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As I See It 
Volunteerism is 
in Jeopardy 

By James C. Thomson, Jr. 

A former staff member of the Stu
dent Christian Movement in the 
Middle At/an tic Region and an 
organizer of the VAC of Central 
Maryland while assistant director 
of the Baltimore Urban Coalition. 
James Thomson is currently the 
director of the Maryland Service 
Corps. 

PROFESSIONALS IN VOLUNTEERISM ARE FACED 
with a dilemma. On the one hand. inflationary pres
sures are "pricing" many volunteers out of the 

"market." It seems appropriate. therefore. to support efforts 
to increase reimbursement for out-of-pocket expenses and 
to raise federal and state tax deductions for mileage. On the 
other hand. unlike other professions in human resources. 
volunteer leaders appear to be relatively silent about the po
tential consequences for volunteerism of the federal thrust 
to reduce support for human services. We appear to be more 
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concerned about volunteers than we are about human ser
vices. 

The question we must ask is. "What impact on volunteer
ism can we project. and what should our response be?" The 
question implies that volunteerism is monolithic. In an im
,portant sense it is. Intuitively we share the feeling that 
volunteerism-as-we-know-it is in jeopardy; but we have 
done little to articulate the nature of the jeopardy. We are 
fighting in the dark, without having decided whether to fight 
or to roll with the punches. 

What is our problem? 
A piece of the problem is our penchant for nostalgia. We 

love to reflect upon what we perceive as voluntary action in 
the distant past. It provides a basis for justifying who we are 
and what we do as volunteers or volunteer administrators. 
At the same time, we appear to be much less aware of our 
more recent history, which leads to unconscious distortions 
of our distant vision. We tend to forget that the very term 
volunteerism received more or less official sanction only 
within the last five or six years. Remember the debates 
about spelling-whether it should be -arism or -eerism? 

I sometimes have the impression that if he had not been 
"rediscovered" by volunteerism. Alexis de Tocqueville 
might be like the Dodo bird. Not only did Tocqueville not 
use the vocabulary of modern volunteerism. his perspective 
was very different as well. He did not interpret his observa
tions of America through the eyes of "volunteering" or 
"voluntary action." As a member of the French Chamber of 
Deputies at the outbreak of the French Revolution of 1848. 
his attention was on democratic governance. His visit to our 
shores at age 26, in 1931. reinforced his conviction that 
citizens could govern themselves; that ordinary folk could 
manage quite well without government help or interference. 
The ti tie of his two-volume work we most frequently quote 
is Democracy In America. 

Another piece of our problem is our lack of appreciation 
of the fact that voluntary action has always been tied to the 
economy of the nation. As the form of the economy 
changes. the forms of voluntary action change. If we cannot 
see how it has changed. we may assume ii will not change. 
And here. too. the vocabulary of volunteerism may hide the 
truth. Let me illustrate this in two ways: 

One of our favorite words is fabric. as in "fabric of volun
teering." Another is field, as in "field of volunteerism." Fre
quently these words are used synonymously, but I offer dis
tinctive meanings. 

For commercial purposes. fabric is woven in a long. con
tinuous process. You and I do not wear fabric; we wear 
dresses and suits which are made of fabric that has been cut 
up and put together in a pattern to serve a particular pur
pose. As an illustration of a field. a patchwork quilt is a com
posite of pieces of fabric. put together within recognized 
perimeters. to serve a particular function. 

It is appropriate to think in terms of the continuous weav
ing of the "fabric of voluntary action." but it is confusing, if 
not misleading. to believe that the "field of volunteerism" 
dates back to the 17th or 18th century. It is of much more re
cent design and function. 

My second illustration comes from a recent article in 
Voluntary Action Leadership (spring 1981). which uses 
another favorite. but negative, word in our field: paid. In his 

(Continued on page 32) 
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Since nonprofit organizations 
can no longer depend upon 
high levels of government 
funding, they must now begin 
to develop strategies for 
securing alternative funding 
from both individual citizens 
and corporations. To do this, 
the volunteer sector must be 
ready to present a credible 
case. It must explore future 
needs and how those needs 
may be changing in the last two decades of this century. 
Included in this forecast would be traditional health, 
education, welfare and recreation needs normally 
served by voluntary organizations as well as such less 
traditional needs as child care, Job guidance and 
retraining, personal security involving crime, mental 
health needs due to failure of institutions, the issue of 
privacy. 

