 4

the Volunteer News I gather information about the staff
of the Andrus Gerontology Center, as well as the
background of members of the Older Volunteer Project.
I think this is a wonderful way to become close to what
the volunteers are doing and what their goals are. Each
volunteer has something to give to our newsletter and
each article is so interesting.”

Speakers

Volunteer

“The changes in attitude since the inception of the
Speakers’ Bureau of the Andrus Center Project, between
the volunteers and staff have been conducive to added
enthusiasm and incentive of the Team and respect of the
staff.”

Educational Opportunities {Experimental Class}

LAUSD, Adult Education Division member of Con-
sortium

¢ . would like class to be continued and replicated . . .
fine medium for continuing the growth of the indi-
vidual. I could feel the permissive, warm exciting
atmosphere as I entered the room that stemmed from
the learners’ acceptance of everyone’s contribution.”

University member of Consortium

“In my wildest dreams I couldn’t imagine what older
learners could do! This class seems to be an answer to
the stereotype gold card syndrome! The participants
didn’t stop learning but continued learning as they had
before retirement.”

Director, Church Education Facility

“Never saw older people come together with such
enthusiasm. When I hear you singing around the piano
during a break, I can hardly resist joining you!”’

Cooperative Activities

AGC Faculty Member

“The Institute went very well, and your contribution to
it was very important to its success. — It was a pleasure
working with you. I am looking forward to your
contributions to continuing education in the fall.”
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Qther Tasks
Director, Peer Counseling Project

“The Peer Counselor group, which has chosen, out of
the several volunteer activities available within the
Center, to participate in the counseling program for
older adults and their families, is in process of
developing a unique history of service. The high level of
motivation for this kind of involvement with other
persons is demonstrated by the intense involvement
with the initial training sessions, the continuing training
and supervision, and the degree to which members of
this group become involved with clients. Qur Center’s
Peer Counselors are also able to add the dimension of
rich and extensive life experience to this counseling
enterprise, and along with the graduate student coun-
selor trainees, will help develop models for training and
service,”

Volunteer

““. .. especially appreciate the attitude of the people in
charge, i.e., not demanding, but very respectful and
considerate of individual interests. I wish 1 had more
time to devote to this volunteer group. It is the most
worthwhile ’ve been involved with.”

Volunteer

“I prefer short term, one-shot projects that increase my
knowledge and insight into the work of the Gerontology
Center; ideas that 1 may carry over into other volunteer
work in my own community.  find contact with other
volunteers and staff workers inspirational!”

Volunteer

“I like the person-to-person reaction. 1 do not object at
all to detail work when needed.”




Discussion of wider epplication of practical
principles in development of older volunteer
personnel; derivation of these principles
from research literature and the experience
of Andrus volunteers.

5

New Roles for Senior Volunteers
in Organizations

The retired men and women who chose the Andrus
Gerontology Center, University of Southern California, as the
organization through which to do volunteer work have
described themselves, their work, and their work-setting in
the preceding chapters. This chapter discusses the wider
application of the practical principles for the development of
older volunteer personnel, derived both from the research
literature of voluntarism, aging, and work motivation, and
from the experience of the senior volunteer personnel and
others with whom they interacted through the Older
Volunteer Project.

These senior volunteers in Andrus Center are con-
tributing their knowledge, skill and experience to the
discovery and understanding of new dimensions in work roles
for retired persons. They and older adults in a variety of
other forma! work-settings, are taking the option of
participating in the mainstream of community life via unpaid
(volunteer) positions. Their numbers are few, however, in
relation to the large numbers of capable individuals with time
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released from central labor force and child-rearing tasks, and
the large numbers of potential and unfilled volunteer
positions in formal organization. Senior volunteers and the
organizations in which they work are pace-setters in opening
opportunity for the participation of older adults in meaning-
ful roles in retirement. They are pioneers for the rapidly
growing numbers of middle-aged and older men and women
who will likely have twenty or more vigorous years after they
leave the labor force and child-rearing. Harvey Wheeler
(1972) has predicted that older Americans will need to
perform tasks for community betterment by the year 2000
when half of the population of the United States will be over
fifty years of age and retired. Older persons are similar to
youth, women, and members of racial minorities with respect
to the limited access they have to the full range of paid or
unpaid positions in organizations.

Peer counseling is a valuable service offered by the Volunieers

Retired persons enact new or modified work roles in
formal organizations. The retirement process, which separates
the worker from his work roles, has intervened to alter the
relationship between the retired individual and others in the
work-setting. Subtle or manifest differences will likely be
present in both the content of the work and in the work
environment, even when the retired person produces the
same goods or services that he did pre-retirement. The retired
status of the individual is, therefore, one important factor
that differentiates older volunteers from other adult vol-
unteers and from non-retired paid employees. Retirement
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policies and procedures affect the organizational response to
retired individuals as potential workers, whether in full or
part-time paid positions or as volunteers.

The volunteer or unpaid status of the worker is a second
salient dimension that affects the work roles and relation-
ships. All workers are employed by organizations whether
they receive monetary reimbursement, or not, or have formal
contracts. Volunteer employment differs from paid employ-
ment in the amount of money, if any, that the worker
receives in exchange for a stated portion of his time, talent,
and his commitment to the productivity of the organization.
When the monetary exchange is eliminated, the symbolic
meaning of money to persons in the work-setting stands out.
The dolar represents implicit agreements and expectations
between worker and employer. The meaning of money
continues to influence the volunteer worker, the employer,
and others in the work-setting.

