
THE OURNAL OF 
VO.---UNTEER 
AD MINI Sf RATION 

Localization of Human Services: Using Church 
Volunteers to Fight the Feminization of Poverty 
Robert F. Wineburg, PhD and 
Cate Riley Wineburg, MSW 

Recruiting Volunteers in Schools: An trservice 
Program for School Counselors 
Andrew V. Beale 

- Stop Wasting Training Time! Try the 
S-t-r-e-t-c-h-e-d Workshop 
Ivan Scheier, PhD 

A Sampling from the 1985 National 
Conference on Volunteerism 

America's Voluntary Spirit 
Brian O'Connell, Keynote Address 

Beyond Promises: A Planned Approach for Rural 
Volunteer Community Development 
Ida Rush George 

The Care and Feeding of Sprouts ... Nurturing 
Your First Job in Volunteer Administration 
Deborah Schroder 

You Cannot Not Communicate 
Elaine Cogan and Ben Padrow 

Corporate Community Involvement 
Ellen Linsley, Ruth March, Marion Jeffery and 
Richard C. Durkee 

Honeywell Corporate Responsibility and Volunteerism 
Jill L. Ragatz 

A Program for Sighted, Blind, Low Vision, and 
Disabled Volunteers 
Jeannette Franks, MA 

Effective Delegation 
Lynn Jones, PhD 

Spring 1986 

IV:3 

..... c 



-- ASSOCIATION FOR VOLUNTEER ADMINISTRATION 

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

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

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

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

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

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

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

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

Inquiries relating to subscriptions or 
to submission of manuscripts 
should be directed to the business 
office: THE JOURNAL OF VOLUN­
TEER ADMINISTRATION do AVA. 
P. 0. Box 4 584, Boulder, CO 80306. 

ISSN 0733-6535 
Copyright I 986. Association for Volun­
teer Administration. 
All rights reserved. No portion of the 
contents may be reproduced in any 
form without the written permission 
of the Editor. 



Localization of Human Services: Using Church 
Volunteers to Fight the Feminization of Poverty 

Robert J. Wineburg, PhD and Cate Riley Wineburg, MSW 

Federal budget cuts are changing the 
design and delivery of human services. 
The emphasis is moving from Washington 
to Main Street. In communities across the 
country staff members of professional 
human service organizations are uniting 
with church and civic groups to solve, 
manage and prevent grave social prob­
lems (Salamon and Teitelbaum, 1984). In 
Cleveland, for example, a group of 
churches with grants from the Cleveland 
Foundation, opened a shelter for bat­
tered women. In its first year it housed 
192 battered women and 303 children, 
and handled 8094 calls (Doll, 1984). In 
Denver, an Episcopal group reported that 
it was providing an advocate to act as a 
mediator with welfare officials for persons 
who qualify for public assistance 
(McDonald, I 984). In Greensboro, North 
Carolina, Catholics and Lutherans have 
been working together with social agen­
cies helping Cambodian and Vietnamese 
refugees make a smooth transition to 
American life. In each instance volunteers 
have formed the wellspring of the pro­
gram. 

The pairing of professional service or­
ganizations with volunteers from church 
groups to meet current and future social 
challenges is filled with pitfalls and pos­
sibilities. Future needs of the nation's 
communities will only be met with suc­
cess if volunteers are used creatively, 
positively and effectively. Government 
aid for not-for-profit organizations 
dropped 20% from 1982-1984 (Meyers, 
1985). Coincident with the decrease in 
funds has been the growth in reports of 
family violence (Edelman, 1985), teen 
pregnancy (Statistical Abstracts of the 

United States, 1984). hunger, and the 
feminization of poverty (Maloney, L., 
1984). People in communities nation­
wide have been facing some cold 
realities: to find protection, food and 
shelter for the needy community, mem­
bers must both muster their local re­
sources (Demone and Gibelman, 1984) 
and educate their friends and neighbors 
about the magnitude of these social prob­
lems (Wineburg, 1984). 

Professional social workers have had to 
work increasingly with volunteers to crea­
tively provide direct and prevention ser­
vices. This kind of networking (Cohen, 
1983) will certainly continue. The beauty 
in such arrangements is that successful 
programs will depend on concerned citi­
zens learning about and making personal 
commitments to solve trying human prob­
lems plaguing their communities. The 
danger is that successfully meeting com­
munity needs will rest increasingly in un­
charted territory: true professional and 
volunteer collaboration. The checks and 
balances of such relationships should 
form the foundation for a new way of de­
signing social programs at the community 
level. 

The remainder of this paper will 
examine a new program of Greensboro 
Urban Ministry (GUM) in Greensboro, 
North Carolina called Project Indepen­
dence. The program is directed by one 
professionally trained master's level so­
cial worker, and run exclusively by a net­
work of 25 volunteers from local churches 
with help from the Greensboro Junior 
League, a local affiliate of the National 
Association of Junior Leagues. The pro­
gram is designed to help welfare-depen-
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dent mothers develop careers by involv­
ing volunteers and other church resources 
to aid in job search and training; obtaining 
housing, transportation and day care 
when necessary; advocating for these 
women and providing general encourage­
ment for them. Project Independence has 
been very successful in using volunteers 
to help women get off welfare and begin 
new lives. The program is small by design, 
serving only ten families, but it is a model 
for new roles for volunteers in providing 
direct and preventive social services 
aimed at fighting the growth of women in 
poverty. As a trendsetting program it has 
experienced both the pitfalls and pos­
sibilities of such new ways of using church 
volunteers. 

What follows is a sketch of why the pro­
gram is needed, some of the challenges 
and potential successes in mobilizing vol­
unteers for these services, and a set of 
recommendations for others seeking to 
involve volunteers in efforts like these. 

NEED FOR PROJECT INDEPENDENCE 
During the height of the economic re­

cession of I 982-83 Greensboro Urban 
Ministry was in fact the safety net (agency) 
that literally kept people from falling into 
the abyss. With people being laid off, cut 
from the welfare roles or terminated from 
CET A jobs, their last resort for life-sustain­
ing support was Greensboro Urban Minis­
try which offered emergency assistance. 
The agency witnessed well over a 20% in­
crease in requests for assistance. A corres­
ponding growth in staff size and volunteer 
participation occurred. As the recession 
receded, however, requests for assistance 
and needs for volunteers did not dwindle. 
In a two-and-a-half year period the agency 
grew from a professional staff of seven to 
2 I and from 18 full-time volunteer equiva­
lents to 54. Even though the agency was 
helping those in need, and making excel­
lent use of legions of volunteers, the 
former director found something amiss. 
The staff and volunteers were "minister­
ing" to the wounded, but they were doing 
nothing to prevent the wounds. 

By far the group in most need of ser­
vices during and after the recession was 
single head-of-household women with 
small children. These women either could 
not make ends meet on welfare and re-

quired financial, food or housing assist­
ance, or were cut off from benefits al­
together and were totally dependent on 
the services of the agency. This phenome­
non is not unique to Greensboro. Nation­
ally, there are officially 35.3 million Amer­
icans living in poverty, 57% of whom are 
women (Maloney, 1984). In North 
Carolina, women head about 58% of the 
poverty households (Grimsley, 1983). 
Zopf ( 1985) reported that 43% of all chil­
dren under 18 in Greensboro living in 
families headed by women were class­
ified in the poverty category. Greensboro 
Urban Ministry's former director looked 
around for answers to his questions of 
what was being done to prevent this kind 
of dependency and realized that what­
ever it was, it was not enough and that 
nothing would prevail if he did not gather 
the resources to start wrestling with the 
problems of the local feminization of pov­
erty. 

He heard voices buried in these pov­
erty statistics. They were voices of 
mothers, clients of the agency, those 
single heads-of-households, telling their 
story about the confinement and con­
straints put on them while on welfare. He 
also heard subtle hints of their lack of self 
esteem and their feelings of unsuitability 
for work. And he heard their real concerns 
for their children, not wanting them to 
grow up in the same bleak, dire cir­
cumstances. With those voices as a back­
ground, coupled with the fact that pro­
grams for women and children, if not 
being frozen, were being cut back drasti­
cally (Edelman, 1984 ), he knew that alter­
native service delivery systems had to be 
found. It was under those conditions that 
Project Independence was born. 

Project. Independence is an unconven­
tional program that addresses the prob­
lems of women who receive Aid to 
Families with Dependent Children 
(AFDC), problems that other programs 
cannot or will not address. The focus is 
to develop a person-to-person approach 
to supporting welfare mothers in their at­
tempts to get off welfare. The objective 
of the program is to encourage religious 
congregations in the community to pro­
vide that personal touch through church 
sponsorship. Volunteers are recruited 
from within a sponsoring church to help 
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the welfare mother find employment from 
the resources within the grasp of the con­
gregation. The commitment of the spon­
soring congregation is minimal compared 
to the rewards seen as the woman and 
her children no longer need to rely on a 
monthly check for subsistence and can 
begin to make their own way. 

The role of the church, as sponsor for 
a welfare family, is not to rescue the family 
from its current living situation. The role 
of the sponsor is one of advocacy, negoti­
ation and support. Sponsors are discour­
aged from doing for the families what they 
can do for themselves. They are asked to 
act as a support system for the family 
when their natural support systems of 
family, friends and neighbors can no 
longer help them. Sponsors act as re­
sources for the family and lend encour­
agement in times of stress. 

However, the main responsibility of the 
sponsors is to locate potential employ­
ment for the client. The employment may 
be found either in one's respective con­
gregation or through one's contacts at 
work. By encouraging this kind of job 
search, we are attempting to establish a 
resource network that functions similar to 
the "old boy network." It is in essence an 
informal job referral service for the poor, 
much like the one used by the middle 
class male population. By involving the 
religious community in this network, we 
are in essence tapping the resources of 
the middle and upper middle classes. 
Not only will the congregation be able to 
find employment for the client, but will 
become involved in a one-to-one re­
lationship with the issue of poverty. 

RECRUITMENT CHALLENGES 
Volunteers in all of Greensboro Urban 

Ministry's programs are usually active 
members of any of the 400 churches or 
places of worship in the community. 
Therefore it was logical to recruit church 
members to sponsor families because 
church volunteers have been the back­
bone and lifeblood of the agency since 
its inception in 1968. Many volunteers feel 
that it is their religious duty to serve the 
poor. The major difficulty in working suc­
cessfully with church volunteers is help­
ing them hear the real voices of the wel­
fare mothers and not the myths and 
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stereotypes that obscure the genuine 
problems confronted by these women. 
This challenge is doubled in that many 
church volunteers take on the volunteer 
role in order to save "fallen souls." 

In an agency like Greensboro Urban 
Ministry, the agency of last resort in 
Greensboro, volunteers who work in the 
soup kitchen, clothes room, or night shel­
ter can get a sense of helping the "fallen" 
and actually do good, while maintaining 
the view that the poor will always be with 
us. The underlying theme of Project Inde­
pendence is that the poor do not have 
to be with os always. In the other pro­
grams of Urban Ministry, it suffices to be­
lieve woe is he (she) who has fallen and 
has no one to help him (her) up. But Pro­
ject Independence's focus is on helping 
one eliminate the need to keep falling. 
Consequently, Project Independence's 
approach to volunteers is different from 
other programs of the agency. 

Recruitment for other programs is done 
through announcements in newspapers 
and church bulletins. There are ample 
volunteers, and they come to serve as 
individuals. They are trained about pov­
erty, and in agency procedures and 
practices in giving away food or clothing 
and the like. They are trained to help the 
needy, only to help the same ones the 
next day. Recruitment for Project Inde­
pendence is somewhat different. 
Churches are recruited to become spon­
sors. Usually, members of a church's social 
outreach committee volunteer to act as 
sponsor in the name of the church. The 
agency's professionally trained social 
worker recruits personally, speaking to 
adult Sunday School classes, or speaking 
as part of a Sunday sermon. The first set 
of recruitment strategies revolves around 
getting ministers involved in making a 
personal commitment and thus opening 
the doors to an institutional response to 
a community problem. The main recruit­
ing technique involves a challenge to 
help the women in need to help them­
selves through a job, with day care, and 
by obtaining transportation. 

The ideal sponsorship is to pair two 
congregations together. This will increase 
the availability of resources for the spon­
sored family, reduce the workload for the 
churches, and create new alliances for 



those congregations that have not worked 
together in the past. The project aims to 
pair black and white churches as spon­
sors. A racially mixed sponsorship en­
hances the ability of the churches to work 
with either a black or white family com­
fortably and observe the cultural norms 
and respect differences. In a city that has 
a black population of 30% and a high un­
employment rate among black single 
female heads of households, it is impor­
tant to stimulate discussion between 
churches about structural barriers that 
keep a person from employment, and 
help them understand the plight of the 
welfare recipient and herfamily. Thus, the 
program creates better human relations, 
a deeper understanding of poverty, and 
respect for the hardships faced by poor 
women. The volunteer recruiter is there­
fore also a community educator and 
human relations liaison between black 
and white churches. 

RECRUITMENT DIFFICULTIES 
Churches nationwide have been chal­

lenged to become involved in social ser­
vices. The major difficulty in meeting such 
a demand rests with making the commit­
ment and finding the means to contribute 
in a way that services are enhanced. Pre­
venting dependency is difficult. The com­
mitment required of a congregation is dif­
ferent from the one required in collecting 
food or money to send to Urban Ministry. 
The commitment means getting to know 
the poor, listening to their voices and 
helping them stand on their own. This 
kind of service is new. Making the re­
quired changes in focus is often slow and 
difficult for complex organizations like 
churches. 

During this first year of the project, re­
cruitment has been cyclical. Of the 30 
churches recruited initially, only six spon­
sored families. Those churches have been 
working diligently with a total of ten 
families. It should be noted that four of 
the six churches had already participated 
in helping to resettle refugee families and 
their volunteers had previously volun­
teered in other aspects of Urban Minis­
try's programs. In the initial phase of the 
program it appeared that already active 
churches and members were the most 
willing to become community activists. 

Working with the two churches that had 
not been involved in the refugee resettle­
ment and had fewer volunteers in other 
Urban Ministry programs was somewhat 
more difficult, but bo'th have taken spon­
sorship seriously and are working hard to 
help their families get over some difficult 
barriers.· 

During many of the question and an­
swer periods following the first recruit­
ment presentations, church members 
posed many interesting, but often hostile 
questions. The major stumbling block was 
getting congregations to move beyond 
their stereotypical images of the Cadillac­
driving, promiscuous, caviar-eating wel­
fare recipient. The tactic used to soften 
that stereotype was always a calm restate­
ment of the facts about poverty: most wel­
fare recipients want to work; most have 
fewer than three children; most are white; 
and most have the same wants, dreams, 
hopes and desires for their children as 
the rest of society. These facts coupled 
with the grave note ( especially to congre­
gation women) that many women in this 
country are only one man away from the 
same plight as welfare recipients usually 
shook loose some potential volunteers or 
some unsolicited money for the project. 

As noted earlier, four churches that had 
been active in other community projects 
joined Project Independence early. Two 
followed a short time after. Those church 
volunteers have helped women find and 
keep jobs, helped others go back to 
school, obtain transportation, housing, 
and day care. There was a lull in the re­
cruitment success during the six to nine 
month stages of the program but in the 
last month three new churches (two of 
which had not been recruited actively) 
have asked to become sponsors of 
families and several have inquired about 
the project. 

RECRUITING SUCCESS 
One of the major unintended conse­

quences of Project Independence is that 
volunteers are spreading the word about 
how challenging and exciting it is to see 
themselves help women begin to "make 
it." They are beginning to realize that 
even though a good job is a ticket out of 
poverty, keeping the job often requires 
funds for day care, cheap and reliable 
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transportation, reasonably priced housing, 
and good old-fashioned support and en­
couragement to build back a deflated self 
esteem. As the women become em­
powered, so do the volunteers. The myths 
and stereotypes start to crumble as wel­
fare recipients are becoming former reci­
pients and as the volunteers are becom­
ing advocates for the poor on behalf of 
their churches. Churches that were previ­
ously lukewarm to the idea of sponsor­
ship are now making institutional commit­
ments to help fight poverty in the commu­
nity. While the word has been spreading 
rapidly and churches are making inquiries 
and requesting sponsorship as a result of 
this informed recruiting, a volunteer from 
a sponsoring church now formally recruits 
new church sponsors. This is a positive 
step and plans are developing to use this 
strategy as a permanent device to insure 
long term community-wide church in­
volvement in stalling the increase of the 
feminization of poverty. 

The local press has picked up on the 
project and has covered it from two di­
mensions: the local human interest as­
pects of the project, and how the religious 
community's involvement is helping to 
solve a complicated community problem. 
This coverage of the project has created 
broader support for the project in the 
community at large. The Junior League of 
Greensboro gave Project Independence 
a $13,000 grant for providing day care for 
children of the project's clients. This kind 
of broader community support brings 
with it the welcomed legitimacy neces­
sary to sustain long term efforts as well 
as the added benefits of obtaining volun­
teers from other organizations. A stipula­
tion for receiving Junior League funds is 
that their volunteers must be involved in 
leadership roles within both the project 
and the organization. Therefore, the pro­
gram's potential and its initial successes 
had another unintended consequence of 
picking up funds and volunteer leader­
ship from an organization committed to 
community service through volunteering. 

RECOMMENDATIONS 
For those who are intending to recruit 

volunteers from religious organizations to 
provide social services to fight the femini­
zation of poverty, it should be kept in 
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mind that such organizations do not have 
a rich recent history in providing preven­
tion and advocacy services. Plan a recruit­
ment strategy knowing that initial resis­
tance will probably stem from the organi­
zation's lack of know-how in working with 
poor women beyond giving money and 
charitable goods. This resistance will sur­
face in a strong defense of the myths and 
stereotypes about welfare recipients. Be 
prepared to soften those myths with the 
facts. Be patient; you may have to return 
to the organization several times before 
volunteers sign on. 

Once they do sign on, design a set of 
activities that include studying the issues 
of poverty, learning the agencies in the 
community that help the poor, and taking 
an inventory of church resources such as 
who has or knows of someone with a job 
opening, an old car, or a decent piece of 
property to rent cheaply. 

Plan for an evening when a small group 
of church volunteers can meet the family. 
Remember that both church volunteers 
and the family will be a bit nervous, but 
remember that "getting involved" has its 
risks and rewards. Make the atmosphere 
as light and lively as possible so that the 
people can relax and be themselves. 
Make the goals of the initial meeting two­
fold. first, people should get to know 
each other as people setting out to solve 
a problem together, and the church mem­
bers and the family should understand 
their roles and commitments in solving 
that problem. Nothing more should be 
expected of the initial contact between 
sponsoring church and family. 

When the specific needs of the client 
are matched with resources of church and 
community agencies, the professional 
worker should help the volunteers and 
the family develop a plan for meeting 
goals. Sometimes the goals are simple 
like getting a job. Sometimes they are 
complicated by housing, day-care, trans­
portation and other prerequisites. The 
volunteer coordinator should develop 
specific responsibilities for all involved 
and a target date to meet the respon­
sibilities. This procedure helps all in­
volved be clear on what is expected and 
it serves as a built-in motivator to reach 
stated goals. Use the local media to pro­
mote the program. This kind of external 



support positively reinforces all involved. 
Finally, it is essential to keep the lines 

of communication open among the pro­
fessional agency, the volunteer organiza­
tions, and clients. Much can be learned 
by listening to volunteer service provid­
ers and recipients of services--that is if 
social workers are willing to listen. This 
kind of openness makes it easier for the 
professional social worker to provide the 
kind of leadership he/she was trained to 
provide. Programs of this kind have to be 
based on a mutual trust and support sys­
tem. 