The next step is to list in priority order those needs 
the volunteer organization will attempt to meet and how 
it will meet them. Every organization has limited 
resources; organizational goals must be realistically 
establlshed in light of anticipated resources. 

With such long-range strategic planning, the volun
teer sector can make a stronger case in both the busi
ness and government sectors for securing funding and 
support.-Robert Van Fossan. chairman and chief execu
tive officer of Mutual Benefit Life Insurance Company, at 
VOLUNTEER's National Conference on Citizen Involve
ment, New Haven, Conn., June 1981. 

''IT'S TIME TO EVALUATE" WAS 
the original title of this column, which focused 
on our cover feature-volunteer program evalua

tion. But the day before this issue was to go to press, 
VOLUNTEER got word that the White House was 
about to approve plans for a national volunteer awards 
program. We decided to delay publication for the an
nouncement and feel it was worth the wait, as now 
you can be the first to know about this exciting new 
recognition program. Here are the details: 
• Called the President's Volunteer Action Awards, 
the program became official in early December. 
• VOLUNTEER and ACTION, the federal volunteer 
agency, are the cosponsors of the program, although 
VOLUNTEER is seeking private-sector funding and 
in-kind services to cover all costs of the program. 
• The program will honor individual citizens as well 
as volunteer groups for their outstanding contributions 
to problem-solving in their communities in one of the 
following areas: jobs, health, material resources, 
education, recreation and the environment, public 
safety and arts and humanities. 
• President Reagan will present the awards at a 
special White House ceremony during the week of 
April 12-16. This scheduling will allow award winners 
to participate in hometown celebrations of National 
Volunteer Week, which begins April 18. 
• Nomination forms will be distributed to Voluntary 
Action Centers, state offices of volunteerism, VOLUN
TEER's Associates, national volunteer organizations, 
corporations with employee volunteer programs, labor 
unions, civic, religious and fraternal organizations, and 
ACTION's regional and state offices, programs and 
grantees. 

You may obtain copies of this form and instructions 
by writing to: The President's Volunteer Action 
Awards, PO Box 37488, Washington, DC 20013. The 
deadline for nominations is February 7, 1982. 

Getting back to the issue "in hand," I think you'll 
welcome the section on evaluation as a timely tool for 
assessing your program's strengths, weaknesses and 
future direction. Beginning on page 22, Michael Marx, 
Timothy Brady and Jeff Pryor discuss ways to evaluate 
various volunteer program components. 

And don't miss Doug Mosel's Communications 
Workshop (page 18) on an important individual mea
sure of evaluation-rating your leadership and/or par
ticipatory role in meetings. 

In the next issue we'll bring you the annual status 
report on volunteering, featuring highlights of and 
reactions to the recent Gallup survey on volunteering. 
There also will be "how-Io's" on two successful volun
teer recruitment projects. See you then. 
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Voluntary Action 

Court-Refened Volunteers Increase 
By Julie M. Jones 

• A 73 year-old, French-born man is 
convicted of drunk driving. The judge 
requires him to do 90 hours of volun
teer work. He us,es his 60 years of pro
fessional ballet experience to instruct 
children and adults at the YWCA and 
ends up providing almost four times 
the number of hours of instruction 
originally required. 
• A man charged with possession of 
marijuana is directed by a court to 

spend 40 hours delivering food to 
homebound senior citizens for the 
Meals on Wheels program. During one 
delivery he uses his knowledge of car
dio-pulmonary resuscitation to save an 
elderly man's life and later is honored 
for providing outstanding service. 
• A reckless driving conviction brings 
a man with significant experience and 
achievement in football and self
defense to work for 40 unpaid hours in 

Court-referred volunteer at work in Los Angeles Area American Red Cross Office. 
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a recreation program. He finishes his 
"time," decides to continue and 
coaches the football team to league vic
tory. He ends up with a permanent job 
with the recreation program. 
• A 21-year-old college student is re
quired by a court to put in 100 hours of 
community service work during a 
spring flood in Southern California. He 
works with the Red Cross to help 
evacuate families and with a food 
airlift operation. Later he becomes part 
of a helicopter damage survey team 
and coordinates volunteers for disaster 
clean-up. 