Money may symbolize the value of the worker as
perceived by others, or the worth the worker places on
himself, or the value he or others place upon his work. To
work ‘for free’ may be unacceptable to persons who have
worked primarily to earn money. An employer who devalues
‘free’ work will tend to minimize the importance of what
the volunteer does and regard the worker as having little
value in the organization. The meanings of money are
complex and affect all aspects of the work situation. There is
no money incentive to hold the volunteer worker in
unrewarding tasks or in dissatisfying work surroundings.
Consequently, the unpaid worker’s incentives to take and
continue in volunteer work must come from the content and
context of the work.

The new dimensions in post-retirement work roles can
be found in the adaptations which the retired individual
makes to the work itself and to different working conditions;
and in the accommodation of the organization to utilizing
retired personnel. Older volunteer workers and others in a
formal organizational work-setting are brought together
through the tasks that volunteers perform. These inter-
relationships can be shown as a triangle in which the points
represent: the retired, unpaid worker or volunteer; the formal
organization or work-setting; and the work through which
worker and organization come together, and through which
the worker produces goods/services/information for use by
others.
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The Worker The Work-Setting
{Volunteer) {Organization)

The Work
(Tasks performed by the worker through the organization)

These three interesting components form an integrated
framework for thinking about how to increase senior
volunteer participation in organizations. In the previous
chapters, the Andrus Center volunteers have shown how this
conceptualization was applied in one organization. The
general principles that can be applied to other senior
volunteers and their work in other organizations are
summarized in this chapter. The following questions are
addressed:

The Worker: Under what conditions will retired indi-
viduals take unpaid positions in work-
oriented organizations, or reject them?
Continue or discontinue in them?

The Work-Setting: Under what conditions will organizations
use personnel that is both retired and
unpaid, or reject such personnel?

The Work: What kinds of positions can older vol-
unteers (retired, unpaid workers) take or
create? What are the new or modified
roles they enact from them?
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THE WORKER: THE OLDER VOLUNTEER

The motivation of older adults to take and continue in
volunteer positions is a topic of widespread interest to paid
and volunteer leaders in organizations that use or want to use
older volunteers. They want to know how to find and to hold
good volunteers. They ask “What motivates the individual to
choose volunteer work?” “Who will likely volunteer, and
who will not?”’ Motivation is perceived as a force within the
individual, moving him toward or away from volunteer work.

Most older volunteers are drawn from the population of
adults that is retired. No longer bound by the occupational
constraints and rewards that regulated their earlier adult
years, retired persons are free to shift away from a job
orientation. They may avoid work settings and never become
volunteers in organizations which are essentially work-
oriented and bound by the constraints and rewards similar to
those which older individuals chose or were forced to leave
when they retired. Retired persons may wish to adopt new
life styles, or may wish to continue familiar work activities
and time patterns, or to do both. They may generate
volunteer activities that combine the untried with the
familiar. They derive their principal income from sources
other than paid work. They have time, energy, physical
mobility, relatively good health, talent, and motivation to do
the work of the organizations in which they take volunteer
positions.

A profile derived from the research literature by Payne,
Payne and Reddy (1972), described ‘typical’ volunteers as
employed adults; younger than age 65; males, in some kind
of organizations, and females in others, married, with
children at home; middle-class, and upwardly mobile oc-
cupationally. Volunteers are likely to be homeowners and to
have lived in their communities for some time. Volunteers in
leadership positions are relatively well educated, have high
occupational positions and adequate income. Their families
often have high status in their communities and a history of
volunteering in the parental family and by the spouse.

Findings from the Older Volunteer Project of the
Andrus Gerontology Center suggest that senior volunteers
who were attracted to this institution of higher education,
closely resembled the profile of the adult volunteer leader, as
defined by Payne, Payne and Reddy, except for age related
characteristics, i.e., being retired and having no children at

P

P .




New Roles for Senior Volunteers 47

home. The Andrus Volunteer leaders tended to differ from
other older adults with respect to those characteristics that
made them similar to younger volunteer leaders: notably high
educational levels, pre-retirement occupational statuses, and
income. The Andrus Volunteers reported good health, were
generally optimistic towards life, volunteering and being
retired.

Retired Senior Volunteer Programs (RSVP), Foster
Grandparents and other efforts to recruit older volunteers,
have demonstrated that older individuals who differ from the
“typical” volunteer, especially those who have had no
volunteering history, can be recruited and be held in
volunteer positions. Reimbursement of out-of-pocket ex-
penses made volunteer work accessible and acceptable to
many who previously were unable or unwilling to undertake
it. Many responded to the specific recruitment of persons
sixty or over and the recognition given to their contribution
to the community through volunteer work. The phenomenal
growth of the National Retired Teachers Association —
American Association of Retired Persons (NRTA/AARP) to
a membership of over eight million people attests to the
interest of many in joining an organization with their age
peers. The Associations have also provided the opportunity
for thousands of older adults to do volunteer work in order
to operate these organizations and to serve others. Similarty,
the National Council on Aging, the Gray Panthers and other
organizations that promote the interests of older adults have
experienced growth in the numbers of velunteers.