CONCLUSION 
The community human services system 

is changing. It is becoming much more 
locally oriented and will depend increas­
ingly on a greater involvement from 
churches and civic organizations in solv­
ing some very complicated problems. 
Those organizations will be called upon 
increasingly to provide willing volunteers 
and other resources to meet current and 
new demands. Professional agency col­
laboration with volunteer organizations, 
much like the kind discussed here, will 
become more prevalent. Part of Project 
Independence's success rests with the 
commitment put forth by all involved. 
Another reason for its success is because 
it followed the recommendations put 
forth above. 

The major reason for the initial success 
has been its two-fold approach to organiz­
ing. First, both volunteers and clients 
were seen as people who needed help. 
The churches needed help in being freed 
from the constraints of repeated giving 
"to the fallen" instead of helping them 
stand on their own. Second, the clients 
needed help in being freed from a system 
of cold, impersonal relationships and pro­
grams that glued them in place. Bringing 
the two groups together in a new way sets 
the tone for other volunteer programs. It 
has truly created independence. 
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Recruiting Volunteers in Schools: An Inservice 
Program for School Counselors 

Andrew V. Beale 

While the professional concerns of vol­
unteer administrators and school coun­
selors may not be identical, there is one 
area in which they can work together to 
meet their respective needs: namely the 
recruitment and preparation of student 
volunteers. Volunteer administrators are 
continually searching for sources of qual­
ified volunteers. School counselors, on 
the other hand, are always looking for 
ways to acquaint students with the 
realities of the world of work. It seems 
natural enough, then, that volunteer ad­
ministrators and counselors should join 
forces to meet one another's needs, plus 
provide students with significant career 
learning experiences. This article de­
scribes how administrators may reach out 
and develop more constructive working 
arrangements with middle and high 
school counselors. 

MAKING CONTACT WITH COUNSELORS 
Not only do career theorists recom­

mend it (Holland, 1973; Hoppock, I 976; 
Super, 1969), but virtually all career edu­
cation models include career exploration 
as a central theme in their programs (Herr 
& Cramer, 1984). Counselors know that 
students need exploratory experiences 
that will lead to a better understanding 
of the realities of the work world. What 
many counselors do not understand, how­
ever, is the role that volunteerism can 
play in allowing students to explore the 
contemporary work place. Articles focus­
ing on the positive aspects of volun­
teerism have been conspicuously absent 
from career counseling literature. So, if 
you have not been overwhelmed with re­
quests from counselors to help provide 
students with career-relevant volunteer 
experiences, it is probably because coun­
selors, and educators in general, have 
tended to overlook the contributions that 
volunteerism can make to the career de­
velopment of students. 

More than any other person in the 
school, including teachers and principals, 
counselors are charged with the responsi­
bility of working with community repre­
sentatives to emphasize and facilitate the 
contributions these persons can make to 
the career development of students ( Herr 
& Cramer, 1984 ). Counselors are expected 
to work with persons outside the schools 
in effecting placements that will enable 
students to explore work-related areas. 

From a purely practical standpoint, 
counselors are the logical ones to coordi­
nate volunteer activities in the schools. 
First off, counselors understand the 
career development process and the spe­
cific career needs of students. Secondly, 
counselors enjoy relatively more freedom 
than do teachers in scheduling time with 
all students and community representa­
tives. And, finally, counselors have the 
training, experience, and role respon­
sibilities for coordinating and conducting 
programs for students relative to the 
career advantages that accrue from volun­
teering. 

Counselors need to be reminded that 
the knowledge, skills, and perspectives 
gained by volunteers do not differ greatly 
from those gained by persons in paid po­
sitions (Driscoll, 1978). While paid work op­
portunities may be relatively limited be­
cause of school attendance laws and labor 
laws, especially for middle school and 
younger high school students, volun­
teerism has the advantage of making an 
array of work opportunities available to 
students. 

It is equally true, however, that not all 
volunteer activities are career specific in 
the sense that students actually perform 
the tasks that genuinely reflect a particu­
lar career. But through volunteering stu­
dents can learn a great deal about the 
setting in which related careers are found, 
plus it enables them to talk with other 
workers about specific careers, and this 

Andrew Beale is Professor of Education, Virginia Commonwealth University, Richmond. He has been active 
as a volunteer and volunteer administratorof local counseling programs for youth in the Richmond area. 
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is important. In terms of their personal 
career development, adolescents are at 
the exploratory stage. They are still de­
veloping and refining skills, interests, at­
titudes, and values. Guided oppor­
tunities to explore careerfields equip stu­
dents with general skills and help 
develop an appreciation of the realities 
of the work world that later can be refined 
into specific job skills and worker at­
titudes. Exploring career fields provides 
students with information they need in 
order to make good decisions about the 
direction they want to go in their life work. 
It can also give them some idea of what 
is probable, possible, and desirable in 
selecting and preparing for a career. 

But how can a director of volunteers 
better inform counselors of the plusses 
of volunteerism? If you want to pursue 
this possible source of more student vol­
unteers, here are some practical tips. 

A letter or telephone call to the super­
visor of guidance in your local school sys­
tem will put you in contact with the person 
who coordinates the work of all the coun­
selors in your area. Or you may wish to 
contact the director of guidance of a par­
ticular school in your vicinity to explore 
the feasibility of meeting together to dis­
cuss the career implications of volun­
teerism for students. Another approach 
to contacting counselors is to go through 
their professional organization. Many 
school counselors belong to the American 
School Counselor Association, a Division 
of the American Association for Counsel­
ing and Development (MCD). Each state 
has its own MCD branch with local chap­
ters located throughout the state. A letter 
to MCD headquarters (5999 Stevenson 
Avenue, Alexandria, Virginia 22304) will 
secure the name and address of the local 
MCD chapter president in your area. 
Since school systems, as well as profes­
sional associations, regularly schedule 
professional development sessions for 
counselors, you might request permission 
to attend such a session and present your 
proposal for enabling students to explore 
careers through volunteerism. 

MEETING WITH COUNSELORS 
Once you have arranged to meet with 

counselors, there are three main points 
to impress upon them. First, volunteerism 

does count. Even though a recent Gallup 
Poll ( 1981 l reported that only 20% of teen 
volunteers believed volunteer activities 
were meaningful in terms of helping them 
get jobs, there are significant career 
payoffs for students who do volunteer. 
Loeser (1979) identified how to conduct 
a job search, prepare a resume, handle a 
job interview, and the establishment of 
a work history as some of the major career 
benefits for the volunteer. Plot (1978) re­
ported that more than 130 major U.S. cor­
porations and state governments had re­
vised their employment applications to 
include volunteer experience as a part of 
one's employment history. An excerpt 
from Lobb ( 1976 l graphically illustrates 
the career-related value of volunteering: 

If you are a personnel manager with two new 
high school graduate applicants for a clerk 
typist position, whom would you hire? The 
person who had faithfully worked three hours 
a week since ninth grade typing for a children's 
hospital, or the applicant who nad no experience 
whatsoever? (p. IO) 

A second point to make when meeting 
with counselors is the diversity of volun­
teer opportunities available to students 
in your own organization. If you join forces 
with other directors of volunteers, or work 
together with your local Volunteer Center, 
you can introduce counselors further to 
the vast array of settings in which students 
might volunteer. Hospitals, museums, 
charities, religious organizations, political 
parties, veteran's groups, health agencies, 
nursing homes, recreation programs, and 
social service agencies are just a few of 
the organizations that utilize the services 
of younger volunteers. All too often coun­
selors tend to underestimate the avail­
ability of significant volunteer oppor­
tunities for students. Your job as a volun­
teer administrator is to introduce coun­
selors to the vistas of volunteering in their 
own backyards. 

If counselors will work with students in 
identifying areas of career interest, hope­
fully comparable volunteer activities can 
be arranged thereby enabling students 
to gain relevant work experiences that will 
further their career goals. Such commu­
nity-based exploratory experiences will 
go a long way toward helping students 
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make more realistic career decisions. 
Finally, counselors should be encour­

aged to inform their students of the career 
implications of volunteering. A systema­
tic, school-wide awareness program 
should be considered by counselors to 
ensure that all students are made aware 
of the pragmatic career benefits of volun­
teerism. Students who already volunteer 
should help to convince their peers that 
volunteering is valuable and fun. Volun­
teer administrators can play an important 
role in helping counselors develop and 
implement such exploratory programs. 
The volunteer administrator's knowledge 
and experience in the volunteer commu­
nity coupled with the counselor's training 
and interest in career development make 
for an unbeatable combination when it 
comes to planning introduction to volun­
teerism programs. 
AN ORIENTATION MODEL 

One possible model counselors and 
volunteer administrators might want to 
consider in helping students explore 
careers through volunteering is "Volun­
teer: It Counts!" (Beale, 1984). This coun­
selor-led group guidance program con­
sists of a series of four weekly sessions. 
The overall goals of the program are: a) 
to familiarize students with the rewards 
of volunteerism; b) to assist students in 
locating and securing volunteer positions; 
and c) to help students learn how to get 
the most from their volunteer experi­
ences. 

In the first session, the counselor re­
views with students what it means to be 
a volunteer, where volunteers get placed, 
and what are the personal benefits for 
the volunteer. The counselor quickly 
points out that students should not have 
the idea that volunteering must be career 
oriented. Instead, being a volunteer is 
viewed as a two-way street; along with 
serving others, volunteer assignments 
provide students with invaluable oppor­
tunities to develop and refine career 
skills. It is noted that the principle advan­
tage of volunteering is that its versatility 
and flexibility allow for the accomplish­
ment of multiple objectives, both altruis­
tic and pragmatic, on a less than full-time 
basis. Representatives from volunteer or­
ganizations are invited to attend this ses­
sion and discuss specific volunteer op-
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portunities with the students. 
The second and third sessions are de­

voted to a review of job search basics. 
Assessing self, completing placement ap­
plications, and interviewing methods are 
discussed by the counselor. It is also dur­
ing these sessions that a discussion of 
how to be a successful volunteer takes 
place. Among some of the do's reviewed 
are: a) know the goals of the organization 
for which you volunteer; b) know exactly 
what will be expected of you; c) be punc­
tual; d) let your supervisor know when 
you will be absent; and e) document your 
accomplishments. 

The concluding session focuses on 
documenting volunteer experiences. 
Since volunteer activities are important 
in developing a work history, students are 
encouraged to keep their own volunteer 
career portfolios, including dates of ser­
vice, job titles and duties, and letters of 
acknowledgment. Students are advised 
to obtain signed statements from their 
supervisors documenting the nature and 
scope of their service, thus ensuring the 
availability of the data, even if the super­
visor leaves the agency or if the agency 
closes. 

CONCLUSION 
Volunteer administrators and school 

counselors can become allies in recruiting 
school-age volunteers and providing 
these volunteers with meaningful career 
learning experiences. While many stu­
dents do not appreciate the potential 
career-related benefits of volunteering, 
volunteer experiences can be stepping 
stones to part-time, summer, or even full­
time gainful employment. The accumu­
lated evidence is clear that volunteer ex­
perience does count when it comes time 
to enter the work force. 

When all is said and done, volunteering 
makes good career sense for students. 
Where else can students learn job hunting 
skills, develop good work habits, make 
valuable personal contacts, and gain spe­
cific skills? Volunteer administrators and 
counselors working together can make 
these gains realities for large numbers of 
students, students who otherwise might 
never be afforded the opportunity to ex­
perience the realities of the work force 
before it is too late. 
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Stop Wasting Training Time! 
Try the S-t-r-e-t-c-h-e-d Workshop 

Ivan Scheier, PhD 

Ed. Note: Since this issue of THE JOURNAL highlights a ma;or annual event, The National Conference 
on Volunteerism, it seems pertinent to include Ivan Scheier's provocative perspective on the future of 
training programs in our ffeld. While there will always be reasons for convening with our colleagues 
in a conference format, perhaps our expectations about training speciffcally deserve new attention. 

Three thousand training sessions a year 
compete for the attention of volunteer 
coordinators in North America. Total at­
tendance probably exceeds I 00,000 and 
the price tag must run to many millions. 
Cost in time and effort is awesome (see 
Appendix for basis of these estimates). 
Yet I am convinced that 90 to 95% of this 
learning is lost, somewhere between the 
end of training and the beginning of or­
ganizational change. By "lost," I mean the 
material is never applied in the work­
place, and usually is never even seriously 
tested out there. 

Professional trainers seem to concur in 
this concern. Dana Gaines Robinson, a 
"trainer of trainers," notes that training 
departments need " ... increased credi­
bility in the eyes of management; the in­
trinsic reward that comes from knowing 
people are really using the skills learned 
in the classroom." For this, she proposes 
a training for impact model which" ... fo­
cuses results achieved both in terms of on­
the-job behavior change, and the organi­
zational impact of the training." Further 
support for this increased emphasis on 
follow-up comes from Neil Chalofsky, 
Vice-President of the American Society 
for Training and Development (ASTD). In 
commenting on ASTD's recently-com­
pleted competency study for trainers, 
Chai of sky observed that in the future " ... 
trainers will be responsible not only for 
learning, but also for making sure that 
learning is applied on the job." 1 

My main evidence on the appalling 
wastage of training for volunteer coor­
dinators is my own extensive experience 
as one of the wasters. Over the past 17 

years, I've conducted or facilitated more 
than 600 workshops on volunteer leader­
ship. Cower, as one might, one is bound 
to meet many ex-trainees again, in all 
these years. Sure, some of them are kind 
enough to confirm that some of the train­
ing material worked successfully back in 
the real world. But the longer silences 
bothered me for what they must have hid­
den: polite non-mention of what did not 
work or what was never even tried. 

I became so guilt-ridden about this that 
I designed the past two year's travels to 
enable systematic on-site monitoring of 
workshop aftermath for anywhere from a 
week to three months. Conclusions: The 
learning loss is at least as great as feared; 
at the same time, there are some things 
we can do to minimize the loss. To be 
sure, judged by the standard of successful 
applications in a trainee's workplace, our 
huge investment in volunteer coor­
dinator/director training is 90-95% squan­
dered. What's more, a whole lot of people 
are aware of this at some level and still 
persist in frequent workshop-attending or 
workshop-conducting behavior. Why? 
Powerful impellers must be at work. Is it 
reflex? Ritual? Recreation? Or is it simply 
failure to see any better alternative; that 
is, 5% efficiency is better than nothing! 

I do believe there is an alternative and 
my two years of experience deliberately 
monitoring workshop aftermath suggests 
its outlines. I call it "The Stretched Work­
shop." Unlike Robinson's "Training for Im­
pact," with its valuable emphasis on need 
assessment and outcome tracking,2 The 
Stretched Workshop model emphasizes 
deliberate interventions over a period of 

Ivan Scheier, PhD is one of the leading authorities in volunteerism who has personally conducted training 
workshops throughout all of North America. His numerous publications are available through Yellowfire 
Press in Boulder, Colorado. 
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time substantially preceding and post­
dating the training session per se. The 
process is essentially a hybrid of training 
and consulting. 

WHY TRAINING IS LOST 
There are at least three reasons why 

training material might never be applied. 
(These factors are particularly pertinent 
when trainees take generic kinds of train­
ing away from their workplace. The factors 
are less pertinent, though still somewhat 
so, when training is tailored to a particular 
workplace or organization and conducted 
on-site for a number of the organization's 
workers.) Here are three main reasons for 
"lost" training: 

I. The Trainee doesn't understand the 
material, because the level and intent 
is inappropriate, or because the trainer 
communicates it poorly or for both 
these reasons. 

2. The Trainee understands the mate­
rial but it is irrelevant to his or her 
needs. 

3. The material is relevant and clearly 
understood, but the Trainee requires 
some on-going support and assistance 
in successfully applying the material 
and no such assistance is offered. 

Consider here the all-too-typical post-
training "re-entry crisis." The trainee re­
turns to her workplace way behind in work 
and confronted with colleagues and 
supervisors who were not at the work­
shop. Hence her enthusiasm tends to be 
met with stonefaces and stonewalls and 
encouragement of the wrong kind, such 
as "Hey, why don't you get started catch­
ing up on your work." In any case, her 
isolation prohibits real help even recall­
ing the training material in detail, and 
adapting it to her individual workplace 
and situation. Finally, the sad residue of 
past disappointment may destroy even 
the expectation that training is to be used 
in real life. However unconsciously, the 
expectation is instead that training is 
more spectacle than applicable. Thus, a 
good workshop is much like good theater. 
You appreciate the experience of a great 
performance of MacBeth and may be 

deeply moved by it. But you don't really 
expect to go home and do anything about 
it. 

THE STRETCHED WORKSHOP MODEL 
The stretched workshop model can 

help remedy all three difficulties de­
scribed above and most directly the third 
one. 

Tlie Pre-Training Phase 
Quite comprehensive workshop de­

scriptive material is sent to prospective 
attendees. This includes an extended 
outline of methods and concepts to be 
presented, and a clear statement of work­
shop purposes and objectives (expected 
outcomes). Prospective participants are 
expected to relate this carefully to learn­
ing needs assessments for themselves as 
individuals and/or their organization. 

The workshop sponsor welcomes 
dialogue on this with prospective atten­
dees. 

If this dialogue suggests the training 
will, in fact, fit important learning needs, 
the prospective participant pledges three 
things in writing. First, to send to the train­
ing a significant set of attendees, com­
posed of people who can form an effec­
tive representative team for implement­
ing relevant workshop material. For a 
workshop on board development, this 
might include a senior board member, 
the staff liaison person, the volunteer 
coordinator, etc. 

The second pledge is to engage man­
agement firmly in resource and policy 
support of follow-up implementation. 
While blank-check, blanket approval can­
not ordinarily be expected beforehand,· 
we can nevertheless reasonably expect 
informed commitment. Note here that we 
are talking about an implementation 
period of up to three to six months. 

Finally, participants pledge to cooper­
ate with follow-up consultants (described 
below). 

As the composition of attendees be­
comes clearer, the training sponsor be­
gins to select special training follow-up 
consultants (probably volunteers). There 
should be one of these for every three to 
five sets of participants. All should know 
the subject area well (e.g., boards), and 
be able to work compatibly with the chief 
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trainer. In addition, consultants can be 
chosen for convenience of geographical 
access to prospective participants and, if 
possible, some knowledge of their type 
of work setting (e.g., health care, criminal 
justice, etc.). 

Consultants are well-briefed by the 
Chief Trainer on what is going to happen 
at the training session. Preferably, their 
input is considered in the design of the 
training and they have roles as assistant 
or co-trainers. 

The pre-training phase can easily re­
quire 2-4 months for a local workshop, 
and significantly longer for regional or na­
tional training sessions. 

Tlie Training Session Itself 
This is similar to the usual kind of train-

ing except that: 

I. The consultants are assistant or co­
trainers and their role in follow-up is 
clearly identified. 

2. Via simulation exercises or in other 
ways, the training process attempts to 
identify and solidify optimum matches 
between sets of participants and con­
sultants (although these matches might 
also have been largely made before 
the training session). 

3. Attendees from the same organiza­
tion should ordinarily work together 
during training exercises, rather than 
mixing with people from other organi­
zations. 