These people are part of the in
creasingly popular form of volunteer
ing known as "court-referral-com
munity service:' In more and more 
communities nationwide. local judges 
are choosing to impose "sentences" of 
voluntary service for usually minor. 
but sometimes serious, infractions of 
the law. 

At the San Fernando Valley Volun
teer Bureau outside Los Angeles, 81 
percent of its placements in 1980 were 
for court-referred volunteers, reports 
Director Bonnie Rams. Throughout 
California. an average of more than 
3,000 community service orders are 
handed down each month. In the first 

Julie Jones, a monagemen t trainer. 
works with the Kellogg-United Way 
Training Center in Los Angeles. which 
develops citizen boards of directors for 
voluntary agencies. 
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volunteer programs. 

$3.00 

Order from: 
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quarter of 1981, 63 percent of the 
volunteers referred to the San Fernan
do Valley Volunteer Bureau had been 
convicted of minor traffic and misde
meanor violations, 32 percent for major 
traffic violations and 5 percent for 
felonies. 

When the program first started in 
Alameda County. California. in 1966, 
sentiment was against using the pro
gram for people who had committed 
felonies. Society and judges thought 
felons should be treated punitively. But 
since then, an increasing number of 
Californians convicted of drunk driv
ing, robbery, extortion, arson and other 
felonies have been included. 

Whether an offender will receive a 
community service sentence and for 
what length of time is determined 
solely by the judge. If a defendant feels 
that he or she is receiving an unfairly 
harsh community service sentence, he/ 
she can refuse it and take the standard 
fine or jail sentence instead. 

In the Los Angeles area. volunteer 
assignments are made to day-care cen
ters, hospitals. thrift shops. United 
Way agencies, the Alcoholism Council, 
the Red Cross, March of Dimes, lib
raries and free clinics, among others. 
The work they do at the agency can 
range from maintenance to highly 
skilled jobs, depending on an in
dividual's background. Court-referred 
volunteers with substantial knowledge 
of accounting, photography, art and 
cardiopulmonary resuscitation have 
served in San Fernando Valley agen
cies. 

Judges using court-referral com
munity service list its many advan
tages over the traditional system. Judge 
Jacqueline Taber of Oakland in North
ern California says, "People in Oakland 
who become court-referred volunteers 
are frequently very poor but have 
pride. The vicious cycle of not getting 
a job because of lack of experience can 
be relieved by this type of program." 

Not only can volunteer service pro
vide experience for getting a job, but it 
also can lead to permanent employ
ment, as agencies sometimes will hire 
a person who has done a particularly 
good job. Other judges have pointed out 
that jail will foster hostility, an 
especially unfortunate consequence 
for someone who simply couldn't pay a 
fine. The reasons court-referred volun-

leers themselves have given for liking 
the program are. simply. it avoids a 
fine. keeps them out of jail and is an 
encouraging experience. 

Court-referral community service 
was created to benefit people convicted 
of minor and other infractions of the 
law. but the general community also 
gains. Los Angeles area Judge Eric 
Younger says, "It's good for the com
munity to know that those found guilty 
of violating laws are doing something 
worthwhile. And the program's good 
economically for the agencies." The 
volunteer agency gets labor it some
times would have to pay for from 
scarce funds. 

City governments also reduce their 
costs when they don't have to house 
someone in a jail facility and victims of 
crimes can also benefit. In Quincy, 
Mass., and Winona, Minn., successful 
court-referral community service has 
been combined with restitution pro
grams. which allow those convicted of 
crimes involving a victim an oppor
tunity to "pay back" the victim, either 
monetarily or through direct service. 

IYDP Spurs 
New Programs 
for the Disabled 
By Linda Thornburg 

This year a bank in Albuquerque. 
New Mexico, lowered its teller win
dows for wheelchair customers. taught 
staff how to sign for the hearing im
paired. printed bank statements in 
large type and braille for the visually 
impaired, and developed special 
classes in fundamentals of banking for 
the mentally retarded. This "special 
needs program" wasn't implemented 
in 1981 by chance. This is IYDP. 