These responses to efforts within recent years to recruit
sentor adults to organizations specifically focused on older
adults also increase the proportion of older volunteers
available to work in health, education, and sccial welfare
organizations. In the 1969 survey, Americans Volunteer, by
the U.8. Department of Labor, fewer persons age sixty-five
and over than any other age category had taken volunteer
positions in the organizations reported. Only 7.1% of the
volunteers were sixty-five or older; whereas the proportion of
older persons in the population was 10%. In considering the
factor of the low participation of older adults in the
volunteer force, the fallacy of illness, deterioration or
disability may emerge. Actually no more than one million or
5% of the older adults are institutionalized at any one time in
nursing homes or hospitals. While 10% who live in the
community may have serious illnesses or disabilities (heart,
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respiratory)}, many of these people are capable of carrying on
full volunteer activities. Many do.

THE WORK-SETTING: THE ORGANIZATION

Organizations — governmental, economic, or voluntary
— can be defined as the corporate means whereby individuals
join together to produce goods and services to satisfy basic
human needs. They are essentially work-settings. Organ-
izations may or may not be able to accommodate to the
developing and changing needs and interests of older adults,
and at the same time meet the production schedules and do
the work expected of them in the community. The
established structures, procedures and work periods tend to
be regarded as the way to do things, and newcomers are
expected to adapt to existing conditions. Different arrange-
ments, such as more than one worker filling one position,
may seem impossible or undesirable to decision makers in
organizational systems. Paid personnel, for example, may
question the wisdom and/or the process of requalifying
retired persons for active service in their organizations, or of
employing unpaid workers.

The volunteer, like the paid worker, has the need to
avoid pain produced by his environment. The retired
individual may be particularly sensitive to possible rejection,
having passed through the separation process of retirement,
which by its nature has painful aspects. Environmental pain is
avoided by a tension-reducing dynamic process, according to
Herzberg (1966). Basic biological and social needs that are
satisfied in this way recur often, and the process must be
repeated. We eat, for example, and are satisfied, but must
soon eat again. We meet and talk with friends and colleagues
and satisfy our need to stay connected with other human
beings. And we must renew contacts, frequently. Pitterman
(1973, p.B), adapting Herzberg’s framework for assessing
paid work, stated that certain factors in volunteer work
settings serve to satisfy the older volunteer’s need to avoid
pain from the environment. These include:

The organizational policies and administrative prac-
tices,

The kind of supervision under which the volunteer
works,
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The working conditions,

The interpersonal relations and supports maintained
for the older volunteer,

The amount of status, security, and pay, if any,
which the older volunteer accrues for doing his
work.

In one way or another these factors all deseribe the context
or environment of the older volunteer’s job’.

The objective is to create and maintain a work-climate
in which the retired unpaid worker can be productive, and
feel comfortable. If he is uncomfortable or dissatisfied, the
older volunteer will either quit entirely or be less productive
than he is capable of being. Retired persons must receive
clear messages that they are needed and wanted. Unpaid
workers must feel that they are sanctioned and valued and
that the work that they do is important in reaching the goals
of the organization.

In an organization made up primarily of retired unpaid
workers, the policies are likely to be set and carried out by
them. Most of the workers should receive clear messages of
being wanted and needed, and of their work being valued.
Retired persons in an organization made up primarily of
non-retired persons, will likely find some policies and
practices that ignore or exclude them. In fact, reasons
sometimes given for denying them access to positions
altogether is that since retired persons cannot be covered by
personnel policies that apply to other workers, e.g., policies
regarding pay, pensions, insurance coverage, and other fringe
benefits, they cannot be part of the organization at all.
Unpaid workers in a setting dominated by paid personnel are
also likely to be marginal. It is not easy for these marginal
workers to get the central decision makers to alter policy and
administrative practices in order to accommodate and include
them as full partners in the work of the organization. For one
thing, retired unpaid workers who are in the minority did not
help to set policy and administrative patterns initially. They
also tend to be peripheral in the communication networks,
and may receive no clues at all or mixed messages from the
dominant personnel as to whether or not they are wanted or
needed, or whether their work is valued or merely tolerated.
If older volunteers are to find work environments in which
they can produce effectively alongside younger paid per-
sonnel, attention must be given to organizational policy and
management issues that now tend to separate them from
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other personnel in the organization.

The person, paid or voiunteer, who carries adminis-
trative responsibility for programs that involve volunteers can
help the volunteer avoid psychological and physical dis-
comfort by being willing to delegate responsibility and
authority to him, to share his skills and knowledge with him,
to keep things running smoothly and efficiently, and to
engage the volunteer in tasks that are challenging and not too
stressful. If the supervisor is unwilling or unable to delegate,
to share, to challenge, to operate efficiently, the volunteer
will likely be dissatisfied.

Interpersonal relations among older volunteer workers
afford mutual support in the relationships that form when
people work together. When older volunteers are in settings
with younger persons, the intergenerational relationships that
arise as they pursue common goals are generally mutually
rewarding, also. Relationships between people that take place
during the working hours, but are independent of the
activities of the job are particularly important to many
retired persons. Informal gathering places where older
volunteers can eat Iunch or have a cup of coffee afford
opportunity to exchange experiences around common
themes such as what it meant to retire. Making new
acquaintances may lead to friendships which are of special
value as life-long friends and acquaintances frequently die or
move away. Although accomplishment of the work to be
done is the common objective that brings them together, the
opportunity and sanction for retired volunteers to interact
with one another and with others in the work-setting is an
equally valued objective.

The physical conditions of work — the space, the
equipment, the materials and supplies — not only facilitate or
hinder the accomplishment of the tasks, bui also clue older
volunteer workers to their status in the organization. If they
are needed and wanted, places are made for them to put their
belongings and do their work without undue confusion and
stress. Getting to and from the work-place may be more
problematic for older volunteers than for younger paid
workers for two reasons. Driving an automobile or taking the
bus may be more stressful. The cost of transportation may be
more than a retired individual can afford on a fixed income.
Defraying the cost of out-of-pocket expenses should be
established policy and practice in organizations employing
volunteers. Those who would rather take a tax deduction
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than cash reimbursement may take that option. The objective
is to permit the organization to avail itself of the talents of
volunteers irrespective of their economic condition.

