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\ kills Exchange for Unemployed People 

fhrbJr'l ~enior' and John B. Naylor 
•: r, L. erpoo1 Polytechnic 

i:.s paper reports the-results of a study of a voluntary skills exchange for 
• 1:tP1p."oyed adul£s in Liverpool. fl combines investigation al the organiza­
·:,:;r..11 /e\'el wi;h an interview survey of satisfactions gained by 60 members. 
'.!:,mions posed are how far a skills exchanf(e might go in alleviating the 

. _;:. ~rs<' effecrs of unemployment and £hen how effective the particular or­
z:"::..c;ion was al achieving its potential. Results showed that members at­
::ci-td high importance to the satisfaction of social and psychologi.::ul needs 
,::r:~r wi1hi11 1he exchange or in employment. The average satisfaction gained 
_·rr,.n1 membership fell short of this. For the small group who were active 
.r1 :r.e exchange, members were engaged in rhe equivalent of part-time work. 
3:. · ti::: broad ideals of the organization and the unfamiliarity of the decision­
n::<i1:g seuing made it difficult to recruit and retain new members and, hence, 
:,;cre::.se 1he organization's impact. 

INTRODUCTIO 

~l:m)' projects have been set up in recent years in an attempt to 
a:::e!iorate the effects of unemployment upon individuals. In addition, studies 
':2·. e begun to identify with greater precision what these effects might be. 
Ja:wda (I 9,9) discusses the impact of unemployment in terms of the loss 
:-: c:icse latent consequences of employment (time structuring, sharing and 
--::::-e:1i:1g experience, a sense of usefulness, personal status, and enforcing 
::::i·.::~) ,,?lich meet the more enduring human needs, while Hill (1978) 
~-~~:~e,, in ,e:ms of psychological impact, the phases individuals go through 

· ·--~- ';.:,: ·,;-rir.:< <houlJ be ,ent to Ba,b:ir.i S?nior, Bminess Srndies Dcpartrm:111. Lher­
·,. • :',.,1c.:l:n:;, !lg ~loum Plea,an1, Li,erpoc,! L3 5UZ, Eng.land. 
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as tl]<;,.lcngth of unemployment increases. Morely-Bunker (1982) confirms 
a DHSS survey that it is activitic.s outside the home which arc the first one.

1 
lo be given up when people become unemployed, and Banks, Clegg, Jack­
son, Kemp, Stafford, and Wall (1980) found positive correlations between· 
unemployment and lowered mental well-being in unemployed school leavers 
and adults. If the distinction is made between employment as an economic 
relationship (Hartley, 1980) and work as structured activity (Shepherd, 
1981), the conclusion emerges that effective initiatives for unemployed 
people must fulfill functions similar to those offered by work and potential­
ly satisfy members' practical, social, and psychological needs. 

A skills exchange is one such inititalive through which a person may 
obtain all the satisfactions of working with the exception of monetary pay­
ment. This paper describes a skills exchanges which has been running since 
1979. It presents the results of an interdisciplinary research activity which 
has been carried out concentrating on data collected from the middle of 1979 
up until the autumn of 1982. 

THE NETWORK 

· The Network is a resource exchange organization accommodated in the 
:ent~r of Liverpool sponsored by a charitable trust. Facilities include a small 
>ffice with telephone, a workshop, and lounge. Any person, employed or 
memployed, can become a member by signifying some "offer" of skill or 
ime and some "want". to be satisfied. There is no payment in money, ex­
hanges do not necessarily take place reciprocally, and the basis of all trans­
ctions is reasonable give and take. The group who established the Network 
1 1979 expressed its aims in terms of a need "to find practical solutions to 
1e problems of rewarding work" (MCVS, 1980). They felt that a resource 
xchange had the potential to provide the non-economic functions of em­
loyment and that successful operation would lead to changed attitudes in 
1e _wider society towards work, the unemployed, and welfare benefits. 

The 12 founding members originally hoped for a large-scale operation 
1 an area where the number of registered unemployed is around 100,000. 
hey saw the key operational problems mainly in terms of coping with a 
rge membership. Instead of this extensive impact, however, a smaller or­
mization with average membership of 130 has emerged. 
,,·. The total number of jobs (exchanges) done by 191 members in the 3 
ars to June.1982 was 469. The Appendix gives examples of jobs done and 
ustrates the range of activities undertaken. 