The initials stand for International 
Year of Disabled Persons, but they 
might represent initiative. yearning, 
discipline and planning-qualities 
which have characterized activities 
undertaken during 1981 by the dis
abled community and its supporters. In 
the United States. IYDP has meant in-

Lindo Thornburg is a free-lance writer 
in the Washington. D.C. area. 
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creased awareness of the needs and 
desires of 35 million disabled Ameri
cans and the initiation of both 
grassroots and national programs 
which address those needs. 

In 1976, the United Nations resolved 
that 1981 should be IYDP. Three years 
ago. at a "Call to Action" conference at 
Gallaudet College in Washington, D.C., 
the U.S. Council for [YDP was formed. 
A private. nonprofit organization. the 
Council's mission is to promote the full 
participation in society of American 
disabled citizens. By the fall of 1981, 
1,850 communities, 270 corporations 
and 330 national organizations had 
joined the Council's network. 

The Council's nine goals are realized 
in a variety of ways. Expanded educa
tional opportunity, for example. is ac
complished through the use of such 
tools as scholarships. like the Michael 
T. Olney Scholarship Award for han
dicapped students in Aiken County. 
South Carolina, and UNICEF's "The 
Global Story of Disabilities:• an aid for 
teachers of 9 to 13 year olds. 

Improved access to housing. build
ings and transportation is being 
achieved through programs like the 
one implemented by the Bank of Albu
querque or through the plans of Safe
way Stores. which soon will have 
shopping carts that can be navigated by 
a person in a wheelchair. 

Initiatives to meet the goal of greater 
opportunity for employment are aimed 
at reducing the one-out-of-four 
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unemployment rate among disabled 
Americans. A program in electronics 
skills training, for example, is offered 
at the Triangle Training Center in 
Malden. Mass., where the disabled pre
pare for employment. At Monterey 
High School in Lubbock, Texas, emo
tionally disturbed, learning disabled 
and mentally retarded students now 
staff the student employment office. 
And a seminar sponsored by the Penn
sylvania Bureau of Vocational 
Rehabilitation in Johnstown, Pa .. helps 
employers understand and accommo
date disabled employees. 

To give the disabled more oppor
tunity for participation in recreational, 
social and cultural events, com
munities are planning happenings like 
Dallas' Shakespeare Arts Fair. which 
features a theatre for the deaf, and the 
National Wheelchair Tennis Cham
pionships, held in Irvine. Calif. 

The goal of expanded rehabilitation 
programs is being met by services like 
that in Garfield Heights, Ohio. where 
the disabled can get information 24 
hours a day on physician referrals. 
compliance with federal laws and com
munity services. and answers toques
tions about specific disabilities. The 
American Society of Allied Health 
Professions is sponsoring ten regional 
workshops for leaders in clinical 
health to improve services for disabled 
youth and their families. 

Reducing disabilities through acci
dent and disease prevention is being 
accomplished with seminars like the 
one sponsored by the Immanuel Medi
cal Center in Omaha, Neb., for stroke 
patients. their friends and families. In 
Eureka. Calif.. the Humboldt Child 
Passenger Safety Association launched 
a car seat loan program where parents 
can rent seats for their children if they 
are unable to buy them. 

The Organization for Use of the 
Telephone recently has negotiated 
with C&P Telephone Co. in Maryland 
to install telephones which transmit 
sound through hearing aid telephone 
pick-ups in hospital patients' rooms. 
This program and print resources, such 
as Persona/ Computers for the 
Physically Disabled, are meeting the 
goal of "technology to ameliorate the 
effects of disability:' 

The ninth goal of the Council is to 
exchange information and experience 

for the benefit of disabled persons with 
such initiatives as that of the IYDP 
Committee in Miami. which has 

reached an agreement with certain 
Central and South American govern
ments to share information about com
munity services and training for the 
disabled. 

The U.S. Council's role in these ac
tivities is to disseminate information 
and to provide technical expertise. en
couragement, and information to those 
corporate, community and national 
organizations which have become its 
partners. 