The amount of status, security, and pay are real
considerations for senior volunteer workers as well as for paid
and younger workers. Status is often linked to money
payment, as in the question, ““Is there a stigma to volunteer
work? . .. to holding a non-paying job?”’ Margaret Mead, the
anthropologist, in reviewing the recent past, said, “Vol-
unteers were so sneered at that they have found greater
worth in selling stockings over a counter. There was a time
when we got help from federal agencies. Now the funds are
gone — and so are the volunteers. ... We must get people
with time together with people with money for a new kind of
volunteer to do things in one’s own community, and we must
restore the volunteer’s dignity. What we need is a tithe of
time.” The National Organization of Women (NOW) has
sounded an alarm. Women who take volunteer positions as
part of an underpaid work force in organizations, perpetuate
the economic inequity of women in the work-place.
Volunteers and other workers who are paid less than a living
wage thus obscure the true value of their work. They are not
compensated according to their contribution either by status,
Job security, or money. Income supplement for volunteers
with very low incomes, such as those in the Foster
Grandparents program of ACTION, has permitted those
individuals to do valued work in the community. Their
talents would otherwise be lost in their fruitless search for
unavailable paid positions and their demoralization in finding
neither work nor income. Until all individuals have adequate
basic income, income supplement to volunteers may open
opportunity for persons outside the labor force to enact
work roles, e.g., the young, the old, persons with physical
handicaps, or language barriers, Security may mean income
security to the paid employee. The volunteer, however, is not
likely to equate his concern about income security with job
security since his unpaid job is not his major source of
income. Job security for both the paid and volunteer worker,
means having work to do and to be the person selected to do
it. Senior retired unpaid workers may not have work to do,
due to the retirement process that excludes them from work
roles, and priority status given to paid work. Access to
appealing and acceptable positions may well be the critical
issue. The outcome depends, in large part, upon the
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gatekeepers to positions perceiving retired volunteer workers
as holders of these positions. An argument stated against
volunteers creating roles that didn’t exist previously is that,
since these new roles are not already accepted in society,
they will not carry the weight and significance of traditional
work roles. They will, therefore, be second rate or second
class. New roles need not be low status, however, if they
meet pressing needs and new conditions in society. They can
be high status, as in the case of the astronauts. Emergent
roles in our aging, changing, post-industrial society may not
yet be as dramatic or as clearly defined as those of the
technological age astronauts. However, the contribution of
older adults in defining and enacting first class new roles is
significant. They have had the most experience of any age
cohort in adapting to change. Ancillary roles or ‘made work’
that do not contribute directly to the central goals of the
organization will be second class, whether carried out by paid
workers or by volunteers. Central roles in organizations that
no longer meet the basic needs and wants of human beings
may, similarly, be second rate. The test of significance of the
role and the status that accrues to the individual who enacts
it is whether or not the work produced helps to meet the
needs and interests of human beings today and tomorrow;
not whether or not the role has been accepted as a traditional
work role.

In summary, a work-environment in which senior
volunteers can be productive and feel comfortable shows
evidence of wanting and needing the retired, unpaid worker
and of valuing his work. Thase individuals responsible for
organizational policy and administrative practices governing
personnel play a critical role in determining the extent to
which senior volunteers will be employed, if at all. If these
gatekeepers hold values and attitudes that discriminate
against retired and/or unpaid workers, few senior volunteers
will be permitted or will want to work in the organization. If
the attitudes held by key persons in the work setting are
neutral or favorable toward employing retired and/or unpaid
workers, then senior volunteers can help to establish a
comfortable and productive work climate for senior vol-
unteers. They can help to set and carry oul administrative
and supervisory policies and practices, working conditions,
and interpersonal relations to enhance the status, security
and rewards of the workers in the organization. In short, the
senior volunteers working together with others in the

—__
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organization, can develop ways to reduce tension and aveid
environmental pain.

THE WORK: VOLUNTEER TASKS

The volunteer, like the paid worker, has the need for
psycholegical growth. Psychological benefits which the
worker can derive from his work are indicated by the
opportunity:

to accomplish something in doing the task,

to get recognition for achievement,

to do interesting work,

to take responsibility and advance to more chal-

lenging tasks,

to grow as a person.
These factors describe the content of the work. They are task
oriented. Pitterman (1973, p. 9), states, “Only a task can
allow the individual to increase his competence and
capabilities; the challenge of the task is the means for
developing and realizing one’s talents. These factors serve to
produce positive satisfactions and lead to truly motivated
performance”, To fulfill his motivational needs the worker
approaches psychological growth through a tension-inducing
dynamic process. The effect of satisfying these needs is
long-term.