The decision-making body is lhe weekly members' meeting which has 
rotating chairman and minutes secretary. Day-to-dav ra·:;.,;ng of the or-
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, ·,rntion is carried out by a paid coordinator who was appointed after 1.5 
,an ., d . II I • . t, 't·"' rot" . f operation to supplement an parlia y rep ace a mcm c .. u. , cars o , • I d · 
· Network members have, in addition to exchange, been mvo ve m group 
projects, workshops, and social events. 

THE,:iESEARCH PROGRAM 

The research program is action orientated in that it collects data about 
the organization and its members and feeds this back to the members meet­
ing at regular intervals. 

The aim of the research has been to document the development of the 
organization, its structure and processes, together with an assessment of the 
satisfactions gained by the members. 

Me/hod 

Activities at the group level have been studied by participant observa­
tion backed up by reference to the registers and records maint~i~ed by Net­
work. Detailed notes have been kept of all meetings of the dec1s1on-mak111g 
body and there have been ad hoc observations of administrative work, general 
discussions, and social events. 

Content analysis, based on the number of times issues have been men­
tioned, length and frequency of contributions, _incidents g!ving rise to con­
nict and decisions made together with observation of dommant persons has 
allo:ved the examination of the causes and management of conflict, power, 
control, goals, and implementation of decisions. 

Following a ten-interview pilot study, all av_ailabk past ~nd prese~t 
members have been interviewed using a schedule mcludmg soctoccononuc 
data, open-ended questions, and specially developed altitude qucstion_naircs. 

The 21-statcment personal needs satisfaction scale required su~iects to 
report both the importance of and satisfaction with various aspects of mvolve­
mcnt in Network. Similar reports were required in relation to tmportan_cc 
of the same aspects applied to employment (a scale asking for degree of satis­
faction actually obtained from employment was omitted after the pilot study, 
it made the interview overlong, respondents showing .,igns of boredom and 
restlessness). . 

Subjects were asked to respond to-the questions "How unponant_ to 
you is/was (satisfied or dissatisfied arc/were you with) tlus asi,~et ol bcmg 
a member of Network?"·and "How important to you is/was thts aspect of 
doing a job?''. Exa;11p_lcs of statements in the scale are: 
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T11hlc 1. S1m1mnry or Rcsj)onses to Items In the Scnlc "Pcrsonnl N~cd Satlsfnction" 

Mean scores (SD) 

NcLwork 

lmportnncc Satisfaction 
Subscale response 

Activity need~ (four items) 5.5 (1.29) 
Social needs (four items) 5.2 (1.32) 
Autonomy needs (three items) 5.2 (1.26) 
Achievement arid recognition 
needs (three itmes) 4,8 (1.41) 

Learning and knowledge 
needs (three items) 5.6 (1.09) 

Selr-estecm needs (three items) 4.9(1.11) 
Number (n) in sample n = 60 

The opportunity to do something. 
Being able to organize your own time. 
Feeling a sense of belonging. 
Having the opportunity to learn new things. 

response 

4.8 (1.48) 
5.1 (1.33) 
5. 14 (1.04) 

4.0 (0.85) 

4,8 (1.46) 
5.1 (1.05) 
n = 46 

Employmcnl -·--~.-~•-'""-

Importance 
response 

6.0 (1.14) 
5.6 (0.95) 
5.7 (1.05) 

5.4 (1.00) 

6.0 (0.92) 
5.8 (2.32) 
n - 51 

Responses were chosen from a 7-point scale with point I being "not 
at all important" (extremely dissatisfied) and point 7 being "extremely im­
portant" (extremely satisfied). A rotated factor analysis was carried out on 
all the responses, testing for possible solutions involving different numbers 

. of factors. The selection of a six-factor solution and subsequent naming of 
factors was made on the basis of the perceived meanings of individual scale 
items, and their weighting on each factor. More precise details of this may 
be obtained from the authors. The six factors appear in Table I. Factor scores 
are an unweighted mean of the related responses. 