In many communities. committees 
have formed. set goals and imple
mented plans. On the corporate level, 
businesses have used their resources to 
provide training for the disabled. to ac
commodate their needs. and to im
prove technology to mitigate the effect 
of handicaps. 

Funded largely by donations from 
industry, the Council does not funnel 
money to any of the partners, but has 
provided aid in the form of public ser
vice announcements and media ex
posure. The Council currently receives 
about 200 press clippings a day on the 
disabled and local IYDP activities. 

Alan Reich. president of the Coun
cil. says, "The Council has undergone a 
process of goal-setting- to develop 
goals we feel are important for a long
term program and which should con
tinue. even after the Council itself is 
dissolved at the end of the year." 
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Attomey for Homeless 
Worked in Two Worlds 
By Robin Herman 

Copyright ~1981 by The New York 
Times Company. Reprinted by permis
sion. 

New York City's tens of thousands of 
homeless men did not appoint Robert 
Hayes to represent them, nor did a 
social service agency knock on his 
door and ask him to take their case. 

As the young lawyer put it, "I'm just 
an ordinary guy who got mad:' 

Last Wednesday, his three years of 
work on their behalf culminated when 
city officials signed an agreement with 
Mr. Hayes that will require New York 
City to provide clean and safe shelter 
to any man who asks for it. 

As colleagues poked their heads in 
his office at the Sullivan & Cromwell 
law firm to offer congratulations and 
local television stations called for in
terviews. Mr. Hayes. somewhat 
abashed, described the dichotomy that 
had developed in his life during his 
work on the volunteer case. 

Worked in Two Worlds 
By day he would tread on soft beige 

carpeting in the hushed offices of his 
firm and work on antitrust and 
securities cases. At night he would 
walk the Bowery. talking to his new
found clients. the bedraggled men who 
check in at the Men's Shelter and are 
sent to cheap hotels in the area or to 
the city's large shelter on Wards Island. 
His colleagues have chided him that 
his uneven red beard helped him look 
more "homeless." 

"Personally it's very troubling to go 
from large corporate offices to a flop
house:· he said. "It's schizoid. You see 
the affluent people and the utter pover
ty of others. It requires a lot of long 
walks at night to try to understand." 

He was 25 years old when he first 
started the case against the city and 
state social-services departments. He 
graduated from the New York Univer
sity School of Law, where he had 
crossed Washington Square Park each 
day and gotten a close look at the city's 
wayward population. His apartment on 

West 16th Street provided another van
tage point. 

Some people can pass the city's 
vagrants like another piece of scenery 
on the walk home. but Mr. Hayes has 
never been able to. "I had to do some
thing." he said. "It became something 
of an obsession. The Supreme Court 
talks about insular minorities-racial 
minorities, illegal aliens-but I can 
think of no more disenfranchised 
minority than the homeless:' 

Firm Backs Pro Bono Work 
Sullivan & Cromwell approved his 

pro bono work, and for the sake of 
credibility. he said, he sought the im
primatur of the Legal Aid Society's 
volunteer division, which became the 
attorney of record. While this firm sup
plied secretarial help, he and Wendy 
Addiss, another lawyer working with 
him, held a fund-raising affair at an art 
gallery to cover expenses. 

Finding six representatives of the 
class he intended to help was easy. At 
the Holy Name Center for Homeless 
Men on the Bowery, he encountered 
Robert Callahan. an effervescent 
vagrant and self-styled "Mayor of the 
Bowery;' who quickly recruited other 
men. 

Once the men began to trust Mr. 
Hayes, the group developed something 
of a team spirit. He checked with them 
every 10 days for progress reports after 
he had won a preliminary injunction, 
and they consoled him when there 

were setbacks in the litigation. At their 
first Christmas, Mr. Hayes invited them 
to his apartment for a turkey dinner
"the first turkey 1 ever cooked:' 

3 Clients Missing 
When the consent decree was 

signed, Mr. Hayes hailed it as a recog
nition by the state of the right to 
shelter-a right he had interpreted in 
the language of the State Constitution. 
He found two of his original clients 
and told them the news, but three 
others were somewhere on the streets. 
out of touch for months now. The 
Mayor of the Bowery was found dead 
on Spring Street last fall. 