4. Emphasis is placed on each set of 
attendees producing, by the end of the 
workshop, a viable detailed plan for im­
plementing selected training materials 
in their workplace. This plan should in­
clude attention to identifying whose 
support is necessary "back home" to 
implement the action plan, and steps 
for securing that support. The plan 
should also include at least a few "mar­
kers" or milestones for events which 
are targeted to occur during the first 
7-10 days following the workshop. If 
nothing happens--however small­
during the first 7-10 days of an action 
plan, nothing is likely to happen ever. 
Such is my strong feeling, in any case. 
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5. The workshop may take a little 
longer than the usual one (say I 1/2 to 2 
days) because of these special fea­
tures, especially the one described just 
previously. 

Tlie Follow-Up Pliase 
No later than a week or ten days after 

the workshop, the consultant should 
begin meeting with each of his or her as­
signed sets of trainees, plus other people 
these trainees may have brought into the 
training implementation phase. This 
meeting is a first check on how the team 
is doing with the initial phases of the ac­
tion plan. Thereafter, the consultant 
meets regularly with the implementation 
team and also keeps in touch by phone, 
to monitor progress, troubleshoot where 
necessary, help mobilize additional infor­
mation and other resources as needed, 
and celebrate wherever possible. 

The consultant will often be doing this 
on a volunteer or low-fee basis since her 
or his services may be needed for as long 
as three to six months after the workshop 
ends. Remember that organizational ac­
ceptance of and cooperation with the con­
sultant is part of the pledge made by par­
ticipants prior to the workshop. 

CONCLUSION 
I have never been fortunate enough to 

have all elements of a stretched workshop 
precisely in place. But I liave seen each 
of them at least a few times, and where 
several or more are operative at once, I 
am convinced that application of work­
shop material is in fact far more frequent 
and effective. 

To be sure, the stretched workshop will 
be somewhat more expensive, time-con­
suming and challenging than the trainings 
most of us are accustomed to. Nor will 
such workshops be as readily marketable 
on the mass scale. I suspect many will 
choose to stick with the more superficial 
and less demanding types of training. The 
Three R's of training at its worst-Reflex, 
Ritual and Recreation-will not succumb 
overnight, nor will the curtain fall soon on 
training as theater. 

But the stretched workshop is defi­
nitely in the future for those who take 
training seriously as a vehicle of positive 
organizational and community change. If 



that means fewer workshops with more 
impact, some of us would consider that 
a bonus in both respects. 

1The Chalofsy and Robinson quotes are from an 
article by Dana Gaines Robinson in the February, 
1984 issue of Training magazine: "Training for Im­
pact (How to Stop Spinning Your Wheels and Get 
Into The Race)." Lakewood Publications, Min­
neapolis, Minnesota. 
2Ibid.- and well worth looking at! 

APPENDIX 

Basis For Estimates On Amount Of Training For Volunteer Coordinators/Directors 

The key figure is 3,000 training sessions per year. Surveys of local professional 
associations of volunteer coordinators in North America were taken in 1983-1984, and 
were reported in "Local Associations of Volunteer Coordinators: A Profile of American 
DO VIAS" (I 985, Yellowfire Press, Boulder, Colorado). This survey indicated at least 
600 such associations in North America, each sponsoring an average of 3 or 4 workshops 
a year. Thus, we are already at a total of about 2,000 workshops. 

Then there are about 400 Volunteer Centers in North America, each of which sponsors 
at least several workshops per year; further add all the workshops and conferences 
sponsored by state offices of volunteerism, regional groups, national organizations 
and consultants, etc., and the total is well over 3,000. Since some workshops and 
conferences are co-sponsored, say, by a Volunteer Center and a local professional 
association, we shrink the sum a bit back to 3,000. 

Total attendance would exceed I 00,000 if each of 3,000 workshops averaged 35 
people. My own direct experience suggests this is a reasonable estimate. The average 
is probably somewhat lower for informal workshops in smaller communities. But larger 
cities and national conferences can easily draw hundreds, and AVA's National Confer­
ence on Volunteerism attendance surpassed 1,000 in 1985. 

Another way of estimating total attendance is to hark back to Ann Gowdey's mid­
I 970's (unpublished) study which projected a total of 100,000 volunteer coordinators 
in the U.S. and Canada. Total attendance would reach I 00,000 if each of these attended 
only one training session per year, surely a conservative estimate. 
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A Sampling from the 
1985 National Conference on Volunteerism 

Seattle, Washington 

Each year, THE JOURNAL OF VOLUNTEER ADMINISTRATION devotes its Spring 
issue to a report on the previous October's National Conference on Volunteerisrn, 
sponsored by the Association for Volunteer Administration. This is not intended to 
be a "proceedings" in the usual sense, but rather is a "sampling" of the diversity of 
presentations made by those on the cutting edge of volunteerism. 

In the following pages you will find eight articles that offer practical management 
suggestions, interesting new approaches to volunteer utilization, and thoughtful com­
ments to widen your horizons. 

Some of these articles read the same as the regular submissions to this JOURNAL. 
Others are more like synopses of what was presented in a workshop format during 
the National Conference in Seattle. As always, we invite your reactions to these authors 
... and we invite you to attend the 1986 National Conference on Volunteerism corning 
up in Buffalo. At the end of this issue, we are giving you a preview of this exciting 
upcoming event. JOIN US! 

One way that you can be sure to keep informed about the National Conference and 
other important events is to become a member of the Association for Volunteer 
Administration. See the inside front cover of this JOURNAL and the last page for more 
about AVA and how to get involved. 
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1985 National Conference on Volunteerism 

America's Voluntary Spirit 
Keynote Address 

National Conference on Volunteerism 
Seattle, Washington 
October 22--26, 1985 

Brian O'Connell 

My observations are based on a three­
year project in which I engaged to try to 
get a better grasp of the contributions of 
voluntary effort to our society over all the 
years of our history. The results of that 
study were published by the Foundation 
Center in a book called, America's Voluntary 
Spirit.1 

Through this experience, I've learned a 
great deal more about this third part of 
our society. It would be impossible to 
summarize the major points of all the writ­
ers, but I do want to share six overall les­
sons. 

The first lesson is the remarkable size 
and pervasiveness of giving and volun­
teering in America and what this means 
to the kind of society we are. Every time 
I focus on this sector, I am more aware 
and encouraged that giving and volun­
teering are characteristics of our total 
population. Ninety percent of all giving 
in this country comes from individuals. Of 
our living gifts, just about half comes from 
families with incomes under $30,000. Nine 
out of ten adults are regular givers, and 
more than half are regular volunteers. 
Every economic group is involved. The 
United States is the only country in the 
world where giving and volunteering are 
such pervasive characteristics of the total 
society. 

The impact of all this participation and 
passion is enormous. In his forward to the 
book, John Gardner says: "Virtually every 

significant social idea in this country has 
been nurtured in the non-profit sector." 

Think back where the ideas, money and 
energy came from to produce our vast 
public education system, the public lib­
raries, abolition of slavery, women's suf­
frage, clean water, assimilation of re­
fugees, humane care of the mentally ill, 
prevention of contagious disease, social 
security, child labor laws, employment of 
the handicapped, fire and other 
emergency services, and on and on and 
on. 

One doesn't even have to go back into 
our history to come up with an amazing 
array of examples of citizen service and 
influence. In just the past ten to fifteen 
years, Americans have organized to in­
fluence every conceivable aspect of the 
human condition. Increasingly, we are 
willing to stand up and be counted on 
almost any issue and have proven again 
that people can have enormous influence 
on their lives, their communities, the na­
tion and the world. In very recent times, 
we have successfully organized to deal 
with rights of women, conservation and 
preservation, learning disabilities, con­
flict resolution, Hispanic culture and 
rights, drunk driving, the aged, voter reg­
istration, native Americans, the dying, ex­
perimental theater, international under­
standing, population control, neighbor­
hood empowerment, new religions, con­
trol of nuclear power, consumerism, and 

Brian O'Connell is President of INDEPENDENT SECTOR, a national coalition of voluntary organizations, 
foundations and corporations which seeks to preserve philanthropic giving, volunteering, and not-for-profit 
initiative. Mr. O'Connell has been a national advocate for voluntary action for many years and with 
numerous organizations. 
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on and on. Our interests and activities 
extend from families and neighborhoods 
to the ozone layer and beyond. 

The base of participation is also 
spreading. There are more young people, 
more men and more older people. Every 
economic group is involved. There are 
more people who have problems them­
selves. The mutual help movement is the 
fastest growing side of the voluntary sec­
tor. For almost every problem, there is 
now a group of people who have weath­
ered the storm and are reaching out to 
help others newly faced with depression, 
divorce, abuse or heart surgery. 

It is essential to your orientation and 
morale to realize that America's voluntary 
spirit is alive and well. But beyond the 
figures and enumeration of causes 
served, it is important to recognize what 
this participation and pluralism mean to 
the kind of society we are. 

Merle Curti, the historian, is re­
presented in the book with a piece, 
"American Philanthropy and the National 
Character," in which he states: "Emphasis 
on voluntary initiative ... has helped give 
America her national character." In his 
conclusion written almost 30 years ago, 
he says: "All these philanthropic initia­
tives give support to the thesis that 
philanthropy has helped to shape na­
tional character ... [by) implementing the 
idea that America is a process rather than 
a finished product." 

What comes through again and again is 
that the participation, the caring, the evi­
dences that people can make a difference 
do add wonderfully to the spirit of our 
society. There's a marvelous piece done 
by Inez Haynes Irwin in "The Last Days 
of the Fight for Women's Suffrage." Again 
and again she comes back to the spirit of 
those women, not only in deciding on the 
task and accomplishing it, but what their 
success meant to them as human beings. 

They developed a sense of comradeship for each 
other which was half love, half admiration and 
all reverence. In summing up a fellow worker, 
they speak ~rst of her "spirit," and her "spirit" 
is always beautiful, or noble, or glorious . ... 

She describes a wonderful moment in 
1917 when a group of women who have 
just been arrested for picketing at the 
White House have been shoved into a 
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prison room and, because the experience 
is so foreign, they are absolutely terrified 
about both the immediate and the long­
term consequences of their arrest. At the 
far end of the room is the wave of women 
who were arrested the day before-but 
absolutely no verbal communication be­
tween the two contingents is allowed. In 
a gesture to calm, encourage and salute, 
the veterans "raised their water-glasses 
high, then lowered them and drank to 
their comrades." 

That spirit comes through in each of 
the chapters that describe so many of the 
great reform movements. It becomes 
wonderfully clear that when people make 
the effort, not only are causes and people 
helped, but something very special hap­
pens for the giver, too, and, in the combi­
nation, the community and the nation 
take on a spirit of compassion, com­
radeship and confidence. 

Incidentally, but hardly incidental, it's 
been interesting and revealing to realize 
that when one thinks of the giants of this 
sector, one is as likely to think of women's 
names-Clara Barton, Jane Addams, Mary 
McLeod Bethune, Susan B. Anthony, 
Dorothea Dix, Alice Paul, Elizabeth Cady 
Stanton, Harriet Beecher Stowe, Dorothy 
Day, Mother Seton, Carrie Nation, Mar­
garet Sanger, Lucretia Mott, Harriet Tub­
man and so on. It's the only one of the 
three sectors that really taps the full spec­
trum of the nation's talents. 

The second lesson deals with the ori­
gins of our pluralism and generosity. Ob­
viously, ours is not the only participatory 
society in the world. Giving, volunteering 
and non-profit organizations exist in many 
countries. However, nowhere are the 
numbers, proportions and impact so great 
as here. It's not easy to know why, but if 
we hope to pass the lessons along to fu­
ture generations, we need to better un­
derstand where all this participation 
comes from. 

Most often the phenomenon is attri­
buted to our Protestant ethic and English 
ancestry; but as important as they were, 
these are only two of many sources. What 
we identify as "Christian," or even Judeo­
Christian impulses were also brought to 
our shores by each different wave of im­
migrants whether they came from Swe­
den, Russia, China, or India; and whether 



they followed Jesus, Moses, Muhammed 
or Buddha. 

I don't, by any means, undervalue the 
enormous influence of the Puritans and 
Pilgrims. One of the most significant 
chapters in the book comes from John 
Winthrop, the first Governor of Mas­
sachusetts. This was a piece he wrote just 
before he and his fellow Puritans boarded 
the boat, Arbella, to come to America in 
I 630. He read it to them the first time 
during the voyage. It's called "A Model of 
Christian Charity" and was intended to 
help the group understand how they 
would have to behave toward one another 
to survive and make the most of their 
opportunities in the New World. 

As important as religious influences 
have been, we can't ascribe our tradition 
of voluntary action solely to their lessons 
of goodness. The matter of pure need and 
mutual dependence and assistance can­
not be overlooked. The Minutemen and 
the frontier families practiced pretty basic 
forms of enlightened self-interest. Topor­
tray our history of volunteering as relating 
solely to goodness may describe the best 
of our forebears, but ignores the wide­
spread tradition of organized neighborli­
ness that hardship dictated and goodness 
tempered. 

One of the most striking points about 
the origins of volunteering is that we 
shouldn't even assume that these charac­
teristics and traditions were imported. In 
the chapter, "Doing Good in the New 
World," historian Robert Bremner makes 
clear that the Indians treated us with far 
more "Christian" goodness than we prac­
ticed on them. Reading his descriptions 
of the kindly way in which the Indians 
greeted us intruders and helped us ad­
just to their world, one is absolutely 
wrenched out of prior notions about im­
ported goodness. 

We came into a country where there 
was very little structure. We had a chance 
to start all over again. For most people, 
for the first time in generations, the family 
hierarchy was absent. There were few 
built-in restraints imposed by centuries 
of laws and habits, and yet we were terri­
bly interdependent. In the absence of 
families and controlling traditions, we ad­
dressed our dependence and gregarious­
ness by becoming, as Max Lerner de-

scribes, "A Nation of Joiners." These new 
institutions, whether they were churches, 
unions, granges, fire companies or other 
specific organizations, became our net­
works for socializing and mutual activity. 

It's also important to realize that we 
were a people determined never again 
to be oppressively ruled by kings or czars 
or emperors and thus were suspicious of 
central authority. We were resolved that 
power should be spread. This meant that 
voluntary institutions carried a large share 
of what governments did in other coun­
tries. Richard Lyman's chapter, "What 
Kind of Society Shall We Have?" reminds 
us of Burke's description of "the little pla­
toons" that became our own way of deal­
ing with dispersion of power and organi­
zation of mutual effort. 

We really meant and continue to mean 
what is written in the Declaration of Inde­
pendence. We do believe in the rights 
and power of people, and these convic­
tions cause us to stand up and be counted 
on a broad array of issues, and to cherish 
and fiercely defend the freedoms of 
speech, assembly and religion. 

As we have experienced the benefits 
of so much citizen participation, including 
the personal satisfactions that such ser­
vice provides, we have become all the 
more committed to this kind of participa­
tory society. Along the way, we have con­
stantly renewed our faith in the basic in­
telligence and ability of people. Our pat­
terns and levels of voluntary association 
and generosity obviously have many 
roots. For those of us who presume some 
responsibility to preserve and strengthen 
this side of America, it is important to 
understand and nurture all of them. 

The third lesson involves the ease and 
danger of overestimating and glorifying 
this sector. As important as it is, we tend 
to give it even more credit than it de­
serves, and we lose our credibility as ad­
vocates for it. Pablo Eisenberg in, "The 
Voluntary Sector: Problems and Chal­
lenges," among others, reminds us of the 
sector's limitations and problems. We 
lose our perspective on the sector and 
society when we exaggerate the impor­
tance of private philanthropy and volun­
tary organizations, particularly when we 
put them ahead of our responsibility to 
democratic government. 
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It is important to be reminded of the 
basic values of American society: free­
dom; worth and dignity of the individual; 
equal opportunity; justice; and mutual re­
sponsibility. Our largest vehicles for pre­
serving and enhancing these basic values 
are: 

• Representative government starting 
with one person, one vote; 

• The freedoms of speech, assembly 
and religion; 

• A free press; 

• A system of justice beginning with 
due process and presumption of in­
nocence; 

• Universal public education. 

An active voluntary sector helps preserve 
and enhance these larger vehicles, but 
doesn't transcend them. 

The fourth lesson that has been rein­
forced is the importance of the indepen­
dence of this sector. There are many con­
tributions that its institutions make, in­
cluding providing services and acting as 
vehicles through which the government 
fulfills some of its responsibilities, but the 
largest contribution is the independence 
it provides for innovation, excellence and 
criticism. 

The great movements of our society 
have had their origins in this independent 
sector. Many of those who led those ef­
forts were viewed as unpopular, trouble­
some, rabble-rousing and maybe even 
dangerous. One of our largest respon­
sibilities is to keep open the freedoms 
which allow their successors to establish 
the new causes of tomorrow. There is no 
greater danger to our liberty than allowing 
those in power to have any great say over 
what their reformers can do. 

I've now been through enough admin­
istrations in Washington to know that each 
one espouses that philosophy in the 
abstract but each wants to find ways to 
punish or restrict its own critics. In the 
chapter, "The Role of Philanthropy in a 
Changing Society," from the Peterson 
Commission Report, there is a delightful 
and apt parallel which goes: 
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There are some who may agree "in principle" 
with the worth of private philanthropy, but, 
when a crunch is on, they view philanthropy 
as Lord Melbourne, prime minister of England 
in the early years of Queen Victoria's reign, 
viewed religion. "I have," said he, "as much 
respect for religion as the next person. But 
things have come to a pretty pass when religion 
is allowed to interfere with England's interest." 

The fifth of the lessons learned during 
this long literature search is the glaring 
contradiction between what the sector 
means to our society and how little the 
public really knows about it. I've gotten 
this far in this talk without quoting de 
Tocqueville-which I hope will be one of 
the values of the book. But, let me put 
in one here, hopefully a quite different 
reference than you're used to. He con­
cludes his chapter, "Of the Use Which the 
Americans Make of Public Associations in 
Civil Life," with: 

Nothing, in my opinion, is more deserving of 
our attention than the intellectual and moral 
associations of America. The political and in­
dustrial associations of that country strike us 
forcibly; but the others elude our observations, 
or if we discover them, we understand them 
imperfectly because we have hardly ever seen 
anything of the kind. It must be acknowledged, 
however, that they are as necessary to the 
American people as the former, and perhaps 
more so. In democratic countries the science of 
associations is the mother science; the progress 
of all the rest depends upon the progress it has 
made. 

Among the laws that rule human societies, 
there is one which seems to be more precise 
and clear than all others. If men are to remain 
civilized or become so, the art of associating 
together must grow and improve in the same 
ratio in which the equality of conditions is in­
creased. 

Obviously, one of the reasons that IN­
DEPENDENT SECTOR2 was formed is to 
help the American public know and un­
derstand the value of our third sector. It's 
why we produced the film, "To Care;" the 
Advertising Council Campaign, "Lend a 
Hand;" and the book, America's Voluntary 
Spirit. But these are just the beginnings 
toward the day when every person will 



understand this third way that America 
addresses its problems and goals. 

I was fascinated and encouraged in my 
research to come across a piece from 
McGuffy's Reader-1844!-which is one of 
the most succinct lessons about why 
people must care about their neighbors 
and others. It's entitled "True and False 
Philanthropy." 

It starts with a "Mr. Fantom" talking 
about global designs for doing good while 
a "Mr. Goodman" tries to get Fantom to 
focus on some needs closer to home. For 
two pages, Goodman brings up a great 
many immediate needs of society, but 
Fantom disparages the attention each 
would take away from his sweeping solu­
tions to society's problems. Mr. Goodman 
says: 

But one must begin to love somewhere and I 
think it is as natural to love one's own family, 
and to do good in one's own neighborhood, as 
to anybody else. And if every man in every 
family, village, and country did the same, why 
then all the schemes would be met, and the 
end of one village or town where I was doing 
good, would be the beginning of another village 
where somebody else was doing good; so my 
schemes would ;ut into the neighbor's; his pro­
;ects would unite with those of some other local 
reformer; and all would fft with a sort of dovetail 
exactness. 