Nineteen statements on attitudes lo Network as an organization with 
· question and response scales related to importance and· satisfaction as 
described above, led to the indentification of six factors and these appear 
in Table II. Examples of statements in this scale are: 

Having an cxr.cricnced full-time organizer, 
Regular contact with members. 
The development of orher Network centers, 
Advertising for members with particulnr skilf;'. 

: ·Making members welcome even if they contribute little. 
' . . . ' . 

Eight statements measuring commitment to Network yielded three fac­
tors shown in Table II. These statements required responses ranging from 
"strongly disagree" (point I) to "strongly agree" (point 7) lo the question 
"Would you please indicate how much you agree or disagree with the fol­
lowing stalc111cn1s?" Examples of ·stncc1ncnts arc: 

I 

I 
I 
I 
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Tnhle II, Summnry or Rc.~ponsc.~ 10 lll'tm in 1hc Sc;1k· "Nl·twork S1ruc-
11tre nnd Prm·l·dun:," 

lmpni 1;111n: 

Subscnlc l'l'~!)Oll~l.' 

Aspects or munagcmcnt 
--.....__(four items) l.4 (l.o7) 

ori,'!",1\izational growth and 
development (three items) 5.8 (1.04) 

Contact with and care or 
members (four items) 5.8 (0,81) 

Supervision and control of 
activities (threC items) 4.5 (1.56) 

Response to members 
(two items) 5.7 (1.25) 

Office situation 
(three items) 5.1 (1.26) 

Number (n) in s.i.mple n ::c 60 

I feel myself to be part of the Network organization. 
I don't take the Network organization too seriously. 
l would not recommend a close friend to join the Network. 

Sati.,faction 
fC.\[l\11l~C 

4.3 (1.07) 

3.9 (1.18) 

4,3 (1.20) 

4.1 (1.10) 

4.9 (1.32) 

4.3 (I. 12) 
n = 46 
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The open-ended questions, which were subjected to content analysis 
for frequency of mention of relevant items or opinions, arc: 

I. How did you find out about the Network? 
2. Why did you join the Network? · 
3. What happened when you joined? 

a. Explore experience and events surrounding joining. 
b. What happened at initial conlact? 

4. How did contacts, after joining, lake place? 
a. Explore subsequent progress through Network. 

5. What wants have you had satisfied'/ When? lltlw? 
6. What offers have you had taken up? When? How? 
7. How involved ire you in members' meetings? 

a. Frequency of attendance. 
8. What opinion have you of the members' meetings? 
9. How involved are you in the office administration? 

a. Frequency of rota duly. 
b. Other office work. 

IO. What opinion have you of clw office administration and proce-
dures for gi:tting exchanges cnrricd oul'! 

11. What do you think about ~roup pr,,jccis'/ 
a. Management of them. 
b, Involvement of self'. 
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T 11 i1, t• Ill. Sl!,mmnry_ or_ Rc,c;pomcs to llc1115 in lhc Scale 
Or11-nn11n11011ul Com111i1mcni" 

Subscalc 

<?rRnninuinnn\ loyally nnd 
1dcnti_fk1~1ion (four ilL·ms) 

Organ1zat1trnal involvement 
(IWO ilcms} 

C?nHnitmcnt lo organizational 
aims (two items) 

Number (n) in sample 

Mean scores (SD) 

5.0 (1.4J) 

6.1 (1.12) 

5.J (2.29) 
n - 60 

12. 
13. 

Why did you leave the Network? 
!s me?'bership of the Network be . 
ignoring the fact that network i'nttelr or worse than domg a job 

vo vcment 1s not paid? 