The worker gains a sense of achievement when the
relatiohship between what he does and the objectives of the
organization in which he works are clear and direct. Tasks
that are concrete and specific, are satisfying to individuals
who want immediate tangible evidence of their achievement.
Tasks that are not well defined at the outset satisfy
individuals who like the challenge of solving problems,
provided the tasks are focused toward the central goals of the
organization. Volunteers were attracted to both kinds of
tasks in the Andrus Gerontology Center. Those who chose
specific tasks shelved books in the library, guided visitors on
tours of the building, answered the phone in offices, and in
other ways responded to requests of paid personnel to help
them with their work. Those who chose undefined tasks
responded to the statement, “We do not know whether or
not retired persons can find unpaid tasks in the main lines of
work of the Gerontology Center; namely, research, edu-
cation, and community programs. If you want to help us find
out, become a senior volunteer”. This challenge was taken up
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by individuals who had retired from administrative and
professional positions in organizations such as school
systems. Many were attracted to the Gerontology Center as
alumni of the University or as members of the organizations
that had helped to finance the Andrus Gerontology Center
building.

As newcomers in the system, the older volunteers first
asked paid personnel and students what they could do to be
helpful. This inquiry tended to produce tedious tasks that no
one wanted to do. The result was mutually unsatisfactory.
Volunteers didn’t want unrewarding jobs that paid workers
were expected to do. Paid workers were not eager to have
volunteers perform tasks for which pay is usually given. Tasks
already within the job descriptions of paid employees are
generally not available or acceptable to volunteers.

As senior volunteers became acquainted with the
Center, they noted gaps in service that they could fill. One
gap was in communication, both among people engaged in a
diversity of activities within the Center, and between the
Center and the interested public outside. A team of
volunteers began to publish a monthly newsletter. This work
generated several roles — editor, reporter, typist, etc. The
tasks were not threatening to paid personnel since no one else
was doing them. The workers could see concretely what they
had achieved. Accolades from recipients of the publication
gave recognition to the workers and their work. The work
was interesting as the volunteers learned about the important
work of the Center from the people doing the research and
education. As these volunteers proved their worth to the
organization through their professional, responsible behavior,
and through their product, they were offered other chal-
lenging tasks. They felt that they had grown personally
through these experiences. This is one example of gap filling
work generated by senior volunteers that was both rewarding
to them and of benefit to the organization. Other examples
were a Speaker’s Bureau, and the Docents-of-the-Day. The
Docents were senior adults who greeted visitors and
conducted spot tours, and assisted personnel of the Center
with miscellaneous tasks.

Some senior volunteers came to the Center with ideas
for programs they wanted to develop as was noted in an
earlier chapter in relation to educational opportunities, the
Journey’s End film and an unusual RSVP. These are
examples of volunteer initiated work that generated several
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roles which were rewarding to the actors. In these instances
the volunteers also stimulated organizations to modify their
responses to the well articulated need of older adults.

Many senior volunteers responded to requests from
research faculty and students for human subjects to
participate in their studies of Aging, to become research
interviewers, and to be members of committees advising
research projects. Others responded to requests to be
informal or formal instructors when course content was
related to Aging. Still others responded to requests to help
develop community programs in such areas as adult
counseling, and plans for a multi-service senior center. To all
of these requests, the senior volunteers had unique con-
tributions to make. Their work complemented the work of
paid and student personnel. In this important respect the
requests differed from the earlier calls for help by paid staff
and students.

In summary, four kinds of work were undertaken by the
Andrus Center senior volunteers, Two were in response to
requests by paid and student personnel, and two were on
volunteer initiative. Three of the four kinds were successful;
namely, tasks that complemented the work of staff, tasks
that filled gaps in communication in the organization, and
tasks that developed new programs. They afforded the senior
volunteers the opportunity to accomplish something in doing
the task, to get recognition for their achievement, to do
interesting work, to take responsibility and more challenging
tasks, and to grow as individuals. These tasks also helped to
accomplish the central purposes of the organization. They
did not compete with the work of other personnel in the
setting. One kind of work was not generally successful;
namely, tasks within the job load of paid or student
personnel and that do not require older adults to do them. If
volunteers were permitted to complete these tasks that they
were requested to do, they were seldom recognized for their
achievement since they were not responsible for the work.
Often the work was tedious and offered little challenge.
These tasks competed with paid work. Consequently, a few
volunteers became paid workers, and no further effort was
made to find volunteers to fill such requests. Retired persons
will take and continue in volunteer (unpaid) work, if it
satisfies the psychological growth needs of the individual.




Recapitulation of basic issues and principles
enunciated in prior chapters relative to the
voluniteer, his setting and his tasks: des-
criptions of potential values to the individual
and the organization derived from volunteer
work.

6

Utilization of Older
Volunteers in Organizations:

Issues and Potentials

Throughout this monograph certain basic issues per-
taining to the involvement of older volunteers in Andrus
Gerontology Center and, by analogy, in other organizations,
have been raised. Further, certain potentials inherent in the
utilization of such workers have arisen. Most of these issues
and potentials are related to two continuing threads: (1) the
older volunteer is retired, and (2) he is unpaid in his work for
the organization. In addition, certain other issues not related
to these threads but pertinent to the entire matter of
volunteer work have been described. This final chapter, then,
addresses itself to a summary of major learnings on the
interaction of older volunteer and organization which our
action research has brought forth.

ISSUES

Readers of the Andrus Volunteers’ story may deduce
these key issues and principles in our findings:
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Attitudes toward dollar compensation for work as
against unpaid service are crucial to persons considering
volunteer roles, to directors of organizations and to their
personnel. Money as a symbol of value contrasted with
intrinsic satisfaction in work itself underly basic questions for
volunteer and institutions. Cultural attitudes about unpaid
work will have to change in order for men and women to
enjoy the deep satisfaction which volunteer service can bring.
Employers who consider paid work the only ‘good’ work
will need to attain new value insights before they will
appreciate and encourage volunteers in their organizations,

Senior adults will seek out volunteer work and perform
it creditably when their bio-social needs, varying skills and
interests are answered in an organization. They must be given
sufficient time to explore task options, to seek work which
captures their interest and meets their time and energy
requirements and, above all, {o sense accepting attitudes
among the paid staff, before they give their full commitment
to volunteer work.