Mr. Fantom snorts: "Sir, a man of large 
views will be on the watch for great occa­
sions to prove his benevolence." 

And Mr. Goodman concludes: 

Yes, sir; but if they are so distant that he 
cannot reach them, or so vast that he cannot 
grasp them he may let a thousand little, snug, 
kind, good actions slip through his ffngers in 
the meanwhile; and so, between the great 
things that he cannot do, and little ones that 
he will not do, life passes, and nothing will be 
done. 

The final lesson in this vast project is 
brief but perhaps the most significant. Al­
though it is important not to exaggerate 
the worth of voluntary effort and the giv­
ing that supports it, it is also important 
not to underestimate how much this par­
ticipation contributes to our oppor­
tunities to be unique as individuals and 

as a society. Through our voluntary initia­
tive and independent institutions, ever 
more Americans worship freely, study 
quietly, are cared for compassionately, 
experiment creatively, serve effectively, 
advocate aggressively, and contribute 
generously. These national traits are con­
stantly beautiful. It is our mutual respon­
sibility that they remain beautifully con­
stant. 

FOOTNOTES 
1 Brian O'Connell, ed., America's Voluntary Spirit, New 
York: The Foundation Center, 888 Seventh Avenue, 
NY, NY 10019, 1983. 
2 INDEPENDENT SECTOR, 1828 L Street, 
Washington, DC 20036. 
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1985 National Conference on Volunteerlsm 

Beyond Promises: A Planned Approach For 
Rural Volunteer Community Development 

Ida Rush George 

Beyond Promises is a model program 
created to assist rural volunteer commu­
nity development groups. This program 
emphasizes the need for organizing, plan­
ning, and training in a grassroots approach 
to rural development. Much of the litera­
ture concerning both rural development 
and the concept and practice of citizen 
participation is theoretical and analytical. 
The Beyond Promises model purports to 
be neither; instead, this model is a prac­
tical, "how-to" model based on a synthe­
sis of the processes found to be most 
successful by community organizers in 
creating effective community-based or­
ganizations and by management consul­
tants in creating effective participatory 
management processes. Granted, this is 
a strange marriage; but a synthesis of the 
policies and procedures of the commu­
nity organizer and the management con­
sultant can yield some synergistic effects. 

Both community organizers and man­
agement consultants operate as change­
agents; both are concerned not so much 
with solving problems as with teaching 
the participants how to solve their own 
problems; and both seek to create an or­
ganization capable of sustaining itself 
after the change-agent leaves. The 
Beyond Promises model offers an or­
ganized, planned approach for rural citi­
zen participation that will result in pro­
gressive, controlled growth and change. 

As federal and state agencies eliminate 
many government programs and services, 
rural areas will experience an ever-in­
creasing need for a planned, professional, 
unified, volunteer approach to commu­
nity development. This paper provides 

scholars, government agency representa­
tives (local, state, and national), institu­
tional leaders, civic and religious group 
members, and concerned citizens with a 
workable model that can effectively solve 
community problems and meet commu­
nity needs. Both the Beyond Promises or­
ganizational model and training model 
can be adapted to any area's needs and 
resources, and an evaluation of the pilot 
program in Alabama offers insight into the 
effectiveness of these models. 

BACKGROUND 
In 1983, the Alabama Office of Voluntary 

Citizen Participation (AOVCP) began a 
Rural Volunteerism Project. In August, 
1984, the AOVCP contracted with Organi­
zational Development, Inc. to develop a 
model program for rural volunteer com­
munity development. Interviews with 
those who had successfully implemented 
community development programs, al­
beit not rural volunteer community de­
velopment programs, yielded much prac­
tical advice, an introduction to community 
organizing and community development 
literature, and some shared copies ofcon­
ference proceedings that were either di­
rectly or indirectly related to rural de­
velopment. From these interviews also 
came the title of the manual and the or­
ganizational and training models. 

In an interview with Walter Oldham, 
Executive Director of the Tuskegee Area 
Health Education Center, Inc. (T.A.H.E.C.), 
discussion centered on a personal story 
that Mr. Oldham felt illustrated the efforts 
of many sincere, but ineffective groups: 

Ida R. George is the president of Organizational Development, Inc., a management consulting/contract 
training corporation that develops and conducts programs on organizational, management, and supeivisory 
development for both the public and private sector. Ms. George has recently written two books for the 
volunteer field: You Can Teach Others: A Professional Approach To Training Volunteers and Beyond Promises: A 
Guide For Rural Volunteer Program Development. 
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When I came to Tuskegee fourteen years 
ago, I was very eager to help in the communi­
ty's development. Soon a~er I arrived, I heard 
of a man who needed some help. Somehow, a 
group had scrounged up some cement blocks 
and other materials to build a day-care center 
so that the mothers could go to work to help 
to support their families. Now, they had 
reached an impasse. The building was essen­
tially completed, but it had no roof. Before they 
could open the center, they had to ffnd a way 
to get a roof on the building. 

So I, dressed in my best suit and white shirt, 
got in my car and set out to ffnd this day-care 
center. A~er many miles and many turns, on 
an increasingly narrow unpaved road, I came 
to the site. Sure enough, there was the day-care 
center with no roof. I was greeted by a huge 
black man; he must have been 6' IO" tall. He 
was spotless. He was so clean that he just 
shone, and his overalls looked as if they had 
just been brushed. 

As I got out of my car and looked up-way 
up-at him, he said, "Many groups have 
promised to help us. We've been investigated, 
and we've been written up. Many people have 
been interested in helping us. People have 
created charts and ffgures, and then they have 
told us that we would hear from them later. 
We have never heard from them again." 

He continued, "All we want is a roof. We 
don't need to be studied anymore. If you can't 
help us, just tell us. We don't need any more 
promises!" 
The moral of this story is that people 

living in rural communities have often 
been promised a great deal. Seldom has 
the reality reached the heights of the 
promises. These people do not need any 
more promises. They need results. The 
Beyond Promises organizational and 
training models offer a guide for those 
who are truly interested in more than 
promises. These models do not provide 
any quick and easy solutions, but they 
do provide knowledge, skills, and an or­
ganized, planned approach that will work 
if the people of a community are willing 
to work together to achieve their goals. 
Successful programs are not generally the 
result of a haphazard, sporadic effort on 
the part of a few. They are, however, quite 
often the result of a planned, serious, 
long-term commitment to rural commu­
nity development by voluntary citizen 
participation. 

THE BEYOND PROMISES 
ORGANIZATIONAL MODEL 

Certain prerequisites or conditions will 
favor the successful implementation of a 
rural volunteer community development 
organization. First, the community must 
face problems or unsatisfied needs that 
they perceive can be best solved or only 
solved by concerned citizens working to­
gether. 

Second, a successful organization will 
recruit members from throughout the 
rural area. The determination of the con­
fines of the rural area should be a decision 
of the group, but the most successful 
groups will define themselves according 
to their political power structure. In other 
words, if the county or the parish is the 
locus of political power, they will include 
the entire county or parish. If the congres­
sional district or a loose confederation of 
counties or parishes with common con­
cerns is the locus of political power, they 
will include the entire congressional dis­
trict or all those aligned in the loose con­
federation. Some weak counties or 
parishes will benefit from an alliance with 
more powerful counties or parishes. The 
most successful rural volunteer commu­
nity development organizations, how­
ever, will form geographical boundaries 
based on the understanding that a posi­
tion of unified strength is better than a 
position based on geographical 
chauvinism. 

Third, a belief in the group's ability to 
deliver more than promises is vital. The 
success of a rural volunteer community 
development organization is directly 
proportionate to the belief the group has 
in its ability to be successful. If the at­
titude of the group is pessimistic, the ac­
complishments of the group will be slight. 
If the attitude is that all things are possi­
ble, all things will be possible. Optimism 
can be built. 

The Beyond Promises model contains 
four phases. The first phase, the concep­
tion of the nature and potential of a rural 
volunteer community development 
group, may be either evolutionary or re­
volutionary. The idea may grow from an 
existing group's or existing leaders' 
awareness of the need and potential for 
such an organization; or the concept may 
be forced upon the rural area by an out-
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side force: an act of nature (such as a 
flood, hurricane, tornado, forest fire) or 
an act of man (such as the closing of the 
rural area's major source of employment); 
or discontent with the status quo may 
reach an explosion point; or stimulus may 
come from an agency or institution out­
side the rural area. 

The second phase, the birth of the or­
ganization, may be the culmination of 
years or months of thought or concern, or 
it may be a sudden, basically unplanned 
emergence. An evolutionary conception 
will result in a slow birth; a revolutionary 
conception will cause a rapid birth. 

The third phase, the development and 
growth of the organization, can require 
merely a matter of months, or it may take 
years. Indeed, successful organizations 
will realize that they are at all times either 
growing or dying, and they may seek to 
grow continuously to avoid the obvious 
fourth phase: the death of the organiza­
tion. Some organizations may plan their 
own death if they are no longer meeting 
either real or perceived community 
needs; they may die a slow, lingering 
death; or they may plan for both their 
death and renascence as the legendary 
phoenix. 

The Beyond Promises model dictates 
time frames, and these time frames relate 
to a somewhat revolutionary growth: 
growth caused by a catalyst or change­
agent. This model will be most successful 
if the realization of the need for a volun­
teer citizen participation group has 
emerged as a grassroots concern in the 
rural area. The catalyst that causes the 
birth and growth of the organization may 
come, however, from outside the rural 
area. The catalyst may be an agency, in­
stitution, consultant, or combination of 
these. The catalyst helps the rural area 
plan, train, implement, and develop or­
ganizational growth. An outside catalyst, 
or change-agent, can provide organiza­
tional, training, and consultative skills 
that will create a competent grassroots 
leadership and involvement; however, a 
group may develop without an outside 
catalyst. 

PHASE ONE: CONCEPTION OF THE 
ORGANIZATION 

The conception of the organization may 
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take a matter of weeks or months and 
requires the following three steps: 

I. Identify the stakeholder groups in 
the community. 

2. Involve key people from the 
stakeholder groups. 

3. Conduct a leadership training ses-
sion. 

The first two steps are critical to the birth 
of the organization. In rural communities, 
there will be many stakeholders. These 
will come from the traditional stakeholder 
groups: the political leadership in the 
community; the beneficiaries or con­
stituents most affected by the area's 
problems; other people who live among 
the beneficiaries or who deal with them; 
the business community most directly re­
lated to the area's problems; the news 
media (particularly the local newspaper); 
and the cultural, civic, political, and reli­
gious groups. 

In rural areas, these groups will not all 
be located in the most powerful towns or 
communities, yet they must all be in­
volved. They must be informed from the 
outset; they must have input into the dis­
cussions that involve the stakeholder 
groups; and they must be invited to at­
tend the leadership training session. In 
addition, they must be personally con­
tacted by someone whom they respect 
and trust; and they must be urged to be­
come a part of the rural community de­
velopment organization. Rural folk will 
not go where they are not invited, and 
personal invitations are most highly 
prized. It is critical that none be over­
looked. To avoid the possibility of over­
looking any stakeholder group, the local 
paper should advertise and encourage in­
terested citizens to participate. 

If the organization is to be basically an 
outgrowth of an existing organization, 
much attention must be paid to inviting 
those currently outside the existing 
group. An uninformed, uninvited 
stakeholder group can become an early 
adversary, and there will be enough prob­
lems at the beginning without creating 
any unnecessary ones. Group member­
ship should, of course, be open to anyone 
who seeks to improve the quality of life 
within the rural area and who respects 
the innate dignjty of the individual; and 



all stakeholders must share this sense of 
purpose and adhere to this value. 

All stakeholders should be not only 
concerned, responsible, and responsive 
to the need for a volunteer community 
development organization but also edu­
cated. "Educated" has a particular mean­
ing in reference to the group. "Educated" 
does not refer to academic degrees, but 
rather refers to an understanding of the 
fundamentals of community develop­
ment, of the organizing process, and of 
needed leadership and problem-solving 
skills. The leadership training session will 
provide this needed training and educa­
tion. 

The leadership training session should 
be open to all interested citizens, be con­
ducted as a six-hour program during the 
week and continued in the afternoon dur­
ing the week and continued (after a sup­
per-break) that same night. This training 
should be planned for the winter months 
when there is not much else to do and 
involve a free meal and refreshments for 
the breaks. Either a trained professional 
who can quickly gain rapport with the 
group or a capable community leader 
should conduct the training session. One 
initial training session, as compared to 
several, is definitely preferable, for it pro­
vides a somewhat captive group, ensures 
a continuum of learning, and forces the 
group to experience intensive interaction 
for a prolonged period of time. 

PHASE TWO: THE BIRTH OF THE 
ORGANIZATION 

The second phase should immediately 
follow the completion of the leadership 
training program and includes the follow­
ing steps: 

I. Determine the desired type of or­
ganization. 

2. Determine the organization's mis­
sion. 

3. Choose an organizational name. 
4. Establish a regular meeting time and 

place. 
5. Identify problems facing the com­

munity. 
6. Determine issues. 
7. Select three short-term group pro­

jects. 
8. Begin interaction with other institu­

tions and agencies. 

During the second phase, the organiza­
tion begins to practice the leadership 
skills learned in the training program, 
works to complete three short-term pro­
jects, and develops confidence in its abil­
ity to work together to meet community 
needs and planned goals and objectives. 
During this time, natural leaders will 
emerge; and interactions with other agen­
cies and institutions will become an 
acknowledged necessity. 

The initial meeting following the train­
ing session should have as its agenda the 
accomplishment of the first six steps. 
These meetings should last no longer 
than one hour. The one-hour limit forces 
the group to work rapidly to reach a con­
sensus and causes no burden on those 
who must leave their work to attend group 
meetings. In addition, an hour of rapid­
fire brainstorming is the maximum 
amount most groups can tolerate and still 
perform well. The meeting place should 
be in a central location and close to the 
power-brokers in the rural area. The 
meetings should be scheduled every two 
weeks. 

The organization's mission should be a 
relatively simple task to complete, for the 
training session will have prepared all the 
participants to write a one-sentence 
statement of organizational purpose. The 
organizational name should also take a 
limited time, for it too could have been 
proposed for consideration before the in­
itial group meeting. 

The identification of problems and 
selection of issues facing the community 
may take more Ume than the initial meet­
ing will allow. The group should have de­
fined the important difference between 
problems and issues during the leader­
ship training session. Projects that repre­
sent merely problems but are not issues 
should be avoided. People will worry 
about problems, but they will work for 
issues. Issues are problems that everyone 
feels strongly enough about to work to­
gether to change. 

All initial projects should also be fail­
safe: they must be doable, practical, cur­
rent, and they must affect the entire rural 
community. Choosing initial projects that 
are rather simplistic, but that require the 
cooperation of existing rural agencies or 
organizations, will ensure both the sue-
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cess of the projects and develop a pro­
pensity on the part of all involved to work 
together for the common good of the com­
munity. 

PHASE THREE: THE DEVELOPMENT 
AND GROWTH OF THE ORGANIZATION 

The third phase should begin no later 
than nine months after the group's initial 
training session and includes the follow­
ing steps: 

l. Elect officers. 
2. Determine permanent group size 

and function. 
3. Develop an organizational plan. 
4. Begin yearly goal-setting and evalu­

ation sessions. 
5. Extend efforts to coordinate ac­

tivities with other institutions and 
agencies. 

6. Develop a training, education, and 
development plan for group mem­
bers. 

The delay in electing officers until the 
third phase allows for a rotating leader­
ship, and this encourages the emergence 
of natural, committed leaders. Before 
electing officers, the group should decide 
which officer positions their group will re­
quire and write job descriptions for these 
offices. 

After the election of officers, the group 
faces a crucial decision: should it seek to 
expand its membership and become a 
large organization with various committee 
functions or should it operate as a prob­
lem-solving group that spins off projects 
and lets the size of the group be deter­
mined by the magnitude of the projects 
its chooses? The latter choice provides 
the opportunity to create either auxilliary 
or free-standing organizations sponsored 
by the group, and this allows the commu­
nity's citizens to choose the projects they 
would like to support without being com­
mitted to be members of the problem­
solving group. 

These spin-off projects can be led by 
a member of the problem-solving group, 
by the entire group, by an existing agency 
or institution, or they can become totally 
autonomous groups with their own lead­
ers. By choosing to become a problem­
solving group, the organization will be 
able to extend its influence and use its 
skills to help other newly-emerging or-
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ganizations without becoming involved in 
too many varied causes and issues. The 
problem-solving group approach also en­
ables the organization to involve many 
different people who have specialized in­
terests, needs, or capabilities. The prob­
lem-solving group operates as a corpo­
rate quality circle, and the large organiza­
tion operates as a typical community­
based organization. 

The organizational plan will include the 
mission statement, goals and objectives 
for both short-term and long-term pro­
jects, the organizational structure with job 
descriptions for officers and committee 
chairpeople, and recordkeeping proce­
dures. As the group becomes more 
sophisticated, it will need a budget, arti­
cles and bylaws, incorporation as a non­
profit organization, facilities, equipment, 
and paid staff. The sophisticated ap­
proach may be several years in develop­
ing, for the loosely-organized approach 
seems to be very successful in rural areas. 
The organizational plan, however, is a 
necessity. It will provide for an orderly 
sequence of projects and greatly enhance 
the group's effectiveness. 

A formal approach to keeping accurate 
records and yearly evaluation and goal­
setting sessions are mandatory. The 
evaluation should occur before the elec­
tion of new officers. This cyclical approach 
to planning will enable the group to func­
tion in an orderly, growth-oriented fash­
ion. 

One of the most serious problems fac­
ing rural volunteer community develop­
ment groups is the lack of any communi­
cation with other rural development or­
ganizations and the absence of linkages 
with agencies and institutions (both pub­
lic and private) that share their concerns 
and could offer invaluable aid in solving 
the community's problems. As Charlie 
Nash, a Southern farmer who is a member 
of the Farm Development Network in Ar­
kansas, so succinctly stated: "If all the 
rural development organizations and 
agencies in my home state knew about 
each other and worked together, we could 
develop Arkansas four times over." 

Forming linkages and networks with 
other rural community development or­
ganizations should be an integral part of 
the third phase. This networking should 



begin within the community by involving 
existing community organizations, agen­
cies, and institutions in early projects. 
From that, the organization should spread 
its contacts to encompass neighboring 
counties and regions. Finally, the organi­
zation should become aware of possible 
state and national linkages. People can 
learn so very much from other people. A 
horrible loss occurs when an organization 
fails to communicate with others because 
of pride, prejudice, fear, selfishness, or 
chauvinism. 

A training, education, and develop­
ment plan is essential for the continued, 
progressive, controlled growth of the or­
ganization. Training programs will pre­
pare the organization's members to per­
form the tasks required; education pro­
grams will prepare them to perform a dif­
ferent or more advanced type of task; and 
development programs will prepare them 
to grow and enjoy controlled, progressive 
change as the organization grows and 
changes. Again, these programs should be 
a product of the linkages they have 
formed with other agencies and institu­
tions. 

THE BEYOND PROMISES LEADERSHIP 
TRAINING SESSION 

The leadership training program pro­
vides the rural volunteer community de­
velopment group with the knowledge and 
skills needed to implement the Beyond 
Promises organizational model success­
fully. The training program consists of four 
modules: an organizational concept mod­
ule; a birth of the organization module; 
a planning module; and a problem-solv­
ing module. 