Sample 

Every attempt was made lo int . . . 
.work office, as many members pasterv1~w' m their own homes or the Net­
represent all those available a d 'II' an pre~ent as possible. The samples 

n w1 mg to be mterviewed, 60 persons in to-

EmployITlent status 
Unemployed 
Employed 
Retired 

Sex 
Men 
Women 

Marital status 
Married 

, Single 
Age 
· Aged ·under 21 

. Aged 22-40 
Aged 41-60 
Aged 60+ 

Qualifications 
Ne: qualifications 
Some O levels 
Above 3 o levels 

Time_ unemployed 
,- Up to 6 months 
1 

7-12 months 
Over 12 months 

Table IV. Socioeconomic Data for Int . erv1ewees 
n 60 

(see Tables J, JI, Ill) n - 46 
(see Tables I, II) 

40 30 
17 

13 3, 
3 

33 22 
27 

24 

18 16 
42 30 

6 5 28 
22 

20 14 
6 c- 5 

40 
28 2 

18 2 
16 

7 
4 11 

22 9 
,, 

n 51 
(s·ee Table I) 

35 
14 
2 

26 
25 

16 
35 

5 
25 
17 
4 

32 
2 

j7 

7 
II 
17 

i 
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Jal (sec Table IV). Differences in sample size, accordin~ to response, occur 
because (I) relatively new members and those having li11lc conlacl with Net­
work were unable to express attitudes of satisfaction (or dissatisfaction), and 
(2) some members had never been employed or had forgotten what it was 
like so couldn't respond to the "cmploymcnt"-orkntatcd q11cs1ions. Conse­
quently, nol all of the 60 answered all the qucs1ions. 

RESULTS AND DISCUSSION 

The results are presented and discussed according to the following key 
areas: 

1. Recruitment and retention of members. 
2. Resource exchange activity, 
3. Decision making and administration. 
4. Satisfaction of members' practical, social, and psy..:hological needs. 

Shortage of space has meant that the data from the observations, record anal­
yses, and open-ended questions have not been prcscn1ctl separately in de­
tail, but have been incorporated in the discussion. These detailed analyses 
are, however, obtainable from the authors. Table l-JII summarize the 
responses to the attitude scales and Fig. l is a sociogram of a sample of 125 
of the tasks done by all members during the period September 1981 to May 
1982. 

It should be noted that the responses to the attitude scales have not 
been subjected to statistical difference testing. The reason for this is that the 
questionnaire data is intended to be considered in conjunction with the other 
types of data collected; it is only one indication of members' attitudes to the 
Network and should, therefore, be viewed in this context. 

Recruitment and Retention qf Members 

In the responses to open-ended questions, 50% of members mentioned 
"something to do" and support for the idea of mutuality as the reasons for 
joining, whereas only 6% expressed a belief in alternatives to employment. 
The promotion of interest in Network was initially seen as a problem of me-
dia access yet it has emerged from responses to the first open-ended ques­
tion that personal contact is the more successful means of recruitment. These 
findings match the results of Snow, Zurcher, and Ek land-Olsen (1980) who 
show how relatively unimportant ideology is in recruitment, whereas, they 
say that "links to one or more members. through a pre-existing or emergent 
interpers01,al tie" coupled with the absence of "countervailing personal net­
works" (p, 798) dominate. The need for something to do matches one of 

I 
-~,: 
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Fig. I. Sociogram of 125 E h · · xc anges (September 1981 M 
Job done by one member for another th d' . - ay 1982). Each arrow respresents a 

' e irection of the arrow being from g1'ver to . receiver. 

Jahoda's (1979) latent functions of k 
ings lhat "lhc best single predictor o~~;,c ~nf 1i~so Hcp,~orth's (1980) find­
was whether or nol a man felt h'is l' 11 8 1 alrl~ dunng unemployment 

T . 11ne wns occ11p1cd" (p 139) 
he m1pression lhnt many of NcJ ·k . ·. · 

social tics posc.s n problem in rccr 1.1 
W~I members had l11111Jcd prc-cxisJinR 

ly to resist joining an orgnniznti~,~ n~n Slznlcgy, Su~h people nrc ll'ss-like­
sonnl conlnct. Sinrk nnd llninbrld c \, nrc •no,_c difficult 10 rc11cl1 t,~ pc•r­
developmcn1 of inlcriie,·•o,inl b R <

1 
~,80l

1
Slless lhe lmponnncc of lhc cnrly 

., oun, s n t 1e induct' • . · 
1.otloni requlrln~ meinhcrshlii rn 1 '_011 J>l()c_css Iulo otRnni-

nun 1men11, 11,1we1·c1, rcfcrcm·e lo Tnhlc 

I 
I 

I 
r 
( 
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II shows that although "contact with and care of members" was felt to be 
very important, satisfaction with this aspect of Network administration was 
not high. Until the appointm~nt of the full-time coordinator, induction proce­
dures were very haphazard, with the organization failing to satisfy two of 
the latent functions of work (Jahoda, 1979), maintaining contact outside the 
family and linking the individual to wider goals and purposes. 