Mr. Hayes believes his impulse to 
help the homeless is not extraordinary. 
"City Hall seems convinced the 
message from the grass roots is the 
worst - ship them out," he said. 
"Mayor Koch is mimicking the worst 
instinct of the community and not 
listening to the voices of the decent 
people asking for shelters. We need the 
government to catch up." 

Four community boards, in fact. have 
passed resolutions asking the city for 
community-based shelters rather than 
the large. remote buildings Mayor 
Koch proposes. The boards recognize, 
Mr. Hayes said. that the homeless will 
remain on the stoops of the neighbor
hood unless they can find shelter near
by. 

Legal Aid a Quiet Partner 
The Legal Aid Society has not 

publicized its involvement in the case, 
although David Weschler, head of its 
volunteer division, said it "established 
really landmark rights to shelter for 
the homeless." He explained that the 
large Wards Island shelter, which the 
city will expand to meet the consent 
decree's requirements, adjoined the 
neighborhood housing Legal Aid's of
fices. 

"That may be the reason for the low 
profile:· Mr. Weschler said. "Our own 
community may be the ones to suffer 
the most:' 

But he reiterated Mr. Hayes' point 
about the necessity of community
based shelters. "It's really a choice," he 
said. "between communities taking 
care of their own in the community or 
they will continue to sleep on 
doorsteps:' 
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Teens Promote 
Traffic Safety 
By Beth Gill and Jessie Bond 

In more than 200 high schools and 
colleges around the country. teens have 
taken to the halls and to the streets to 
promote traffic safety. Through such 
activities as education and information 
campaigns. community surveys, and 
elementary school safety classes, 
safety clubs from these schools have 
made traffic safety a vital part of their 
schools and their communities. 

The four programs featured below 
are among ten traffic safety projects 
that received special recognition from 
the National Student Safety Program 
(NSSP) for their recent traffic safety 
efforts. 

Woodburn High Youth in 
Education for Learning Safety 

At Woodburn High School in Wood
burn, Oregon, last year, more than 150 
students actively participated in a stu
dent safety club called "WHYELS" 
(prounced "wheels"), which stands for 
Woodburn High Youth in Education 
for Learning Safety. WHYELS seeks to 
make its school and community more 
conscious about traffic safety concerns 
through such activities as its annual 
sponsorship of "Safety CitY:' a three
week course for a group of trainable 
mentally retarded teens. WHYELS 
members use a cardboard replica of a 
town with a church, fire department, 
street and stop signs, which they set up 
in the school gym and use to teach the 
basic principles of pedestrian safety. 
Last year, some of these teens did not 
know the difference between the side. 
curbs and street when they started the 
"Safety City" course. Three weeks 
later, however, they were downtown 
safely crossing streets. 

Golden Rule Safety Council 
For more than 28 years, the Golden 

Rule Safety Council of Owensville 
High School in Owensville. Missouri. 

Beth Gill is the project director for 
VOLUNTEER's Citizen Involvement in 
Highway Traffic Safety Program. Jessie 
Bond is a consultant to the project. 
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has planned and conducted projects on 
a spectrum of safety issues, including 
traffic safety. With 205 current mem
bers (more than half of the student 
body). this club has been involved in 
such activities as teaching bicycle and 
school bus safety tips to younger stu-

TEXAS YOUTH SAFETY 

Olllo• ol Tralllo aal•I• T•••• aat•llf AseoolaHon 
T•••• •••oolallon ol e1ue1an1 Counolls T•••• aduoallon Agena• 

Four safety-conscious organizations, 
including the Texas Association of 
Student Councils, produce this 
newsletter for Texas youths. 

dents and conducting surprise seat-belt 
checks on their fellow students. 

During the 1980-81 school year, 
Golden Rule's traffic safety committee 
conducted a survey of hazardous inter
sections in the community. Committee 
members divided into teams, each 
assigned to an intersection where they 
collected a wide range of data. They 
noted the type of traffic control. the 
amount of time it took to move out of 
an intersection, and particular hazards. 
Then they analyzed their data and 
came up with a list of 17 problem in
tersections that posed a danger to dri
vers. The committee chairperson pre
sented the 17 grievances to the City 
Council. which agreed to act on 14 of 
the problem sites. 