The leadership training program par­
ticipants learn the phases and steps in 
the organizational model, and they 
develop group-process, planning, and 
problem-solving skills. In addition, they 
learn both to conduct and to participate 
in effective meetings. The training pro­
gram is a highly interactive program and 
involves experiential learning. At the time 
the participants are learning basic terms 
and concepts, they are developing a mis­
sion statement based on these terms and 
concepts. As they learn about organiza­
tional structure, they are also determining 
the type of structure best suited to their 

rural area. As they learn the relationship 
of their misson to the planning process, 
they develop goals, objectives, activities, 
and tasks for their organization's first 
meeting. 

In all of their small group work, they 
rotate the roles of timekeeper, recorder, 
and reporter; and this prepares them to 
rotate the leadership positions during the 
organization's second phase. They begin 
to experience working as a group to solve 
problems, and they begin to know and 
trust each other. They gain experience in 
speaking within a small group without fear 
of embarrassment, ridicule, or reprisal; 
and they gain experience in speaking be­
fore the entire group as a spokesperson 
for their small group. 

This training program provides six 
hours of fast-paced instruction and group 
interaction, and it is critical to successful 
organizational model implementation. 

Tlie Organizational Concept Module 
The training program begins with a very 

short lecture/discussion on voluntarism, 
society, and community. Then partici­
pants develop their individual definitions 
of community. After each participant pre­
sents his or her definition (and experi­
ences only support from the instructor), 
the instructor points out similarities in all 
the participants' definitions. The group 
then divides into small discussion groups 
of six members. Each small group chooses 
a timekeeper, a recorder, and a facilitator. 
They are given only one minute to make 
these choices. 

Then they are given a series of ques­
tions that will force them to think logically 
and to reach a group decision concerning 
their definition of community: what 
creates a vibrant, growing community; 
why community members should concern 
themselves with community develop­
ment; what types of programs volunteers 
can develop to ensure a healthy communi­
ty; who should participate in a volunteer 
community development organization; 
and who should receive the services of 
the volunteer community development 
organization. They are forced by the in­
structor to spend only four minutes reach­
ing a consensus on each question. 

The first exercise causes them to reach 
individual decisions related to a volun-
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teer community development organiza­
tion, and the second exercise introduces 
them to the process of sharing individual 
ideas to reach a group decision. 

The next part of the module gives them 
definitions in handout form of basic terms 
and concepts: stakeholders; bene­
ficiaries; organizational roles (enablers, 
brokers, advocates, activists); types of 
community development programs ( com­
munity development, business develop­
ment, infrastructure development), types 
of organizations (ad hoc and permanent); 
and membership requirements and 
duties. These terms and concepts pro­
vide knowledge needed before the group 
can interact and plan as an educated 
group for the birth of the organization. 

The Birth of the Organizational Module 
The second module begins with a small 

group exercise that connects with the pre­
vious group exercise by a restatement of 
the group's definition of its rural commu­
nity. Then, the group exercise (again with 
imposed time limits) forces the small 
groups to determine the following for 
their community and organization: The 
stakeholders, the beneficiaries, organiza­
tional roles, types of community develop­
ment programs, type of organization, and 
membership requirements and duties. As 
they are making these determinations, 
they are also learning to listen to each 
other and to meld many ideas into one 
controlling idea. 

The Planning Module 
The third module emphasizes the im­

portance of planning to create measura­
ble, achievable goals and objectives and 
introduces the group to the planning pro­
cess. A handout defines planning terms 
and steps, and a group exercise follows 
that allows the group to plan for its first 
meeting. Again, this is a timed exercise 
and focuses on the development of a mis­
sion statement and specific plans for the 
first organizational meeting that will fol­
low the training session. This module pre­
sents in handout form generic steps to 
take in planning a meeting and describes 
the roles of key people in effective meet­
ings. The planning module develops the 
group's skill in planning and creates an 
understanding of the elements of effec-
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tive meetings. 

The Problem-Solving Module 
The fourth module begins with an ex­

planation of problem-solving steps. The 
entire group then works together to list 
problems affecting the rural community. 
Next, they eliminate those problems that 
are not issues. Finally, they choose, by 
multi-voting, an issue to examine using 
the problem-solving steps. This module 
develops skills in both determining is­
sues and in problem-solving, and it ends 
the training program with an exercise that 
involves the entire group working to solve 
a problem related to their area. 

Each module takes approximately one. 
to one-and-a-half hours to complete. 
Smaller groups can work more rapidly, but 
a large group can also follow this training 
program outline and complete all four 
modules in six hours. This training pro­
gram is very successful in developing the 
most needed skills and in introducing the 
most needed knowledge for the success­
ful completion of phase two in the organi­
zational model. The program requires 
much effort, however, from both the par­
ticipants and the instructor. It is an 
exhausting, effective, and exhilarating 
program. 

THE PILOT PROGRAM IN ALABAMA 
The pilot program grew from the 

Alabama Office of Voluntary Citizen Par­
ticipation's (AOVCP) Rural Volunteerism 
Project. This project identified those rural 
counties with little or no organized volun­
teer activity and high unemployment. The 
AOVCP then contracted with Organiza­
tional Development, Inc. (ODI) to 
develop a model program, and ODI vol­
unteered its services to develop and con­
duct the leadership training program. 
After interviewing community leaders in 
several counties, Bullock County was 
selected by the AOVCP for the pilot pro­
gram. 

The leadership training program, held 
on February 9, 1985, was extremely well­
attended by individuals representing a 
number of agencies, institutions, and or­
ganizations in Bullock County. Some of 
those represented were the Bullock 
County Development Authority, the 
Alabama Cooperative Extension Service, 



the Alabama Department of Pensions and 
Securities, the American Legion, the Or­
ganized Community Action Program, the 
Charmettes (a social and civic organiza­
tion), the NAACP, RSVP directors and vol­
unteers, the Alabama Migrant and Sea­
sonal Farm Workers Council, the Women's 
Missionary Union, the Business and Pro­
fessional Women's Organization, the Red 
Cross, the county ministerial association, 
the retired teachers' association, the 
mayor of Union Springs (the county seat), 
the mayor's volunteer assistant, farmers, 
and volunteers who were interested in 
the idea of a rural volunteer community 
development organization. 

The identification and involvement of 
a number of diverse stakeholders was the 
result of efforts made by local citizens 
and encouraged by the AOVCP. The 
AOVCP also funded the training program 
with a $250.00 mini-grant that provided 
for publicity, postage, and printing. 

Within two weeks of the training pro­
gram, the group held its first meeting. 
They determined at this meeting to be­
come a permanent organization, to call 
themselves the Good Samaritan Volun­
teers for Bullock County, and to meet reg­
ularly every other Thursday for one hour 
at I :00 p.m. in the Bullock County De­
velopment Authority's conference room. 
They began working at once to develop 
a mission statement. At the second meet­
ing, they completed the mission state­
ment and selected their first short-term 
project. 

This first project centered on eliminat­
ing a transportation problem faced by 
county citizens who could not avail them­
selves of needed services because of a 
lack of transportation. They completed a 
survey of available vehicles, determined 
how these vehicles were purchased, who 
operated them, how they were funded, 
what services they provided, what days 
and hours they operated, what areas of 
the county they served, and what charges 
were made (if any) for the services. Upon 
completion of the survey, they arranged 
for a volunteer to coordinate by phone 
requests for transportation with an ap­
propriate transportation source. 

Their second project was to inaugurate 
a Candy Striper Youth Auxiliary for teen­
agers in Bullock County. The county hos-

pita) and nursing home approached the 
group with this idea after hearing of their 
successful first project. They now have an 
organization of sixteen active, trained, 
teenage volunteers. Their third project, 
providing accessibility for the handi­
capped at county polling places, wa_s 
suggested by Alabama's Secretary of 
State; again the group successfully com­
pleted this project. 

Six months after the leadership training 
program, Good Sam's Volunteers had suc­
cessfully completed three short-term pro­
jects, determined needed officer posi­
tions, written job descriptions for these 
offices, formed a nominating committee, 
and elected officers. Nine months after 
the training program, they will have begun 
to develop a yearly plan to involve both 
short-term and long-term projects. They 
have plans to conduct a county-wide 
needs assessment in the fall of their sec­
ond year to use in their long-term plan­
ning for the third year. 

They have learned a great deal about 
project planning and implementation; 
they have worked.together for the benefit 
of all; and they have learned to under­
stand and appreciate each other. Good 
Sain's Volunteers have begun a most im­
portant process: they are developing not 
only their rural community but also them­
selves. The Honorable Julius Nyerere 
perhaps best stated the underlying 
philosophy that governs the Beyond 
Promises organization and training model 
and that Bullock County's Good Sam's 
Volunteers exemplify: 

Rural development is the participation of people 
in a natural learning experience involving 
themselves, their local resources, external 
change agents, and outside resources. People 
cannot be developed; they can develop them­
selves by participation in decisions and coopera­
tive activities which affect their well-being. 

The rural volunteer community de­
velopment organization can be a source 
of not only self-help but also self-de­
velopment, and the pilot program in Bul­
lock County illustrates the successes a 
group can achieve by working together in 
a planned, organized approach to com­
munity development. 

28 THE JOURNAL OF VOLUNTEER ADMINISTRATION 
Spring 1986 



CONCLUSION 
No problem is insurmountable if indi­

viduals work together. The worth of the 
individual and the worth of the commu­
nity are intertwined. Too often in the past, 
communities have failed to work together 
and to recognize the true interdepen­
dence of the worth of the individual and 
the worth of the community. Much has 
been written about neighbor helping 
neighbor in rural areas, and it is true that 
volunteerism in rural areas has often been 
the only means of survival. This volun­
teerism, however, has been very selec­
tive. Historically, we in rural areas have 
helped our neighbor-but only if our 
neighbor was one of us. We limited our 
volunteer efforts by family, religion, race, 
social class, educational level, economic 
status, and locale (from this crossroads to 
the branch). 

We chose whom we would volunteer to 
work with or help. We can no longer afford 
the expense of choice. We all lose when 
we limit our volunteer efforts to one group 
or segment of rural society. Our only sol­
ution to problems facing rural com­
munities today is unity of purpose, unity 
of concern, and unity of effort as citizens 
who participate in making decisions and 
solving problems concerning themselves 
and their communities. A planned, edu­
cated approach to rural volunteer com­
munity development will enable volun­
teers to give to their communities and to 
receive the benefits of their gifts. 
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1985 National Conference on Volunteerism 

The Care and Feeding of Sprouts ... 
Nurturing Your First Job in Volunteer Administration 

Deborah Schroder 

Although the comparisons between a 
new career and a budding plant are obvi­
ous, the advised nurturing of a newly­
sprouted career start is seldom as clearly 
marked as the planting and care instruc­
tions found nestled among the leaves of 
a newly-bought begonia. There is nose­
cret formula or recipe developed to en­
sure success in volunteer administration. 
A well-tended plan of action can be de­
veloped, however, that helps the new ad­
ministrator step confidently ahead in his 
or her new position. 

Stepping ahead with confidence re­
quires more than a positive outlook and 
a briefcase full of projected trends--( be­
lieve that a clear action plan comprised 
of two essential steps can enable a volun­
teer administrator to develop a successful 
beginning in the field. These two steps 
involve the following: 

l. Defining the Job and Setting Per­
sonal Goals 

2. Reactivating Enthusiasm 
A. Within Your Organization 
B. Within Your Community 

DEFINING THE JOB 
One would hope that "Defining the Job" 

would be unnecessary, assuming that 
most organizations have written job de­
scriptions. Unfortunately the opposite is 
usually true-vague job descriptions with 
foggy, immeasurable goals are often un­
earthed from ancient personnel policy 
notebooks. Even more commonplace are 
the job descriptions that look very 
impressive on paper, only to be found to 
be mere fantasy; the position is dramat­
ically different in "real life." 

It is vital that the new administrator 

establish what his or her job really is and 
how it fits into the greater picture of the 
organization. We do this automatically 
with and for new volunteers; we seem to 
be much more negligent on our own be­
half. One should establish if the day-to­
day functional activities inherent in one's 
position are truly in line with the organi­
zation's goals or if the goals and objec­
tives are being obscured by the consum­
mative daily demands and crises. Does 
our organization mean what it says? Does 
it allocate time and money for its stated 
priorities? Do you agree with what your 
board/boss determines to be your top 
priority? Are you given or can you 
develop the resources to accomplish your 
goals? 

Goal setting itself is an area that could 
often use some polishing in many agen­
cies. Hopefully, your organization will 
have clearly defined and measurable 
goals. If your organization doesn't have a 
clear picture of where it is, what it is doing 
and where it is headed for the next five 
years, your personal goal setting will be 
that much more difficult, if not almost 
impossible. 

In order to establish meaningful per­
sonal goals, one needs first to recognize 
the incredible juggling act that often is 
the basis of a position in volunteer admin­
istration. Volunteer administrators are 
noted for their juggling skills, often 
attempting to keep the majority of an 
organization's balls in the air single-hand­
edly. Many of us attempt to juggle fund­
ra1smg, public relations, volunteer 
recruitment, volunteer training, volunteer 
supervision, board/staff relationships, 
statistics and recordkeeping, program de-

Deborah Schroder began her career in Volunteer Administration as a Field Director for the Inland Empire 
Girl Scout Council and, later on, the Sacajawea Council of Camp Fire. She has been the Executive Director 
of the Lewis-Clark Volunteer Bureau for over two years, enjoys volunteering for several community 
organizations, and tries to find a little spare time to draw and paint. 
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velopment, and staff management all at 
the same time. Most of us would do well 
to seriously look at our ability to delegate. 
We also need to remember that we never 
have to be experts at everything-we 
should feel comfortable drawing on the 
expertise of others in our community. 

It is all too easy to pay only lip service 
to the "teamwork" concept and get com­
pletely bogged down in the details of a 
multi-faceted volunteer program. Per­
sonal goal setting demands that we spend 
some time seriously evaluating the 
strengths and weaknesses of our areas of 
responsibility, then use that information 
to determine what goals we can set that 
will be in line with the organization's 
goals, while strengthening our own posi­
tion and career. 

REACTIVATING ENTHUSIASM: INSIDE 
After defining what one's job really is, 

and then determining what needs to be 
accomplished in that job, one must move 
ahead and make things happen! "Now 
that I know what I'm doing does anyone 
really care?" 

The answer will be a resounding "NO" 
unless we take the time to reactivate en­
thusiasm first within our own organization, 
and then within the community. 

Our own organization needs to hear 
what it is doing well. We need to spend 
some time sharing success stories, talking 
about the impact our program has on the 
community, hearing again what has been 
accomplished during the past year and 
wallowing in a good measure of praise 
and self-congratulations. We who are in­
volved in human services are definitely 
our own worst critics. We see the immense 
need and we reflect on our own tiny ef­
forts at combating that need; we tend to 
see what yet should be done instead of 
ever seeing what was done. We need to 
feel good about ourselves in order to 
have the impetus to move forward 
courageously. 

It will be impossible for us to move 
ahead if we are too cautious about break­
ing rules and taking risks. A common trap 
for a new administrator is the difficulty 
we often face in burying the ghost of our 
predecessor. Organizations may have 
trouble letting a previous director's influ­
ence "Rest in Peace." Be aware of your 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 31 
Spring 1986 

predecessor's style of work but never feel 
bound to continue in that way, or your 
own enthusiasm and your staff's will un­
doubtedly be dampened. 

Without belaboring the sprout/plant 
analogy, there are weeds in any garden 
and there are other organization-based 
weeds worth mentioning that have the 
capability of strangling newfound en­
thusiasm. Two that seem to be the most 
prevalent are unnecessary paperwork 
and meaningless meetings. 

A good way to deal with these two is­
sues is to question every piece of paper­
work and every meeting agenda that 
comes across one's desk. Is it truly worth 
spending any time on? What will be ac­
complished by filling out this form or 
holding this meeting? Of course we can­
not do away with paperwork or meetings 
completely, but we can eliminate the un­
necessary or the unproductive. Too many 
organizations almost seem to form emo­
tional attachments to a Wednesday morn­
ing meeting or a mid-month report, de­
spite the fact that if those participating 
were questioned, most would admit to 
not knowing why the practice was started 
or why it is still continued. 

REACTIVATING ENTHUSIASM: OUTSIDE 
When enthusiasm has been reactivated 

within an organization, it is time to move 
on and share the excitement with the rest 
of the community. Does the community 
really know your organization? Do you 
know your organization's personality or 
reputation in the community? 

It is important that a volunteer program 
be recognized as a vital, visible member 
of a community. Volunteer administrators 
can help develop the public's perception 
of their program by being a visible com­
munity supporter themselves and involv­
ing their programs in appropriate net­
working opportunities and cooperative 
ventures. A factor in effective public rela­
tions that is often overlooked is commu­
nity etiquette. 

Community etiquette involves healthy 
competition, cooperation, shared plan­
ning for the future, and being seen as a 
"team player" in the community. Being a 
"team player" can be as simple as partici­
pating in a community resource fair or as 
involved as co-sponsoring an annual fund 



raiser. Every volunteer administrator 
needs to spend some time volunteering 
for another organization. The benefits are 
numerous and include the opportunity to 
make new contacts and share information, 
the chance to see how another volunteer 
program operates, the chance to see that 
every volunteer program has its own 
peculiar problems, and the much needed 
opportunity to do what we all encourage 
others to do - fit a volunteer commitment 
into a hectic schedule. 

There are, of course, a few rules in­
volved in volunteering for another organi­
zation. First, volunteer for a completely 
different type of organization. And sec­
ond, if you are volunteering in an adminis­
trative capacity, be certain that there is 
no conflict of interest. 

THE POTENTIAL RESULT 
As an organization becomes more visi­

ble in the community, the more exciting 
and positive the volunteer adminis­
trator's position becomes. If we are able 
to sell our product, our program, effec­
tively, we are in a position to dramatically 
increase the scope and impact of that pro­
gram. The marketing of an organization or 
a volunteer program is obviously a task 
to be undertaken with careful study and 
planning. The significant point is to 
realize that it needs to be done-we can 
never assume that the general public, the 
business community, or our potential 
funding sources understand or com­
pletely comprehend what our organiza­
tion does and why it exists. 

Volunteer programs exist to serve a 
wide variety of needs in each community; 
that is a fact about volunteer administra­
tion that makes the field the challenging 
and exciting one that it is. Given the diver­
sity of the field, each volunteer adminis­
trator will have unique circumstances to 
work with peculiar to his or her position. 
Common denominators do present them­
selves within the field of volunteer ad­
ministration, however, and a common 
sense approach to nurturing a career in 
this field should prove most advantage­
ous. By first defining the position and set­
ting personal goals appropriate to that 
position, the new volunteer administrator 
can then move ahead and reactivate en­
thusiasm; firing the imagination of those 

nearby and keeping the dreams that in­
spired the organization's founding alive 
and thriving in the greater community. 
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1985 National Conference on Volunteerlsm 

You Cannot Not Communicate 
Elaine Cogan and Ben Padrow 

Note: In the following excerpts from our prepared 
remarks, we have included some of the matters 
discussed in the lively give-and-take discussion 
which followed. 

Working with volunteers is far different 
than working with employees. Volunteers 
do not have to be there. They do not have 
to give their precious time or money to 
your cause. They do so because they are 
dedicated. They are the "true believers." 
Even so, and though they probably will 
not admit it, they need rewards as much 
or more than paid staff-not in salary in­
creases, perquisites or bonuses-but in 
knowing that they do make a difference 
and are appreciated and needed. 