Kanter1i %9) proposed that the retention of members has three aspects: ..,, 
continuance, cohesion, and .control. First, continuance is sustained when 
members see profit in remaining as members. Network members build up 
a stake in the organization's success, by investing time in group activities and 
routine duties such as office work and leaflet distribution. Second, cohesion 
comes from participation in decision making, group activities such as garden­
ing, and social rituals including parties and outings. Third, control requires 
a commitment to the norms of the group and is expressed through a con­
stant appeal to ideology and, for new members, a developing mystique and 
reference to the "old days." Both Knoke (1981) and Etzioni (1975) show how 
normative control requires an intense flow of positive communication. Net­
work records, observations, and interviews (Table ll) show that, for the 
majority of members, this 'is lacking. 

Only !2'7o of those interviewed mentioned "wanting a job done" as a 
reason for joining. Together with the responses to the subscale "organiza­
tional· involvement" in Table III, this indicates that involvement is not in­
strumental and, therefore, continuance depends on the satisfaction of 
personal needs. ., 

Resource Exchange Activity 

An analysis of the pattern of exchanges is shown in Fig. I. The arrows 
indicate a job done by one member for another, the direction denoting givers 
and receivers. Four features can be noted. First, the majority of tasks in­
volved a few members (15 are engaged in six or more tasks) with a large num­
ber having been little involved. Second, most individuals were not in balance. 
There arc those who supplied energy and those who consumed it. Since the 
number of offers always considerably exceeded the number of expressed 
wants, the consumers of work can be seen .is having as important a functicrn 
as the "doers'.'; voluntary workers need clic11ts. Foll(w.•ing on from this, the 
third feature is that the 15 mcirc active members tended to do more tasks 
lhan receive them (ralio = 94:6)). The organi,ation ca11 he scc11 as satisfy­
ing n need for work i_n n rclntively lttll'ritical at1110sphL·re. Fourth. lht• m,.\.li. 
um 01' rcs.oun:c cxchnnp:c wa,l:i not n menns or ro111h.'1.:ti11}'. most mL"mhcrs wi1h 
the rnre· oft he Rrm1p tu ntlow dl(fusio11 of id,•ul,w,y lo tak,· pl:1c1·. Tbi, is 
reflected .In "c.,mmUn\enl _to orp.011irnli<>11al ni111s" (Tahlt· Ill) whi.'h show 
only lll<'<irri\te.com11'tl1111ent lo ttic t1l111, 111' N,•lw,nh, 
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Fifty pcrcenl of I hose who enrolled did 1101 lake parl in n11y exchan~• 
n11d lhcsc, logclhcr wilh I hose in Fig, I whose cxchn11gc i11volvemcn1 wa1 
limiled, will have hnd difficulty in rcla1ing lo the "core" group. This 1w1crn 
has been followed lhroughoul lhc life of Nelwork wilh high aclivily level, 
being found amoug some 10% of members. 

Decision Making and Administration 

More than half of the attendances at the weekly meetings have been 
by 14 members, a core group with a low turnover (two per year). This slabili­
ty has enabled learning to be incorporated into a set of organizational as­
sumptions and unwritten procedures, but it has made lhe meetings less open 
to newcomers; only 47 members attended over five meelings. It was decided, 
therefore, thai one of the roles assigned to the salaried official from I 981 
would be the induction of newcomers into organizational procedures. 
However, the commitment to democracy and the open style of meetings has 
enabled members to develop the confidence to speak and share the chairper­
son role. 

Fifty-percent of those interviewees who had attended meetings indical­
ed positive attitudes towards the democratic structure and informality while 
the other 50% stressed disorganization, feelings of frustration, and minori­
ty dominance as problems. 