Organizations which demonstrate that they want and
need volunteers and will adjust policy, program and setting to
facilitate their work, will attract older persons for such
service.

Stimulating and rewarding tasks, geared to an indi-
vidual’s skills and interests, and closely related to the goals of
the organization, will prove to be key linkages between
volunteer and the setting to which he commits himself,

There is need for recognition over the nation that
educational opportunities are a continuing need of older
people.

There is also a demonstrated need for national
recognition of the value of volunteer work.

POTENTIALS

A senior volunteer corps capable of performing a wide
range of tasks within the geographic, academic, or other
community in which it functions has far-reaching potential
both for the retired individuals in it and for the community.
Throughout this story of the Andrus Volunteers implications
of values received by both the workers and their work setting
may be discerned. This monograph will conclude, then, with
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a brief listing of those benefits accruing to retired persons
and to the organizations which extend volunteer op-
portunities to them.

Older Volunteers at this Center report a variety of
values which their service has brought them:

A broader, more realistic outlook on life today. This
implies an opportunity to replace narrow and obsolete
viewpoints on human life which may arise within an isolated
old age.

Intellectual stimulation through exchange of ideas and
the flexing of mental powers needed for solution of
problems.

Better emotional balance achieved through warm con-
tacts with others and opportunities to participate in
worthwhile activity.

Positive social contacts resulting in new friendships, a
lessening of loneliness and a sense of mutual support.
Inspiration, joy, and comfort arise through contact with
peers of one’s own age. Peer acceptance is as much an asset
for older persons as it is for adolescents.

Association with persons of several generations, as in
this setting, brings mutual understanding and respect.

Physical activity involved in volunteer service is another
positive aspect for seniors. Disciplining oneself to get up and
out, put forth effort in the accomplishment of tasks, and use
the body effectively result in improved physical strength and
fone.

Attainment of a wholesome viewpoint toward retire-
ment — a recognition that it is but one of the doors of change
through which we pass in life — is another value gained
through volunteer work. Redevelopment of a sense of
self-worth is a major asset.

The opportunity to contribute to the correction of the
present stereotype of the older person is a challenging
outgrowth of volunteer experience. To help develop a ‘new
look’ of an active, successful and optimistic older person in
today’s world makes volunteer service most rewarding!

A
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For the institution which utilizes older volunteers in its
program a number of values accrue:

The wisdom and skills which seniors have attained over
a long life span contribute to an institution’s outlook as well
as efficiency.

Human values within the organization are enhanced by
the presence of persons of an older generation.

Helpful services which the institutions might not be able
to offer, otherwise, are contributed by older volunteers.

Improved public relations in the community are gained
by an organization which includes older persons among its
personnel.

SUMMARY

Mutual benefits of high value have been realized by
older volunteers and the Andrus Gerontology Center.
Realization of both personal and organizational goals has
been achieved through the vehicle of volunteer service.
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“The opportunity is ever ours, beckoning us
to share in generous endeavor; to feel in a
finer, truer sensitivity man’s eternal struggle
to make life meaningful; to live in dignity and
independence; to make someone happier for
our being here—these are today’s heroics.”’

— Ethel Percy Andrus

— oo PO s



LIST OF TABLES

Table Page
1. Age of Men and Women of the
Andrus Center Volunteers . . . ... ... ... 62
2. Marital Status of Andrus
Gerontology Center Volunteers . . . . .. .. . 62
3. Monthly Income of Andrus
Gerontology Center Volunteers:
Comparisonsby Sex . . ... ... ... .... 63
4. Highest Educational Level Attained by
Andrus Gerontology Center Volunteers . . . . . 63
5. Occupations of Andrus Gerontology
Center Volunteers: Last (or Present) Qccupation
and Major Lifetime Qccupation . . . . .. ... 64
6. Types of Activities in Which Volunteers Participated
Prior to Joining the Older Volunteer Project. . . . . 65
7. Andrus Gerontology Center Volunteer Knowledge
of Organizations to Assist Older Adults
and Their Membership in Them . . .. ... .. 66
8. Health Scale Scores for
Andrus Gerontology Center Volunteers . . . . . 67
9. Volunteers’ Assessment of Their Mental Outlook. . . 67
10. Reasons Given by Volunteers
for Joining Older Volunteer Project . . . . . . . 68
11. Older Volunteer Project Members’
Perceptions of the Goals of the
Andrus Gerontology Center . . ... ... ... 69
12, Andrus Gerontology Center Volunteers’

Perceptions of the Goals of the
Older Volunteer Project . . . . ... ...... 70



62 Appendix

ANDRUS GERONTOLOGY CENTER VOLUNTEERS

Table 1. Age of the Men and Women

Age Men Women Total
% % %
49 -60 14 20 19
61-65 14 17 18
66 - 70 14 26 24
71-75 44 30 33
76 and over 14 7 8
Number of Respondents 7 30 37
X Mean Age 67
Table 2. Marital Status
Marital Status Men Women Total
% % %
Single - Never Married 0 19 16
Married 86 23 34
Widowed 0 39 32
Divorced 14 19 18
Separated 0 0 0
Number of Respondents 7 31 38
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Tabie 3. Monthly Income: Comparisons by Sex