In our experience as consultants and 
trainers, it is apparent that a mastery of 
written, nonverbal and verbal com­
municating techniques is important to the 
job of administrator or manager of volun­
teers in an array of service organizations. 

How much time is wasted when an in­
dividual works at the wrong task because 
the original instructions were unclear and 
he/she did not want to lose face by asking 
questions? How many boards or commit­
tees ask for a "simple" explanation of a 
complicated report it has taken you days 
to prepare? Is a short handwritten mes­
sage ever more effective than a multi­
page typed memo? What clues do we give 
about ourselves when we don't "say" any­
thing at all? How can our written 
brochures and verbal presentations be 
more effective, informative or persua­
sive? 

Some clues about how we can improve 
our communication skills follow. 

WRITTEN COMMUNICATIONS 
Many well adjusted and able profes­

sional people become stylistic cripples 
when they take up a pen, talk into a dic­
tating machine or sit in front of a word 
processor. Their written prose may be 
grammatically correct but it is stilted, ver­
bose, redundant, and laced with profes­
sional jargon. The latter is an especially 
common problem. Shorthand words that 
serve professionals so well can alienate 
those outside the circle. This can be espe­
cially damaging to communications with 
volunteers or to those we solicit for funds. 
All reports, memos and letters that are 
read by the outside world should be writ­
ten in plain, clear language. 

One good, quick way to test the reada­
bility of your writing is to review some 
month-old memos, letters or reports. By 
that time, the crisis or immediate situa­
tion will have passed, and you can be 
somewhat objective. Be honest and try 
to put yourself in the reader's shoes. Is 
your message clear at first reading or do 
you have to look it over several times? 
Is it brief and to the point? Are your sen­
tences and paragraphs short and simple? 
Is the conclusion or recommendation ob­
vious? What impression would you have 
if you did not know the writer? 

Two other important areas of written 
communications that volunteer organiza­
tions often neglect are descriptive 
brochures and fundraising appeals. Be-

Elaine Cogan is a professional writer, radio and television producer and commentator. She recently took 
a leave of absence after 15 years as a weekly editorial columnist for The Oregonian newspaper, and was 
producer/host of a highly rated talk show for nearly seven years. Ben Padrow, a professor of speech 
communication at Portland State University for more than thirty years, has taught a generation of students 
how to command attention with the spoken word. He is a radio and television commentator who coached 
a national award-winning General Electric College Bowl team. 
Ed. Note: Just as THE JOURNAL was going to press, we learned that Ben Padrow had died suddenly. We are pleased 
that his words will be remembered through this article. 
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fore writing anything, do some brain­
storming about your audience: 

What do they know about your organi­
zation? 

What should they know about your or­
ganization that will make them willing 
donors of money--or time--or both? 

What design-in words and pictures­
best tells your story? 

No brochure or fundraising appeal can 
be all things to all people. An all-purpose 
informational brochure probably should 
be supplemented by special material for 
specific receivers. Aim for the personal 
approach. Graphic design, color, and 
typeface are other very important consid­
erations. This is a case where enlisting 
professional assistance can be vital to the 
success of your efforts-unless, of course, 
you are fortunate enough to have the help 
of a volunteer who also is a qualified pro­
fessional in the field. 

NONVERBAL COMMUNICATIONS 
We reveal our attitudes to others by 

gestures and movements-what is known 
as "body language." How we hold our 
hands, where our eyes are focused, 
whether we sit back relaxed or hunch 
tensely forward-these and a host of 
other nonverbal clues tell people a great 
deal about ourselves. 

We call this type of communication 
"what we say when we don't say anything 
at all." By being aware of this, we realize 
how much we reveal from these silent sig­
nals. A true example may illustrate our 
point. 

A successful executive we know is very 
busy and has only ten minutes or so for 
visitors. But during that ten minutes, the 
visitor has her full attention. The execu­
tive's eyes are focused. She doesn't fiddle 
with papers or pencils. Her posture is 
erect and shows she is listening. Except 
for emergencies, no phone calls or sec­
retaries are allowed to interrupt the con­
versation. 

Invariably, the visitor is flattered and 
takes care not to waste the interview with 
irrelevancies. Respect is returned, and 
the busy executive gains the most impor-

tant information from the conversation 
that she can-in the least amount of time. 
She also impresses the visitor with her 
obvious attentiveness. 

Another executive, also very busy and 
important, generously grants each visitor 
an interview of half an hour or more. How­
ever, during that time he continues to 
conduct business as usual. He answers 
the phone, fusses with papers on his desk 
and takes messages from his secretary 
and aides. During this seemingly "gener­
ous" 30 minutes, he is wasting the visitor's 
precious time. This executive also sends 
a clear message. He makes it clear that 
he thinks he is such a busy, busy man no 
one is worthy of his full attention. In this 
atmosphere, very little useful infor­
mation is communicated by either side, 
and the visitor goes away dissatisfied. 

What kind of a nonverbal communicator 
are you? 

When you hold a conversation, is it a 
monologue or a dialogue? Are you really 
listening and responding to what the 
other person is saying, or are you just 
waiting for him to take a break and stop 
talking so you can say what you wanted 
to all along? If so, you need not even be 
in the same room. You can send a memo 
and save you both much time. If you are 
a true listener, you not only will show your 
respect by giving the person your full at­
tention, but you will realize you can learn 
something, too. It is a rare conversation 
in which we do not hear a new idea or 
point of view. But this happens only if 
you are truly interested and receptive. 

VERBAL COMMUNICATION 
Whether we are making presentations 

to committees or boards of directors, cal­
ling on prospective donors, speaking be­
fore our loal PT A, Kiwanis or professional 
society, it is essential to learn and perfect 
techniques of communicating verbally. 
They are so important we wrote a book 
on the subject, You Can Talk to (Almost) 
Anyone about (Almost) Anything. 1 Some of 
our more important rules are: 

• Know your audience and tailor your 
message to them. 

• Prepare well in advance. 
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• Rehearse sufficiently, preferably 
with a tape recorder, so that you can 
develop an oral quality. A speech is 
not a theme on its hind legs. 

• Remember that one picture is worth 
a thousand words only if it is a good 
picture. Use visual aids sparingly 
and with great care. 

• Speak no more than 20 to 25 minutes 
and cover only three main points, 
avoiding slang and jargon unless you 
are making a technical presentation 
to your peers. 

• Be yourself. Tell a joke only if it fits 
your personality and the setting. 

• Arrive early enough so you become 
acquainted with the room; test the 
microphone and any other equip­
ment. 

• Except in a small room, use that 
microphone. "I hate these things-­
I'm sure you can all hear me if I don't 
use it," says the inconsiderate 
speaker. She may be comfortable 
without the microphone, but incon­
siderate of the people in the back 
who cannot hear a word but probably 
are too polite to say anything. They 
also are not likely to "buy" her mes­
sage. 

• Rehearse likely questions and your 
answers. Learn how to deai with a 
hostile or critical audience. 

As for stage fright, by the responses at 
your conference and other training semi­
nars and workshops we conduct all over 
the country, we believe in the accuracy 
of a recent poll which shows that 40 per­
cent of Americans say they would rather 
get cancer or a heart attack than give a 
public speech. 

You can deal with these problems 
through diet, preparation and practice. 
Put in simple form, we have devised these 
"Ten Commandments of Public Speak­
ing": 

I. You cannot not communicate-so 
do it well. 
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2. Remember-people are per-
suaded by people, not by informa­
tion. 

3. Organize or orbit-get it all to­
gether. 

4. Do not reinvent life-use common 
phrases and experiences. 

5. Do what comes naturally to you­
tell a joke or story only when it fits. 

6. Own the speech or it owns you­
practice makes permanent. 

7. Analyze the audience-not your­
self. 

8. Control your territory-use every 
facility to advantage. 

9. Pull out the props-always be pre­
pared when your mind goes blank. 

I 0. Ecstacy comes after agony­
everyone has butterflies; success­
ful speakers teach them to fly in 
one direction. 

Most importantly, remember that you 
cannot not communicate. Everything you do 
conveys a message. Learn the written, 
nonverbal and verbal tactics that put you 
at the best advantage. You will be very 
glad when you do. 

FOOTNOTES 
'Elaine Cogan and Ben Padrow, You Can Talk to 
(Almost) Anyone about (Almost) Anything, Continuing 
Education Publications, P.O. Box 1491, Portland OR 
97207, Cloth: $14.95; Paper: $7.95; Audiotape: 
$6.95; $1.50 Shipping. 



1985 National Conference on Volunteerism 

Corporate Community Involvement 
Ellen Unsley, Ruth March, Marion Jeffery, and Richard C. Durkee 

Companies must make decisions, at 
least once a year, about where and how 
to provide community support. This can 
range from minimal financial support 
only, to more complex involvement in­
cluding employee volunteers. It is more 
and more clear that any involvement pro­
gram must relate in some way directly to 
the company's bottom line. 

Is the application of bottom line mea­
surements to community affairs incom­
patible with responsible community 
involvement? It does not have to be. 

"Corporate Community Involvement" 
can be defined in terms of the corpora­
tion, the community in which it operates, 
the consciousness of business managers 
in terms of the corporate/community re­
lationship and the commitment of the cor­
poration to move to use its resources ap­
propriately. 

Typically, the sponsorship of employee 
volunteer programs occurs because a cor­
poration feels a deep sense of responsi­
bility to its community. Far from being 
altruistic, the participating corporation is 
one that also sees a principal truth, i.e., 
promoting a social program in which em­
ployees act to meet human needs in the 
community not only benefits the reci­
pients and the employees, but it is also 
good business. 

That fact should color the thinking and 
dictate the methods by which any social 
service agency approaches corporate 
management. By focusing on the duality 
of corporate purpose (the meeting of cor-

porate social responsibility and the need 
to make a profit), the agency has a far 
better chance of persuading the corpora­
tion to sponsor a community involvement 
program. 

TRENDS 
When an agency reaches for the hand 

of a corporate sponsor for a long-term em­
ployee volunteer program, it is essential 
to understand the trends in business-­
not only what is happening, but why. 
These trends have not suddenly erupted 
in 1985. In some cases they began to 
emerge a decade ago, but they have be­
come evident more recently. Those agen­
cies who anticipate and understand these 
trends will be better equipped to 
develop a successful working relationship 
with a company. 

Diminishing Resources, Personnel, and Money 
A. Resources. The issue of allocation of 

resources is fundamental. If a company 
has dollars to spend on research and op­
erations or on social responsibility, the 
pragmatic company will opt for research 
and operations. The agency must sell the 
company not on the basis of being so­
cially responsible. Selling must be on the 
basis of affecting a bottom line issue; 
showing how such community involve­
ment can contribute to the company 
reaching its objectives. 

Let's assume you are in a local human 
service agency that has just decided its 
program needs the help of a local com-

Ellen Lins/er, is President of Involvement, Inc., a California based non-profit corporation that acts as 
consultant, under contract, to develop corporate community volunteer programs. During 1984 she was 
responsible for recruitment of corporate emplyees for the Los Angeles Olympic Organizing Committee. 
Ruth March is an advocate and catalyst to initiate and administer community volunteer programs. She 
has spent over a decade in encouraging more than I 000 private and public sector employers to recognize 
volunteer experience on their employment applications and in their hiring practices. Marion Jeffery has 
been Director of the Second Careers Program, Voluntary Action Center, Los Angeles since 1976. She has 
served on numerous boards of directors and task forces particularly dealing with the employment of 
older workers. Richard Durkee is the principal of Richard C. Durkee and Associates, specializing in organi­
zational consulting. He was 2nd Vice President of Transamerica Occidental Life where he was responsible 
for organizational development. 
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pany and its employee volunteers. Your 
task now is to select and win over that 
corporate sponsor. Focus on your objec­
tive: obtaining the chief executive of­
ficer's personal support and commitment. 
Do not make cold contacts. Try to pre­
screen both the company and its key 
executives. Identify people who believe 
in you and in the issues/problems your 
agency is dealing with. Translate your 
skills into the mainstream of the corpora­
tion. Offer to barter the services in which 
you have expertise, e.g., literacy in the 
workplace, educational information, 
sponsoring no smoking days, drug and 
alcohol abuse literature, etc. 

B. Personnel. Today's Corporate Com­
munity Relations Departments have 
shrinking staffs that handle a multiplicity 
of tasks. The percentage of time available 
to organize employee volunteer activities 
is relatively small (some as little as 5%), 
even in major corporations that in the 
past had full-time coordinators of volun­
teers. 

There is a need for agencies to be 
highly organized in presenting a project. 
Emphasis should be on specificity-job 
descriptions with a time allocation for 
each task, down to the smallest detail. 
Consider identifying short-term consult­
ing jobs. These are particularly helpful in 
obtaining management and technical as­
sistance volunteers, e.g., computer sup­
port. 

C. Money. Many companies recognize 
that it is important to combine maximiz­
ing profits with upgrading the quality of 
life. In the short run, they must first solve 
business problems that in one way or 
another threaten profits. In the long run, 
however, those companies that address 
both the economic and social problems 
help assure their survival. Ultimately, you 
can't have one without the other. 

Keep in mind, for example, that there 
are two basic approaches to corporate 
volunteer programs. These approaches 
are distinguished from each other by 
whether management or the employees 
run the program. Since management-run 
programs are more costly, bottom line 
conscious corporations prefer to sponsor 
programs operated by employees. 
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Early Retirements 
The increasing number of companies 

offering special retirement benefits as a 
means of workforce reduction is on the 
increase. Applicants to the Second 
Careers Program (which provides broker 
services between public and private cor­
porations and agencies for paid and vol­
unteer employment, part or full time, 
temporary or permanent), for example, 
now range from 40 to 45 on up. However, 
the bulk still remains 55 and older. To 
meet this challenge, Second Careers has 
needed to do more job development for 
middle managers; to strengthen its volun­
teer and referral network, and develop 
more interesting volunteer opportunities 
which include leadership as well as indi­
vidual and group service positions. 

Early retirees have often not prepared 
adequately for retirement because this 
decision is often made with little advance 
notice. Yet this group of all groups is best 
prepared through training and expertise 
to make the greatest contribution if en­
couraged and permitted to do so. 

Pre-retirement involvement in volun­
teer programs is a natural path leading 
to continuing activity. Your role is to 
broker- to help "reinvest" the enormous 
expertise, experience and energy availa­
ble to the community. If this is tapped, 
there is less likelihood of retirees becom­
ing depressed, particularly if retirement 
was forced. 

You might provide a series of special 
planning programs not only targeted to 
finances and benefits, but also to health, 
psychological role adjustments and use 
of time in a variety of community, educa­
tional and special programs and re­
sources. Available to retirees are, for 
example, International Executive Service 
Corps, Earthwatch, and Volunteer Centers 
across the country. 

Second Careers has found that for many 
people, particularly men, the issue of pay 
is still important. The amount doesn't al­
ways matter but the fact of being paid 
something does. Also, persons in retire­
ment are willing to volunteer, but many 
feel that it should not be at financial cost 
to them. This also needs creative thinking. 
There are programs and agencies that do 
reimburse for out-of-pocket expenses, 
but we also need new approaches in how 



to handle this. 

Employee Time Crunch 
Hours are an old issue and it's worse 

now. As demand from the employer for 
productivity and efficiency increases, 
pressure on employees has intensified. 
Competition is stiffer now than it has ever 
been. The employee must meet depart­
ment and company goals or fear job loss. 
Often pay raises and grade levels are tied 
to productivity and efficiency. Stress and 
burnout are high. This argues for efficient, 
clear, well-organized agency projects. 
There is a need for fun. Employees must 
have a release of pressure and learn how 
to manage both stress and time. Look at 
what service your agency can offer and 
barter those services for employee volun­
teer hours. 

Value Search 
There are problems created by special­

ties demanded in the work place today 
with a narrower focus of jobs. The "Yup­
pie" mentality-quality, service, and 
status-is important to this group. They 
are better educated than those younger 
and older and they have great job oppor­
tunities. This type of employee is moving 
on a fast track. They are mobile, may 
change companies frequently and have 
no particular loyalty to their current em­
ployer. But by their mid-30's, they could 
be in search of deeper gratification. Vol­
unteering can influence this and offer 
values not to be found in work. The idea 
is to start earlier and make volunteering 
a lifestyle-sell it like exercise and health 
clubs which changed that generation. 

Career Transition 
Think of the opportunity to place em­

ployees in learning and experimental set­
tings. Most workers today must prepare 
for two to three transitions with rapid 
changes and also expect recessionary 
periods. Recognizing the value of volun­
teers, a growing number of companies are 
asking for volunteer work experience on 
their job applications. Volunteer work is 
translatable into functions, skills and ser­
vices applicable in paid positions later. 

Acceptance of this principle has been 
far greater with employers in both the 

public and private sectors than with non­
profits and volunteer agencies. Volun­
teering can be job training as well as com­
munity service. As technology eliminates 
jobs or lessens the demand, non-profits 
might start thinking in terms of a dual-pur­
pose: serving needy populations and 
serving the volunteer. With the coopera­
tion of volunteer directors and leaders, 
this goal could be met. 

Private Sector Movement into Non-Pro~ts 
Business expertise, creative ideas and 

specific skills are needed by non-profits. 
Second Careers, for example, receives 
many inquiries from other non-profits 
both for paid employees as well as volun­
teers. Many positions come to them for 
Project Directors, Administrators, and 
other positions which would probably 
never go to regular employment agencies. 

The increasing number of early retire­
ments, whether selected or forced, pro­
vides a potential pool of administrators, 
managers, accountants, etc., who will find 
the non-profit sector a good match for 
both their value needs and their skills. 

Corporate Volunteer Coordination: From Full­
time Position to Part-time 

The percentage of staff time allocated 
to corporate volunteer coordination is 
being greatly reduced, which relates to 
both diminishing personnel and dollars. 
Back sliding can sometimes be related to 
programs not being institutionalized. 
However, it can also be the result of 
layoffs of key personnel making it politi­
cally awkward to assign staff. Under these 
circumstances, an otherwise committed 
senior management will low key the pro­
gram. 

The solution to this requires that more 
organizational support be carried out by 
agency personnel in order to make corpo­
rate involvement happen. 

Projects Increasingly Tied to Corporation's Busi­
ness Needs and Goals 

It is a matter of corporate self interest 
to help improve social conditions while 
working to enhance profits as well. These 
are some of the general benefits common 
to most participating organizations and 
should be mentioned in all presentations 
to companies: 
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Productivity increases 
Employee morale and pride improves 
Promotes team building 
Increased alignment with company 
goals 
Improved public image of the company 

Selection of the proper agency is the 
most vital aspect of success or failure in 
developing corporate community in­
volvement. Organize your agency's needs 
assessment and proposal in a way that 
will save valuable time for you. These 
should center around the company's 
people, departments and professionals. 
Draw the connection, for example, be­
tween an operation manager's concern re­
garding employee career development 
and what volunteering can do to help. A 
marketing department in an insurance 
company may be interested in health is­
sues or a bank in economic education. A 
fast food chain may want to build a re­
lationship with a growing ethnic group 
and be sensitive to their concerns such 
as job training and education. Affirmative 
Action Managers may be concerned about 
older workers, company retirement pro­
grams or day care for the increasing 
number of women moving into the work­
place. Personnel Managers are concerned 
about work productivity and efficiency, 
health related programs, substance 
abuse, or transportation issues. 

Preparing for and responding to de­
mands for appropriate community sup­
port programs and services represents a 
golden opportunity for established cor­
porations with foresight and vision. 