Content analysis of notes kept at meetings identified three main 
. _: problems which are common in decision making in voluntary bodies (Otto 

and Armstrong, 1978). First, there has been the absence of clear operation­
. al goals by which day-to-day action inay be guided. Eighty percent of meet­
ings have discussed at least one item in which conflict over goals was the 
dominant feature. For example, the conflict between short-lerm and long­

. term aims has already been mentioned. Paton (1978) describes how a com­
mitment to openness and democracy may result in high levels of manifest 
and latent conflict. Because dissent is encouraged by the multiplicity of ob­
jectives on offer, members have heightened expectations of being able to in­
nuence decisions; they may be confused by the unfamiliar setl!ng' and yel 
the degree of voluntary and personal comrn,itment which has been encouraged 
will tend to intensify even minor differences. 

The second problem, again observed in 80% of meetings, has concerned 
the structure of, and procedures for, meetings, In nearly thr_ee years th~ group 
has, in the words of Tuckman (1965), formed, stormed (become aware o.f 
conflict and confusion as ambiguities appear), normed (established formal 
and informal rules toward becoming an efficie"' _nit) and performed (car­
ried out some tasks through these norm,). liut these stag.es are not clear cut, 

I 
I 

\ 

I 
• J 

I 
! 
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~l,.11)'1 tor lJru.•m1,lo)'t•d l'l'o1•h.• 

nnd there arc frequent return~ to ~ton11_i11g illld norming ns new prol..'c<.hffl'S 

emerge and become cuslom nnd pr:1c11cc. . . , . . . . 
As the group has bcco111c ,norc con1millL'd. to 11c1:1imn1ng, th~ t_h1~ ", m,t11: 

difficully has emerged, Indeed, some 650/o '.'I mcclmgs have _,hscuss~d '.h_c 
. n existence of 1,roccdlll'cs lor 1hc 11nplcmcnt.,11on of di..:u· 

inadequacy OI no · · . . " . I' . , • 
. d . nlrol This concern for bul rrus1ra11011 w11h, aspccls o ma11,1gc-

,1011s an co . ' . 1· bl I I s· . ti 
• 11 • ·-~firmed by interview responses as shown in a e • IIKC 

1c 
ment 'n1i'm";nt of an official with responsibilily in this area, the record _has 
:~P~~ved. Indeed, the full-time coordinator is significant for the survival 
an~ expansion of Network. Sarason, Carroll, Naton, Cohen, and Lorentz 
(1977) show ho" a leader's role was crucial 10 1hc_ sncce_ss of a network _1~ 
he United States. By means of appropriate cogm11ve ab1hty a_nd t~e po\\er 

1 bl kages a leader can ensure 1hat success becomes habitual and 
10 remove oc ' ·, · B I 1955) 

· · through positive feedback The 1ask-oricntatcd leader ( a cs, 
contmues · · h' h 
becomes more important than the socio-emotional leadership 11 erto pro-

vided by the core group. . . · 
Office work is a function which all members arc 111v1ted to take part 

in. Of the total membership, throughout the 3 years, 127 members have 
worked in the office for varying. periods and 32 members_ hav~ worked 111 
rhe office on more than 15 occasions. Even so, 50% of all v1s1t_s mvolve onl_y 

14 members. Only four of these 14 figured as active members 111 the analy_s1s 
. h · F' I This indicates that office work may be alternative of cxc anges 111 1g. • . I 

10 other activity, perhaps appealing more to members needing tempora struc-

. 1 ure and defined tasks. . . . 
The low involvement of many members in the vanous Network act1v1-

ties indicates the organization's failure to provide for _t?em the latent fun~­
tion of maintaining contacts outside the family. In add1t1on, responses to_ t _c 
sub scale "organizational growth and development" in Table II show a s1m1-
lar failure to link individuals to wider goals and purposes. 