Monthly Income Men Women Total
% % %
$0-200 0 0 0
$201-400 0 19 15
$401.600 29 15 18
$601-800 0 15 12
$801-1000 43 19 24
$1001-1200 14
$1201-1400 0
$1401 and Above 14 19 18
_D_I_umber of Respondents 7 26 33
X Mean Income $914/mo $858/mo $870/mo

Table 4. Highest Educational Level Attained

Highest
Educational Level Men Women Total
% % %

Junior High School 13 ]
High School Graduate 0
Some College 25 20 21
College Graduate 38 17 21
Some Graduate Work 25 60 53

Number of Respondents 8 30 38
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Table 5. Occupations:
Last (or Present) Occupation and Major Lifetime Occupation

Last Major
or Life
Present Time
Professional
Men 38 38
Women 45 71
Total 45 66
Business
(Management-Owner) Men 13 13
Women 10 0
Total 11 3
Business - General
{Includes Sales) Men 13 25
Women 10 3
Total 11 8
Other White Collar (Low-
Middle or Paraprofessional) Men 13 0
Women 10 3
Total 11 3
Secretarial - Clerical
Men 0 13
Women 10 10
Total 8 10
Laborer
(Skilled or Unskilled) Men 0 0
Women 0 0
Total 0 0
Other (Insufficient
Information to Classify) Men 19 13
Women 13 10
Total 16 11
Number of Respondents Men 8
Women 31
Total 38
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Table 6. Types of Volunteer Activities in Which
Volunteers Participated Prior to Joining the Older

Volunteer Project
% of Activities Named

Activities Men Women Total
Chutch 11 6 6
Humanitarian Assistance 0 17 15
Political - Civic 5 6 6
Social - Civic 63 43 46
Professional - Academic 11 8 8
Social - Other 0 10 9
Social - Artistic 0 3 3
Other 11 T ki
Number of Respondents 9 32 41

Total Number of Activities Named 19 152 171




66 Appendix

Table 7. Volunteer Knowledge of
Organizations to Assist Older Adults and Their Membership in Them

% Heard % Member
of of
Organi- Organi-
Organization zation zation
Organizations Supporting
This Center Men 25 25
Women 52 32
Total 46 31
Interfaith Coalition
on Aging Men 13 0
Women 26 3
Total 23 3
AARP
Men 100 88
Women 87 52
Total 90 59
NRTA
Men 88 13
Women 77 55
Total 79 46
RSVP
Men 75 25
Women 74 29
Total 74 28
State Office on Aging
Men 38 0
Women 42 0
Total 41 0
Number of Respondents Men 8
Women 31
Total 39
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Health Rating

Score Men Women Total
% % %
Excellent 33 69 61
1-3
Good 33 28 29
4-6
Fair 11 0 2
7-8
Poor 22 3 7
10-12
X Score 5.8 3.5 4.0
Number of Respondents 9 32 41
Tabie 9. Volunteer Assessment of Their Mental Qutlook:
General Mental
Outlook Men Women Total
% % %
Excellent 63 71 69
Good 25 29 28
Fair 13
Poor 1] 0
Nutnber of Respondents 8 31 39
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Table 10. Reasons Given By Volunteers for
Joining the Qlder Volunteer Project

Reason Men Women Total
% % %

Meeting and being with people 88 68 72
Helping others 50 (X 72
Learning about social work 13 16 15
Learning about society 13 39 33
Making good use of/filling

spare time 62 52 54
Keeping professional or other

skills alive 38 55 51
Carry on family tradition of

volunteering 13 19 18
Fulfilling a citizen’s duty 25 19 21
It might lead to a paid job 13 16 15
To earn a little money 0 19 15
Fuifill a religious belief 0 3 3
Other 13 19 18
Number of Respondents 8 31 39

o
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Table 11. Older Volunteer Project Members Perceptions
of the Goals of the Andrus Gerontology Center

Goal Men Women Total
% % %
Conduct research on aging 71 55 59
Education and/or training
in the field of aging 14 37 32
Offer community service,
establish project 29 22 23
Improvement of life of -
older persons 14 26 23
Act as information-giving
body; establish center 14 19 18
Cdunseling; provide help and
understanding; guidance 29 11 9
Other 14 19 18

Number of Respondents 7 27 34
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Table 12. Andrus Gerontology Center Volunteers Perceptions
of the Goals of the Older Volunteer Project

Goal Men Women Total
% % %
Promote goals of center; assist
and support Center 67 63 64
Make better world for older
person; understanding and
enrichment 17 18 18
Create projects within center
and/or community 0 19 i5
Serve as research subjects 17 7 9
Personal enrichment of members 0 11 9
Provide public information and
exert a social force 17 4 6
Satisfying use of one’s time;
engage in worthwhile activities 33 4 9
Other 0 22 18
Number of Respondents 6 27 33
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Figure 1
ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT

ADMINISTRATIVE STRUCTURE
(Prior to March 31, 1974)
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Figure 2

ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT

ADMINISTRATIVE STRUCTURE
(April 1 - June 30, 1974)
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Figure 3
ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT

ADMINISTRATIVE STRUCTURE
(September 1, 1974 - May 15, 1975)
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Figure 4
ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT
ADMINISTRATIVE STRUCTURE

(May 15,1975 -)
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Figure 5

ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT
DEVELOFMENT OF TASKS (WORK) OVER TIME

1973 1974 1975
PROGRAMMATIC TASKS Sept-Dec Jan-Apr  May-Aug  Sept-Dec Jan-Apr  May-Aug
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Figure 5 continued