Contributions Tied to Employee Participation 
The company can fulfill its commitment 

to the spirit of volunteer service in the 
community by recognizing those employ­
ees who contribute their time, effort and 
talent to improve the quality of life where 
they live and work and within the com­
pany's service area. The Matching Gifts 
Program is one way to recognize outstand­
ing volunteer effort. A very high percen­
tage of companies match, dollar for dollar, 
the gifts of participants. Priority is given 
agencies with which an employee or com­
munity involvement team is actively in­
volved. 
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In a variation of this, the company es­
tablishes a fund for grants for equipment, 
materials or special projects to organiza­
tions with which the company employees 
are involved. 

In-kind contributions, use of company 
facilities such as auditoriums, training 
rooms and equipment or community 
rooms are also tied to employee partici­
pation. 

Creative Ways to Back Up Person in Company 
Doing Job 

I. Be carefully and respectfully aggres­
sive. 

2. Recognition - say/write "thank you" 
from the agency staff and clients. 
Encourage employee enthusiasm. 
They must see results in as many 
ways as possible: recognition, visual 
evidence, praise, publicity and any 
other means. 

3. Momentum from one event to 
another is vital. After an event pre­
pare an evaluation report meeting. 
At the meeting, the next activity's 
plans and goals are set, reviewed 
or revised with new dates estab­
lished. 

4. Change work hours to accommodate 
employee volunteers. Very few 
agencies are flexible, yet a number 
of companies have some form of 
flexible hours. 

5. Manage-understand clearly where 
the program is going, otherwise too 
many employees will be under­
utilized. 

6. Stress participation, which supports 
many current company philoso­
phies. 

7. Provide program evaluation and record 
keeping to prevent corporate back­
sliding. 

SUMMARY 
Over the last decade there has been a 

shift in corporate thinking from "social re­
sponsibility" to "community involve-



ment." In some companies, it is really 
looked at as "community investment." This 
change clearly signals the need for non­
profits to look closely at a company's bot­
tom line goals. While this may not be true 
for all companies, it is increasingly dif­
ficult to get top management support for 
projects that only support a public 
image. Now is the time to start forming 
effective partnerships with corporations 
based on these realities. 
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1985 National Conference on Volunteerlsm 

Honeywell Corporate Responsibility 
and Volunteerism 

Jill L. Ragatz 

Honeywell defines corporate responsi­
bility as being sensitive and responsive 
to the concerns of our employees and 
their families, customers, investors, 
suppliers, and communities. Our commit­
ment is based on four convictions. First, 
companies have an obligation to be in­
volved in issues that face their com­
m unities and society. Second, it's good 
business to solve problems before gov­
ernment is called on to do so. Third, our 
employees expect us to act responsibly 
in community matters as well as in busi­
ness. And last, we want to build public 
confidence in Honeywell and business in 
general. 

ENVIRONMENTAL ASSUMPTIONS 
Corporate Public Affairs initiates a list 

of current and long-range assumptions on 
the community climate. For 1985, the fol­
lowing "environmental assumptions" 
were formulated. 

Economic Issues. The huge federal budget 
deficit, record trade deficit, serious debt 
problems in LDC countries and the grow­
ing interest in tax reform at state and fed­
eral levels all mean that economic issues 
will be the focus of attention in 
Washington and at state capitals. With re­
spect to international economic activity, 
a growing set of issues relates to intangi­
ble products such as currency flows, ser­
vices, technology transfer, information 
flows, and intellectual property rights. 

International. Complexities of interna­
tional trade and investment will make it 
more difficult for multinational busines­
ses to operate without greater involve­
ment in political, social, and educational 
policies in various countries and regions. 
U.S. governmental priorities will continue 

to focus on policies to improve the busi­
ness climate and competitiveness at 
home, resulting in an increase in U.S. pro­
tectionist pressures. The attractiveness of 
the Asia Pacific region for business expan­
sion and low cost manufacturing will im­
pact reindustrialization efforts here and 
abroad and affect the nature of relation­
ships among our trading partners. 

Education. The need to create school en­
vironments which foster innovation and 
excellence in elementary-secondary pro­
grams will take reforms beyond the nor­
mal emphasis on new technologies and 
basic skills. Increased community concern 
over K-12 education will include more 
serious business involvement. Similarly, 
enrollment and financial competition 
among universities and the drive for an 
international technological edge will 
stimulate academia and industry to seek 
closer ties with each other. 

Government Regulation. Government ac­
tivity will continue to grow at the state 
level. Full time legislatures with larger 
permanent staffs will er;table state govern­
ment to take a more active role in address­
ing legislation of concern to business. As 
a result, businesses, especially those 
companies with operations affected by 
differing state laws and who historically 
have opposed federal intervention in the 
conduct of business, will increasingly tum 
to the federal government to establish 
uniform standards under which to oper­
ate. 

Corporate Community Involvement. Corpo­
rations will increase their community and 
volunteer initiatives, in response to ap­
peals from government, industry, and 
community groups. Ironically, as this oc­
curs, there will be greater suspicion of 

Jill Ragatz is Manager, Corporate Volunteer Programs for Honeywell, Inc. in Minneapolis. She is currently 
president of the National Council on Corporate Volunteerism. 
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business motives, and greater uneasiness 
by nonprofit agencies who will skew their 
service priorities to obtain funding. 

Unemployment. Minorities, youth, and 
displaced workers will continue to experi­
ence disproportionately high rates of un­
employment. The growth of the Hispanic 
populatio:,, refugees, and migrant work­
ers will continue to compete with tradi­
tionally unemployed persons for jobs, 
human resources, and other resources. 
Current job training and employment will 
be inadequate for those with the most 
limited skills. 

Defense. Growing concern over nuclear 
issues, U.S. defense policies, and arms 
proliferation will accelerate tensions 
among business, citizens, and govern­
ment. 

Urban Problems. Local neighborhood 
groups will take greater responsibility for 
community strategies on employment, 
economic development, and human ser­
vice. Business will be expected to deepen 
its commitment and develop new forms 
of collaboration with neighborhoods, 
local government agencies, and other 
companies. 

Political Parties. The breakdown of broad 
based political parties in the U.S. will ac­
celerate the trend toward a candidate­
oriented political system with increased 
emphasis on single issues and greater 
ideological polarization between the two 
political parties. 

Hazardous Waste. Public concern will in­
crease over the storage and disposal of 
hazardous and nuclear waste created by 
the manufacturing of advanced technol­
ogy products. Consequently, tensions will 
grow among business, community, gov­
ernmental, and environmental interest 
groups. 

Underclass. Depressed conditions (pov­
erty, health, racism, education, public 
safety) of the underclass are creating a 
generation of people with no hope, mar­
ginal involvement, and little investment 
in the orderly functioning of major U.S. 
institutions. This group, primarily com­
posed of non-white people, female single 
heads of households, the elderly, and 
children, are increasingly isolated from 
the rest of society. 

Aging Population. Healthy, energetic 
older citizens will compete for resources 

currently used to address the social 
needs of youth and baby boom popula­
tions, especially those in the growing 
over-85 population. Medical care costs 
will consume a larger share of the re­
sources of the elderly, as they will be ex­
pected to pay for a larger share of their 
care. Many older workers will face increas­
ing pressure to postpone retirement, con­
cerned about financial security. 

Family. As social and economic forces 
continue to stimulate changes in family 
structure and values, greater stress will 
be placed on individuals, the workplace, 
and social institutions. 

Healtfr Care. Health care costs and the 
health care delivery system will receive 
greater attention as important legislative 
and community issues. 

Workplace Issues. Issues relating to the 
changing role of women in the workplace 
and changes in the office environment, 
brought about by the use of new 
technologies, will receive increased at­
tention by activist groups and legislative 
bodies. 

VOLUNTEERISM AS A RESPONSE 
Corporate Community Relations objec­

tives at Honeywell are as follows: 

I. Develop personal involvement by 
division manager and staff. 

2. Establish at least one special pro­
ject. 

3. Budget annually for community rela­
tions programs. 

4. Maintain effective representation in 
principal community organizations. 

5. Encourage volunteerism. 

6. Provide leadership and support for 
field community action activities. 

7. Implement an effective United Way 
year-round program and campaign. 

We have developed a framework to better 
address external or community agendas 
from a business standpoint. There are 
four distinct levels of responsibility or 
stages. These are developmental and 
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cumulative; in most cases each step is 
important to the next in building respon­
sible community initiatives. 

The first level is characterized by dollars 
or simple sponsorship or funding of a 
community program. Although often the 
least important resource, money is 
nevertheless an increasingly important 
one, as it represents a conscious decision 
to endorse needed community projects. 
New ways to leverage dollars and to seed 
innovative ideas can make this level more 
serious. 

The second-and probably the most 
critical-level is the involvement of corpo­
rate people. The volunteer resources of our 
people are a most important and under­
utilized asset. We've found that employ­
ees are eager to work together with the 
corporation in community service. And in 
the case of our se·nior executives, we expect 
them, by virtue of their positions, to initiate 
community programs in their operations 
and to personally participate. When the 
top management reviews annual operat­
ing plans in December, community in­
volvement is reviewed and discussed by 
each division manager. 

Volunteerism by our employees is a 
principal way we participate in the com­
munity. Both corporate headquarters and 
divisions have community relations ob­
jectives. 

By bringing together these two re­
sources-employees and dollars-we are 
able to move onto the third level of com­
mitment: Partnership. It is our experience 
that corporations who join forces with 
community or public organizations to 
form partnerships develop the most ef­
fective strategies for solving problems. 

These partnerships, developed by 
Honeywell people and funded in part by 
our dollars, lead us to the even more im­
portant, fourth level of development: In­
ternalizing or incorporating this commit­
ment to community concern inside the com­
pany to assure responsible conduct of our 
businesses on the very same issues. It is 
a reminder that responsibility starts at 
home, and we have to conduct our busi­
ness internally in ways that relate to our 
public posture, and vice versa. 
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IMPLEMENTATION 
Honeywell provides the following sup-

portive tools: 

A corporate staff that is matrixed with 
expertise and a liaison linkage with di­
visions to act as an advocate. 

A Public Affairs Planning Tool. 

Bi-yearly Public Affairs Conference. 

A Manual - "Honeywell Involvement in 
the Community" 

A Foundation allocation based on per 
capita and a community relations plan 
but with incentive dollars for special 
projects and bonuses for well-im­
plemented plans. 

Honeywell-initiated projects address­
ing these issues are a major focus for the 
company's involvement. The New York 
Student Development Program is an out­
standing example of a divisional project. 
Its mission is to identify a small group 
(approximately IO) of low income, gener­
ally minority students with reasonably 
good grades, few marketable skills and 
limited support from home or school and 
then to: 

train these students in areas of data 
entry/word processing; 

orient the students to the world of work; 

evaluate their performance; and 

upon successful completion of the 
training, place them in entry-level jobs 
in other companies. 

Another project is the Honeywell Re­
tiree Volunteer Project (HRVP) a coopera­
tive effort by Honeywell retirees and the 
company to involve retirees in volunteer 
activities in the community. Their involve­
ment is related to their interests, abilities, 
desires and motivations. They can work 
in small or large groups of people or 
alone. The HRVP staff does follow-up with 
volunteers and agencies. The program 
also offers encouragement, appreciation 
and recognition to retiree volunteers. Al-



though community organizations pro­
mote volunteer activities, only a com­
pany-sponsored volunteer project can 
continue that valued link between the re­
tiree and the company. 

For further information, call or write: Jill 
Ragatz, Manager, Corporate Volunteer 
Programs, Honeywell, Honeywell Plaza -
MNI2-5162, Mpls., MN 55408, (612) 870-
5874. 

Ms. Ragatz wisfies to give credit for many of tfiese ideas to 
Ronald K. Speed, Director of Corporate and Community 
Responsibility at Honeywell. 
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1985 National Conference on Volunteerlsm 

A Program for Sighted, Blind, Low Vision, 
and Disabled Volunteers 

Jeannette Franks, M.A. 

Traditionally, many services for blind 
and visually impaired persons have been 
provided by volunteers. Volunteers are 
an integral part of the services offered at 
Vision Services--An Agency for the Visu­
ally Impaired in Seattle, Wash. They pro­
vide visual information to clients, public 
education, assistance in the store, office 
support, and staff for the newsletter. 
These volunteer jobs complement the 
programs for low vision rehabilitation, 
orientation and mobility, daily living 
skills, and social work provided by the 
paid staff of this United Way agency. 

In 1983 a record-breaking total of 219 
volunteers contributed 11,276 hours of 
service to the agency. Approximately 20 
percent were handicapped, and many of 
the clients who benefited from the ser­
vices of these volunteers served in turn 
as volunteers for others. This spirit of 
sharing exemplifies volunteering and our 
agency's philosophy toward this service. 

Volunteering offers many benefits to 
participants, including job skill develop­
ment, recognition, social interaction, and 
personal satisfaction. "Volunteering is an 
American tradition and an historical right 
of all citizens" (Beugen, 1984). Vision Ser­
vices is committed to making volunteer 
opportunities available not only for 
sighted people, but also for blind and 
visually impaired persons, as well as 
those with other disabilities. Our experi­
ence shows that handicapped volunteers 
can be an important part of a successful 
volunteer program. 

In general, volunteers with handicaps 
receive the same training and volunteer 
opportunities as others. All select ap-

propriate assignments and receive gui­
dance to help insure success. 

VOLUNTEER PROGRAM STRUCTURE 
When individuals want to volunteer 

through our agency, their initial contact 
is followed by an interview with the man­
ager of volunteers. In this interview, mate­
rial in the program manual is reviewed. 
Our Volunteer Program Manual, available 
in large print and on tape cassette, con­
tains a history of the agency, eligibility 
requirements, recording procedures, 
communications systems, respon­
sibilities of volunteers and clients, and a 
discussion of recognition and apprecia­
tion. Appendices include an organization 
chart, criteria for accepting volunteers, 
placement information sheet, client and 
volunteer evaluation forms, reporting 
form for hours worked, and job descrip­
tions for personal service, information, 
clerical, and store volunteers. 

A one-hour orientation and training 
session with the manager is required of 
potential volunteers. A reference is re­
quested and checked. Orientation covers 
material in the program manual, agency 
programs, a review of the history and de­
mographics of blindness, awareness of 
and sensitivity to the needs and 
capabilities of blind and visually im­
paired persons, safety and emergency 
procedures, respect for the dignity and 
worth of visually impaired persons, 
proper behavior around dog guides, 
sighted guide techniques, information 
about braille and large print, and exam­
ples of normal and handicapped volun­
teers at work. 

Jeannette Franks is Manager of Volunteers at Vision Services--An Agency for the Visually Impaired in 
Seattle, Washington. This article is reprinted with permission from American Foundation for the Blind. It 
appeared in the Journal of Visual Impairment and Blindness, October 1985, copyright American Foundation for 
the Blind, 15 West 16th Street, New York, NY I 0011. 
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The manager of volunteers then re­
views all requests for volunteers with 
each applicant and they agree on an as­
signment that seems most appropriate. 
Each volunteer has an opportunity to do 
the assigned task one time before making 
a commitment. As soon as a placement 
is decided upon, both the volunteer and 
client must accept or reject it. If the match 
is mutually acceptable, a three-month as­
signment follows. At the end of this period 
both the client and volunteer evaluate 
the placement. At this time the volunteer 
can decide to continue with the assign­
ment for another three months, change 
to a new one, or take three months leave 
before selecting another assignment. Also 
at this time, the client can request a new 
volunteer. 

Some volunteers stay with the same 
placement for years, others switch fre­
quently. Some volunteers have more than 
one assignment just as some clients work 
with more than one volunteer. 

VOLUNTEER OPPORTUNITIES 
Most sighted volunteers provide ac­

cess to visual information for blind and 
visually impaired individuals. Certified 
braillists transcribe print material, and a 
few persons read to tape. The largest 
single group of these personal service 
volunteers reads directly to individuals. 
Many of this volunteer group are them­
selves blind or visually impaired, and 
they take placements where friendly vis­
iting, good listening, or peer support is 
requested. A few perform these duties on 
the telephone, but most work directly 
with their people. 

Information volunteers are active in 
public education and awareness events 
and in activities like the Speakers Bureau, 
health fairs, vision screenings, community 
service forums, and fund-raising events.­
The majority of these volunteers are blind 
or visually impaired. 

Clerical volunteers help with mailing 
lists, reproduce braille and print materi­
als, send out newsletters and bulk mail, 
and perform other office tasks. Many of 
them are blind or visually impaired. 

Blind and visually impaired volunteers 
also work in the agency's aids and 
appliances store where braille writing ma­
terials, talking calculators, tactile games, 

and similar items are sold. 
Volunteers with other disabilities have 

also found the program accessible. Some 
housebound persons, confined to bed or 
wheelchair, produce tape recordings at 
home. Some do friendly visiting or read­
ing on the telephone. When one client 
was having difficulty finding someone 
nearby to read stock market reports to 
her, a volunteer who lived across town 
but subscribed to the same publication 
read the quotations over the telephone. 

Another volunteer, confined to bed 
with a spinal injury, served as a telephone 
visitor for an isolated elderly woman in 
her neighborhood. 

Some persons whose visual impair­
ment is recent have found new skills and 
resources by volunteering in the store. 
Confidence and self-esteem are built by 
providing needed services. Volunteers 
learn how to keep inventory, make 
change, teach shoppers to use compli­
cated items, and provide information 
about the store's many goods and ser­
vices which are especially designed for 
blind people, or particularly useful to 
them. 

Volunteers with emotional and learning 
disabilities also have been involved in 
the program. A young actress with dys­
lexia found that reading for blind persons 
enhanced her confidence and career. A 
person recovering from a nervous break­
down found stability and comfort from her 
regular volunteer assignment. 

Leaming such saleable skills as hand­
ling cash and receipts, operating office 
machines, working with the public, speak­
ing in public, and becoming familiar with 
professional office environments are ben­
efits of these placements. Also signifi­
cant are such intangibles as feeling good 
and feeling needed. "These intangible 
benefits are important both because of 
the ways in which they help fill up 
people's lives with meaningful activities 
and also because they are another way 
in which volunteering enables handi­
capped people to share mainstream ex­
periences." (Hensley, 1984 ). 

CASE STUDIES 
Five case studies of active volunteers 

who have provided more than 1542 hours 
of service are described below: 
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Vis a volunteer who came to the agency 
a year after becoming blind because of 
diabetes. A homemaker with little job ex­
perience, she felt that working in the 
agency store would teach her skills and 
expertise relevant to her blindness. Now, 
two years later, she trains new volunteers 
and accepts new challenges such as learn­
ing to use and teach others to use a 
Kurzweil Reading Computer. When asked 
how she felt about volunteering, she re­
sponded, "I like it. The experiences are 
challenging." 

W, a semi-retired accountant, is hearing 
impaired. He considers that the best part 
of his volunteer assignments is "seeing 
how my clients cope with their impair­
ments." The four blind persons he reads 
for describe him as "excellent," "wonder­
ful," "very good," and an important part 
of their "remaining independent." 

Volunteer X is blind and has used vol­
unteer readers all her adult life. She is 
an active information volunteer and a 
braille proofreader for the agency in addi­
tion to her full-time paid job for a tax 
agency. "I really enjoy volunteering be­
cause it's a way of giving back what I re­
ceive," she says. 

Volunteer Y is confined to a wheelchair 
as a result of multiple sclerosis and an 
accident. He usually reads to tape, but 
has also read in person to a client who 
came to his home. He says, "It's nice to 
be appreciated," and feels good about 
the "positive reinforcement." 