Satisfaction of Personal Needs 

. Table I shows the responses for each factor develop~d from the "Per­
sonal Needs Satisfaction" attitude scale. It indicates the high degree of nn­
portance attached to the satisfaction of social and psychological needs both 
by membership o_f Network and by convcn110nal employment. Apart from 
the·factor "self-esteem needs," there is a correspondence between reported 
expectations from Network and from employment. _Although people may 
not be joining Network for ideological reasons, part1c1pa11on seems to lead 

t . pccta't'ion that Network may be an altero1ative to employment, but 
o an ex · d ·ct · ·f· · ·" 

f 5 t {h·e s"bs-cale "organizational loyalty an I ent1 1ca110,1 a mean scprc o o. u _ . 

in Table lll, indica_tes that there is some uncertarnty · 

• 
. ~ 
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Table I shows moderate satisfaction of the important need for ncth·,. 
ty. Data from participation rates in meetings, administration, and resou;l"f 
exchange, shows that for a few people (no more than six at any one pcrie>di 
"working" in Network approximates to part-time employment. Howel'er, r..,1 

others, this important need has yet to be satisfied. 
The need for autonomy (Table I), is fairly well satisfied. Members ap­

pear to appreciate the autonomy they personally enjoy. However, reference 
to "supervision and control of activities" in Table II indicates that this asptct 
of organization is not entirely satisfactory. There is some difficulty in inlet• 
preting the responses to both these subscales when taken together. lnipro,.­
sions gained during interviews and observations suggest that members want 
autonomy for themselves.but, in an organizational sense, want to see some 
more definite system of supervision and control. 

The gap between importance of, and satisfaction with the "knowledge• 
factor may relate to the lack of qualifications of most interviewees who saw 
this as a handicap in the employment stakes. Membership can offer the im: 
portant shared experiences outside the home. These are frequently early 
casualties of unemployment (Morely-Bunker, I 982), so it is not surprising 
that, as Table I shows, the importance attached to satisfaction of social needs 
is quite high. Friendship analysis has shown that where few social bonds have 
been formed, the likelihood of dropping out has increased. Seventy percent 
of those interviewed were unmarried and 74% had no children living at home. 
If it is to achieve its potential, Network will need to pay more attention to 
the processes of building social ties through activity. 

CONCLUSION 

A resource exchange may be an alternative to employment in that it 
· . can provide for most of its latent functions. The Network has recruited more 

members and survived for longer than many comparable organizations. _It . 
has achieved some success in that many members have had needs satisfied 
at the practical and sociopsychological levels. These satisfactions come not 
only from the exchange activity itself butc.also from participation in the 
decision-making and administrative process of the organization. 

There is no evidence of great economic benefit. Ex.change may be more 
of an idea which inilintly nttrncts recruits nnd legitimate., their involvement, 
but it is clear thnt this dncs 11111, for mnny, constitute n ,1r,1ng cnoug/., hond. 
lo ensure co111 inning comm/I rnent. /\ s11ccc.ssf11/ rcsnur-ce cxd11111p,t•.,·,Hrld de­
velop ns one of n number (l/' t"clntNI nctivltles which essrnllnUy 1'1rovlde "the 
Inter II fuuctlons of employment, cspcclnlly shoring nnd wid,•niri'!( ,•xp,ric11,·c, 
tlme-strrreturin~, nml the sntl.,fm'tl(lrt of rwtlvity 11.,el/'. · 
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RESO URCE EXCHANGE 
APPENDIX: ' 

· 1- . !)'/ er Members 
,f J bs Done by M,•111/11•rs. o1 ' , 

Examples o 0 

. . . I· wn mower, hnir cut~ .• . ·l I t pin~•,. n:pa11 ing. .l .. , 
. ,,,1,s done by mcmbcrsmc tr( C y . ·11, ,,,,,11"Y m:111'1~l'n1Clll, 11,\ll.S· 

·"' ' ' • s 'lSl '11\U' w, "· · 
1
·111" pl·1sicri1\g, l_1fnts~•hold rcf')t!ll'S, ,ts·_ . . ,1) h st·winµ., l,'!cctrical rcpa1r~. ,.,, • . . . - . 1 trnn~p\H t 11q1. ~•.( l.,. 
posin~niusic f.or hlrnd 111c11i 1~r, . _1 lnvinp 1111.i p/lntnp.11111iry. 
,:tnnJ~ntn~_, moto~· hike r,~p.a_11·$1 t.'lll pt , ., 