PROGRAMMATIC TASKS

1973
Sept-Dec

Jan-Apr

1974
May-Aug Sept-Dec

1975
Jan-Apr  May-Aug

USC/{COMMUNITY continued

Community Programs: continued

Juror USC Law Center

Liaison to community groups
Advisor to Central City RSVP
Developer South Bay RSVP
Developer Glendale RSVP
Developer of “Journey’s End” Film
Informal Consultant

Communications:
Panelist: TV/Radio

Legend:
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Volunteer ...... Paid Staff
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Figure 5 continued
1973 1974 1975
PROGRAMMATIC TASKS Sept-Dec Jan-Apr  May-Aug  Sept-Dec Jan-Apr  May-Aug

ANDRUS GERONTOLOGY CENTER

Research:

Subject for Center studies

Interviewer for Center studies

Assistant Handbook/Bibliography
Project

Assistant Laboratories

Assistant to Faculty

Education—Continuing Education/
The Davis School:

Student

Instructors/Discussion Leader
Curriculum Developer

Member PRE Advisory Committee
Driver Field Trip

Assistant /clerical

Assistant /publication materials
Assistant/public relations

Legend:

Volunteer . ... .. Paid Staff
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Figure 5 continued

PROGRAMMATIC TASKS

1973
Sept-Dec

Jan-Apr

1974
May-Aug  Sept-Dec

1975

Jan-Apr

May-Aug

ANDRUS GERONTOLOGY CENTER
continued

Education—Continuing Education/
The Dgvis School: continued

Representative Davis School Dedi-
cation Committee

Worker Invitation list Davis School
Dedication

Community Programs:

Intake Worker Adult Counseling
Program

Participant Adult Counseling Train-
ing Program

Peer Counselors Adult Counseling
Program

Advisors to proposed Muilti-Purpose
Center

Legend:

Volunteer. ..... Paid Staff
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Figure 5 continued

PROGRAMMATIC TASKS

1973
Sept-Dec

dJan-Apr

1974

May-Aug Sept-Dec

Jan-Apr

1975
May-Aug

ANDRUS GERONTOLOGY CENTER

continued

COMMUNICATIONS:

Editor Newsletter

Reporter Newsletter

Typist Newsletier

Mailer Newsletter

Speaker

Tourguide

Docent

Compiler/Writer Tour Manual
Library Assistants

Assistant Librarian

Miscellaneous Center Regquests:

Assistant /clerical
Host/hostess
Decorator for holidays

=ttt ovanens

Legend:

Volunteer . .. ..

Paid Staff
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Figure 5 continued

PROGRAMMATIC TASKS

1973
Sept-Dec

Jan-Apr

1974

May-Aug

1975

May-Aug

AUXILIARY

Chairman
Coordinator
Other Officers
Fund Raiser
Host/hostess
Mailer

LA ER T RN RN
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Legend: Volunteer
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Figure 6

ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT
DEVELOPMENT OF TASKS (WORK) OVER TIME

PERSONNEL DEVELOPMENT TASKS

1973
Sept-Dec

Jan-Apr

1974
May-Aug

Sept-Dec

1975

Jan-Apr  May-Aug

OLDER VOLUNTEER PROJECT

Chairman

Alternate Chairman

Vice-Chairman Personnel Development

Vice-Chairman Program Development

Recorder

Recruiters/Orientation Developers

Bookkeeper volunteer reimbursement

Member Budget Committee

Memmber Nominating Committee

Member Administrative Structure
Committee
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Legend: Volunteer...... Paid Staff

*See Figure 5, Programmatic Tasks: Andrus Center
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Figure 6 continued

PERSONNEL DEVELOPMENT TASKS

1973
Sept-Dec

Jan-Apr

1974
May-Aug Sept-Dec

Jan-Apr

1975
May-Aug

OLDER VOLUNTEER PROJECT
continued
*Research:

Chairman Research Committee

Co-Chairman Research Committee

Asgistant for Older Volunteer Pro-
ject

*Education:
Chairman Education Committee

*Community Programs:

Chairman Adult Counseling Program
Chairman Information File
Assistant Information File

Legend:

Volunteer . . . ... Paid Staff

*See Figure 5, Programmatic Tasks: Andrus Center
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Figure 6 continued

PERSONNEL DEVELOPMENT TASKS

1973 1974
Sept-Dec Jan-Apr  May-Aug Sept-Dec

1975
Jan-Apr  May-Aug

OLDER VOLUNTEER PROJECT
continued

*Communications:

Chairman Publications

Editor Velunteer Handbook
Compiler/writer Volunteer Handbook
Member Monograph Committee
Speakers’ Bureau Chairman
Tour/Visit Chairman

Miscellaneous:

Typist
Member Hospitality Committee

Legend:

Volunteer . .. ... Paid Staff

*See Figure b, Programmatic Tasks: Andrus Center
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Figure 7 o
ANDRUS GERONTOLOGY CENTER VOLUNTEER PROJECT f
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ETHEL PERCY ANDRUS GERONTOLOGY CENTER
University of Southern California

The Gerontology Center was established in 1964 for the
purpose of creating a special environment for training and
research in human development and aging. In 1971 it became
the Ethyl Percy Andrus Gerontology Center in honor of
Ethel Percy Andrus, an alumna of University of Southern
California, and the founder of the National Retired Teacher’s
Association and the American Association of Retired
Persons.

The Older Volunteer Project, a research and demonstration
study at this Center, was funded by the Andrus Memorial
Foundation, NRTA/AARP.
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