The death of a family member can be 
an emotionally disabling experience. Z 
came to our agency soon after becoming 
a widow. "It opened up a whole new 
world," she says. "I had to have a reason 
to get up in the morning." Her volunteer 
job turned into paid part-time employ­
ment because of her acquired job skills. 

CONCLUSIONS 
The goal of this program is to enable 

as many people as possible to enjoy the 
benefits and opportunities of volunteer­
ing. At one time the typcial volunteer was 
thought to be a female suburban home­
maker with ample free time and few "pro­
fessional" skills. However, in this program 
most volunteers work full time at paid 
jobs, men and women are represented in 
equal numbers, and volunteers typically 
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may be handicapped persons. The train­
ing and structure of this program pro­
duces volunteers with professional skills 
and meaningful jobs working in an unpaid 
capacity for the agency. We plan to con­
tinue this successful approach in the fu­
ture. 

REFERENCES 
Beugen, P. "Equal Access to Volunteer 

Participation." The Journal of Volunteer Ad­
ministration, 1984, p. I. 

Hensley, G. Involving the Handicapped As Vol­
unteers: A Guidebook. Seattle: Vision Ser­
vices--An Agency for the Visually Im­
paired, 1984. 



1985 National Conference on Volunteerism 

Effective Delegation 
Lynn Jones, PhD 

Administrators working within volun­
teer organizations hold a very key role. 
They cannot afford to rely upon their ef­
forts alone to move the organization for­
ward. Nor can they allow themselves to 
become so elitist that they feel they are 
the only individual in the organization 
who "can do the job correctly." The ad­
ministrator who fails to delegate effec­
tively and efficiently not only holds down 
volunteers who can do the job but also 
hampers maximum organizational output 
as well. 

Administrators generally fail to dele-
gate for five very simple reasons: 

• Fear of losing credit and recognition 

• Fear of competition from volunteers 

• Fear of own weakness being exposed 

• Fear of not having the time or ability 
to provide necessary training 

• Fear of volunteers not being able to 
handle the assignment 

Most of those fears can be overcome if 
the volunteer administrator will design a 
volunteer delegation plan. This plan can 
be based upon a ten step process. 

TEN ESSENTIAL STEPS IN DELEGATION 

/J Explain the Importance of the Task. The 
0~ volunteer may feel that the job is 
a 0 0 important but if you explain the 

importance your volunteer is more likely 
to understand. 

G\ Check on Understanding. You may C2 feel the task is so simple that any-
0000 one would understand, but ,you 

should check, just in case. You may even 
ask the volunteer to explain the assign­
ment as he or she understands it. 

f,J Offer a Challenge. Explain the prob­
~) lem. Admit that you don't know if 
00 00 there is an answer, but you would 

like the volunteer to see if he or she can 
find a solution. Now the task becomes a 
challenge and the volunteer will go for it. 

\LJ. Check Conµdence. Make your volun­LJ teers know that you feel they ar~ 
000° the ones for the task. Don't lel ,. 

them feel they are "just a warm body." 

/J Be Reasonable. Keep the goals for 0 the group or individual's task 
00 00 within reasonable expectancy of 

what can be accomplished, both in time 
and in quantity. 

Ooo 'fl Give Leeway. Most people like to 
do things their way, including you. 
Where possible, keep this in 

mind, and let the volunteers do it "their 
way." If you allow volunteers to offer sug­
gestions, they may come up with a better 
way and certainly will have more en­
thusiasm for the task. 

0 oO 
0~ Delegate Responsibility. When you as­

/ I sign a task give the volunteer the 
responsibility that goes with it. If 

there are decisions to be made, money 
to be spent or people to be supervised, 
let the volunteer handle it without run­
ning back to you for every decision. 

Lynn Jones has worked with the education and coordination of volunteers for fifteen years through the 
Cooperative Extension Service. He has served as a Youth Development Specialist with Missouri, Wisconsin, 
and Oklahoma State Universities. He is currently 4-H Curriculum Development Specialist at Oklahoma 
State University. 
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QOo 
0 Don't Delegate Unfairly. Try not to 

delegate all of the good tasks to 
one or two people, time and time 

again. By the same token, don't use any 
volunteer as a "dumpster" repeatedly for 
the lousy jobs that need doing. Be espe­
cially careful to not dump all of the lousy 
jobs on volunteers; save some of them 
for yourself. 

0 o0 
0~ Don't Expect Perfection. Before you 

delegate determine how impor­
tant your perfection expectations 

are. If you expect everyone to tum out 
work as perfectly as you, you'll probably 
be disappointed. However, with training 
from you, over time, the volunteer may 
far exceed your expectations, even of 
yourself. 

Ooo 
0 Give Recognition. If someone does 

a good job compliment them, 
publicly. Be as specific as possi­

ble. Everyone needs a pat on the back 
and generally the more public, the better. 
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1986 National Conference on Volunteerism 

Silver reflections • 
Golden visions 

October 19--22, 1986 
Buffalo, New York 

The Association for Volunteer Administration has accepted and met the challenges of yesterday and 
today. 

Completion of AV A's silver anniversary year paves the way to vision of a brighter, golden tomorrow. 
The 1986 National Conference on Volunteerism is the ffrst step to gold. Join us in October, 1986 

in Buffalo, N.Y.--an historic city with its own silver reffections and golden visions. Together we will 
explore the challenges of our future and join to ignite the change. 

Opening events begin Sunday, October 19 at 1 :30 p.m.: registration starts at 10:00 
a.m. Closing ceremonies end at 3:00 p.m. Wednesday, October 22. 

You will enjoy accommodations at the splendid, historic Hyatt Regency Buffalo in the heart of 
downtown, the elegant new Hilton close to the waterfront, or the newly remodeled Best Western-all 
at attractive conference rates. 

KEYNOTE SPEAKERS include: 
Loret Ruppe-Director of the Peace Corps 

Dr. Sidney J. Parnes-Futurist, Author of The Magic of Your Mind, 
Professor Emeritus of Creative Studies 

Marlene Wilson-National Trainer/Consultant, Author of Survival Skills for Managers 
Miriam Karlins-Founding president of AVA 
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Moving into the '90s requires aggressive leadership and unique management 
skills that will prepare us for the society of the future. Program designers address 
the challenge with state-of-the-art workshops in pleasant, comfortable conference 
facilities at the Hyatt Regency Buffalo and the Buffalo Convention Center. Each 
track offers sessions for the beginner, the intermediate and the advanced participant. 

• ADVOCACY: Discover effective "how to's" for: political, legislative, and gov­
ernment relations; use of power and persuasion; grantsmanship; negotiation 
and mediation. 
• CREATIVE PROBLEM-SOLVING: Observe and practice skills that facilitate 
problem solving utilizing group and individual centered models. 
• INFORMATION and COMMUNICATION EXPLOSION: Learn about the 
technology of the future; computers, graphics, telecommunications, and how 
they impact on the efficient delivery of services. 
• MANAGEMENT: Enhance present skills, develop new skills in administra­
tion/management; recruitment/training; group dynamics/organizational be­
havior; marketing/public relations. 
• PSYCHOLOGY of VOLUNTEERISM: Explore behavioral styles, values clarifi­
cation, interpersonal communications skills, motivation, staff relations, and pro­
fessional development. 
• SOCIETY and VOLUNTEERISM: Investigate how changing social needs and 
lifestyles suggest the framework of the future for volunteer organizations. 

AVA offers select events: 
• AVA Certification Workshops - AVA National Meeting - AVA Regional Meetings 
• National Awards Program 
• Seminars for AVA Certification Trainers 

For your pleasure, special events offer an opportunity to experience the beauty, 
the history and the flavor of Buffalo and the Niagara Region. 
• THEATER NIGHT: Share the excitement of an evening at Buffalo's magnificent Shea's 
Theater, nationally celebrated for its outstanding productions. 
• NIAGARA FALLS VISIT: Feel the power and exhilaration emitted by nature's 
breathtaking phenomenon. See the Falls from the Maid of the Mist boat below, then 
from the Skylon Tower over 800 feet above, providing both the U.S. and the Canadian 
points of view. 
• SHOPPING EXTRAVAGANZA: Enjoy fantastic savings on name brands and designer 
merchandise on the factory outlet tour. You'll even have a few minutes to catch a 
glimpse of Niagara Falls. 
• SPECTACULAR AUTUMN FOLIAGE TOUR: Regale in the beauty of Letchworth State 
Park, "Grand Canyon of the East," offering waterfalls and scenic vistas. Lunch or dinner 
at the charming Glen Iris Inn is included. 
• WINE TASTING GETAWAY: Escape to Woodbury Winery for relaxing gourmet sampl­
ing of wines, plus you will visit an Amish gift shop and the Christmas Store. 
• The Albright Knox Art Gallery, bus and walking tours of Buffalo, and the national, 
historic Allentown area are also available. 
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Take advantage of the opportunity to receive SPECIAL TREATMENT. 
ACTION PLAN TRAVEL is the official travel planner for the 1986 National Con­

ference on Volunteerism, and American Airlines is the official carrier. 
ACTION PLAN TRAVEL and American Airlines will assist you with ALL your 

travel needs from solving scheduling problems or incorporating vacation plans 
to confirming final arrangements through their toll-free "One Call Services" featur­
ing: 

• The lowest discount round-trip airfares between your home and Buffalo, NY, 
on any airline. 

• Automatic 35% discount on American Airlines full coach fares. 
• Advance mailed tickets. 
• Credit card or cash payment options. 
• Preassigned seating, pre-ordered meals, and advance boarding passes on 

most airlines. 
• Frequent Traveler Program Enrollment 
• Greeting at Buffalo International Airport 
• Prearranged discounted ground transportation to your hotel. 
• Car rental discounts. 

Call the toll-free numbers to make all airline and hotel travel arrangements or to 
request more information on travel, the conference, or AVA: 

American Airlines 
Meeting Services 

1-800-433-1790 
Request STAR FILE 091204 

OR 
ACTION PLAN TRAVEL 

1-800-828-5808 
(tone) 2772 

Request STAR FILE AVA86NCV 
OR write: 

ACTION PLAN TRAVEL OF BUFFALO, INC. 
237 Main Street, Suite 630 

Buffalo, NY 14203 
Attn: AVA 86 NCV 

716-856-1290 
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HOTEL RATES 
Headquarters­

Hyatt Regency 
Buffalo Hilton Hotel 
Best Western Hotel 

Single 

$66.00 
56.00 
38.00 

Double 

$76.00 
68.00 
42.00 

Triple 

$86.00 
78.00 
47.00 

(3% room tax and 8% sales tax will be added to all hotel/motel bills) 
Shuttle service available from non-headquarters hotels. 

Registration forms will be mailed May 27. 

Registration Fees: 
AVA Member 
Affiliate Member 
Non AVA Member 

Early 
Bird 
$140 

155 
170 

Regular 
$190 

205 
220 

EARLY BIRD REGISTRATION ENDS JULY 15, 1986. 

For more information contact: 
1986 National Conference on Volunteerism 
786 Delaware Avenue 
Buffalo, NY 14209 

or tfie AVA National Office, P.O.Box 4584, Boulder, CO 80306. 
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Late 
$210 

225 
240 

Quad 

$96.00 
88.00 
52.00 

Daily 
$75 

80 
85 



I. CONTENT 

THE JOURNAL OF 
VOLUNTEER 

ADMINISTRATION 
P.O. Box 4584 •Boulder CO 80306 • 303 497-0238 

GUIDELINES FOR SUBMITTING MANUSCRIPTS 

A. THE JOURNAL OF VOLUNTEER ADMINISTRATION provides a forum for the exchange of ideas and 
the sharing of knowledge about volunteer administration. Articles may address practical concerns in 
the management of volunteer programs, philosophical issues in volunteerism, and significant applicable 
research. 
B. Articles may focus on volunteering in any type of setting. In fact, THE JOURNAL encourages articles 
dealing with areas less-visible than the more traditional health, social services, and education settings. 
Also, manuscripts may cover both formal volunteering and informal volunteering (self-help, community 
organization, etc.). Models of volunteer programming may come from the voluntary sector, government­
related agencies, or the business world. 
C. Please note that this JOURNAL deals with volunteerism, not voluntarism. This is an important distinction. 
For clarification, here are some working definitions: 

volunteerism: anything related to volunteers or volunteer programs, regardless of setting, funding base, 
etc. (so includes government-related volunteers) 
voluntarism: refers to anything voluntary in our society, including religion; basically refers to voluntary 
agencies (with volunteer boards and private funding)---and voluntary agencies do not always utilize 
volunteers. 

Our readership and focus is concerned with anything regarding volunteers. A general article about, for 
example, changes in Federal funding patterns may be of value to executives of voluntary agencies, but 
not to administrators of volunteer programs necessarily. If this distinction is still unclear, feel free to 
inquire further and we will attempt to categorize your manuscript subject for you. 
D. THE JOURNAL is seeking articles with a "timeless" quality. Press releases or articles simply describ­
ing a new program are not sufficient. We want to go beyond "show and tell" to deal with substantive 
questions such as: 

-why was the program initiated in the first place? what obstacles had to be overcome? 
-what advice would the author give to others attempting a similar program? 
-what might the author do differently if given a second chance? 
-what might need adaptation if the program were duplicated elsewhere? 

Articles must be conscious demonstrations of an issue or a principle. 
II. PROCEDURE 

A. The author must send three (3) copies of the manuscript to: 
AVA 
P.O. Box 4584 
Boulder, CO 80306 

B. Manuscripts may be submitted at any time during the year, but the following are the deadlines 
for consideration for publication in each issue: 

for the October issue: manuscripts are due on the l 5tli of July. 
for the January issue: manuscripts are due on the l 5tli of October. 
for the April issue: manuscripts are due on the 15tli of January. 
for the July issue: manuscripts are due on the l 5tli of April. 

C. With the three copies of the manuscript, authors must send the following: 
I. a one-paragraph biography, highlighting the author's background in volunteerism; 
2. a cover letter authorizing THE JOURNAL OF VOLUNTEER ADMINISTRATION to publish the sub­
mitted article, if found acceptable; 
3. mailing address(es) and telephone number(s) for each author credited. 
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D. Articles will be reviewed by a panel of Reviewing Editors. The author's name will be removed 
prior to this review to assure full impartiality. The review process takes six weeks to three months. 

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

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

Ill. STYLE 
A. Manuscripts should be ten to thirty pages in length, with some exceptions. 
B. Manuscripts should be typed, double-spaced on 81/:z'' x 11" paper. 
C. Manuscripts should be submitted with a title page containing title and author and which can be 
removed for the "blind" review process. Author's name should not appear on the text pages, but the 
article title may be repeated (or a key word used) at the top of each text page. 
D. Footnotes should appear at the end of the manuscripts, followed by references listed alphabetically 
(please append an accurate, complete bibliography in proper form). 
E. Authors are advised to use non-sexist language. Pluralize or use he/she. 
F. Contractions should not be used unless in a quotation. 
G. First person articles are acceptable, especially if the content of the article draws heavily upon the 
experiences of the author. This is a matter of personal choice for each author, but the style should be 
consistent throughout the article. 

H. Authors are encouraged to use interior headings to aid the reader in keeping up with a lengthy 
article. This means breaking up the text at logical intervals with introductory "titles." Refer to issues 
of THE JOURNAL for sample headings. 

I. Illustrations (photographs, artwork) will only be used in rare instances in which the illustrations are 
integral to the content of the article. Generally such artwork will not be accepted. 
J. Figures and charts should be submitted only when absolutely necessary to the text of the manuscript. 
Because of the difficulty we have in typesetting figures and charts, authors are requested to submit 
such pieces in camera-ready form. Figures and charts will generally be placed at the end of an article. 

THE JOURNAL OF VOLUNTEER ADMINISTRATION welcomes your interest in our publication. We are 
ready and willing to work collaboratively with authors to produce the best possible article. Please feel 
free to submit outlines or first drafts to receive initial response from us. If your work is not accepted on 
the first try, we encourage you to rewrite your manuscript and resubmit. 
Further questions may be directed either to our administrative offices in Boulder or to Susan Ellis, 
Editor-in-Chief (215-438-8342). 
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ANSWERS 

• UPDATE-a monthly newsletter 

Association for 

Volunteer 

Administration 

• THE JOURNAL OF VOLUNTEER ADMINISTRATION-a quarterly profes­
sional journal 

• VOLUNTARY ACTION LEADERSHIP-a quarterly magazine 
• NATIONAL ISSUES UPDATE-a quarterly letter 

VARIED GROWTH OPPORTUNITES 

• through PARTICIPATION in local and regional cluster 
groups 

• through INTERACTION with other AVA members who are 
leaders in the field of volunteer administration 

• through CONTACT with noted authors, philosophers, 
trainers, educators, researchers, consultants, volunteer 
administrators 

AccEss To PROFESSIONAL DEVELOPMENT RESOURCES 

• Annual National Conference on Volunteerism 
• Regional Conferences 
• Performance-based AVA Certification Program 

Membership 
Application 

• AVA Membership Resource Directory 

Name _________________ _ 

Title _________________ _ 

Organization ______________ _ 

Address ________________ _ 

Telephone: Work _____ ~Home _____ _ 

SS# _________________ _ 
(For I.D. purposes only) 

__ Check enclosed payable to 
Association of Volunteer Administration (only 
checks payable through U.S. bank accepted) 

__ Charge to my VISNMASTERCHARGE Card: 

VISA Card# ______________ _ 

MC Card#---------------­

Interbank #---------------­
Expiration Date __ 

Signature _____________ _ 

MEMBERSHIP CATEGORIES: 

__ Active-Dues $60 Annually 
For persons actively involved in the field of 
volunteer administration, consultants, 
educators and researchers. 

__ Associate-Dues $40 Annually 
For retired volunteer administrators and 
others interested - but not active - in the 
field of volunteer administration. 

__ Student-Dues $30 Annually 
For persons preparing for a career in 
volunteer administration. 

__ I also want to make a Tax Deductible 
Contribution to AVA in the amount of$ __ 

Complete and Return To: 

The Association for Volunteer Administration 
P.O. Box 4584 
Boulder, Colorado 80306 

Telephone: (303) 497-0238 

Membership is not transferable. 
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Subscription Form 

D I would like to join the Association for Volunteer Administration and receive The 
Journal as a benefit of membership. Please send me more information. 

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

* I would like to subcrlbe to The Journal of Volunteer Administration for three years 
(twelve issues) at $50. 

Name __________________________ _ 
Title __________________________ _ 
Organization _______________________ _ 

Address--------------------------
________________________ fp ____ _ 

□Check or money order (payable in 
$US) enclosed, made out to: Association 
for Volunteer Administration. Please 
note: subscribers outside the United 
States must add $3.00 per year for 
additional postage and hand lings costs. 

D Charge to my D VISA D MasterCard 

Card No. __________ _ 
Expiration Date ________ _ 
Signature __________ _ 

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

L-----------~-------•--••••••••••••-••••••••••••••••••••~ 

THE JOURNAL OF VOLUNTEER ADMINISTRATION 
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Susan J. Ellis, Energize Associates, Philadelphia, 

Pennsylvania 
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ASSOCIATION FOR VOLUNTEER ADMINISTRATION 

INSIDE ... a sampling of the 1985 National Conference on Volunteerism ... 
(and a preview of this year's National Conference) ... Plan to be with AVA 
in Buffalo! 

"SILVER REFLECTIONS ... GOLDEN VISIONS" 
1986 National Conference on Volunteerism 

October I 9~22, I 986 
Buffalo, New York 

Early Bird Registration begins in May, 1986. 
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