Student Myth Information and 
Learning Experience 

Last year the student council of 
Marshall High School in Marshall, 
Texas, sponsored a unique alcohol and 
safety education project called 
"SMILE" (Student Myth Information 

and Learning Experience). Designed to 
make students more informed and 
responsible about alcohol usage. 
SMILE grew out of a student council 
and school newspaper survey of stu
dent attitudes towards drinking. The 
results revealed that many students 
started drinking by the time they are 14 
years old. 

SMILE students sponsored a week of 
activities related to alcohol education. 
including an assembly and pizza party. 
speakers and films for classes, peer 
pressure experiments, and debates. 
They advertised the project inside and 
outside the school through posters, 
billboards. radio interviews and public 
service announcements. 

In addition to the SMILE project. the 
Marshall Student Council focused on 
seat belt usage. teaching children in 
grades K through 2 how and why to use 
seat belts and conducting a seat-belt 
check on students driving in and out of 
the high school parking lot. 

Stop Auto Fatalities Through 
Youth Efforts 

The SAFTYE (Stop Auto Fatalities 
Through Youth Efforts) Club at Bethel 
High School in Stanaway. Washington. 
promotes safety in the home, school 
and community. with a particular con
cern for traffic safety. Club members 
have presented traffic safety issues on 
TV shows and in films. classes, con
tests. newspaper editorials. coloring 
books, and T-shirt designs. 

Last year, the club taught a set of 
classes in nine elementary schools. 
Each day they featured a different 
traffic safety topic. During Traffic 
Safety Week, SAFTYE members par
ticipated on a local talk show, some 
presenting a 30-second message on 
traffic safety while others asked ques
tions from the audience. 

The club also sponsored a car safety 
check competition in driver education 
classes. Members timed students as 
they checked certain features for safe 
operation. Prizes were awarded to the 
fastest and most thorough students. 

For further information on student 
involvement in traffic safety programs, 
contact Dr. Robert Ulrich, Executive 
Secretary, National Student Safety Pro
gram. Safety Center. Central Missouri 
State University. Warrensburg. MO 
64093. 
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FINALLY ... two works human service 
managers hove been wa /ting for, by 
SUE VINEYARD, cvm. 

... FINDING YOUR WAY 
THROUGH THE MAZE of 
VOLUNTEER MANAGEMENT . . 

. 

.,, 

"Here Is the missing roadmap through 
the maze of groups.Jargon, things and 
places Important to professionals of 
volunteer administration ... a gold
mine of Information for newcomers 
and not-so-newcomers. Informative, 
humorous, helpful/" 

.. MARLENE WILSON 

TABLE OF CONTENTS 

Preface: "Yes Linus, There Really Is 
A Great Pumpkin!" 

Chap!. I: "Resource Organizations & 
Publications" 

Chap!. II: "The Alphabet Soup of Vol· 
unteerism" 

Cha pt. Ill "The Basic Bookshelf in Vol· 
unteerism" 

Chap!. IV: "Volunteer Management in 
the Classroom: Coursework 
Available" 

Chap!. V: "Guideposts to Profession· 
alism: Standards & Guide· 
lines in Volunteer Manage
ment" 

Chap!. VI: "Say What? Volunteerism's 
Adapted Vocabulary" 

Yearly Update Forms for Maze. 
Chapters contain up to 155 listings in 
44 categories of human services from 
Arts to Youth! 

"BEYON~lusBANQUETS,_:-,,· •• ·: 
PLAQUES & PINS: ' 
CREATIVE WAYS TO . 
RECOGNIZE VOLUN· 
TEERS & STAFF!" _ . . 

The art and science of appropriate, 
innovative appreciation. 
Recognition and: Management, Moti· 

vation, Climate, Tra· 
ditions, the Modern 
Volunteer, etc. etc. 

Over 300 CREA TNE RECOGNITION 
IDEAS far different kinds of volunteers 
& tJtaf/1 

PRICES: 
"MAZE" ...................... $4.95* 
"RECOGNITION" . . . . . . . . . . . . 3.50* 
when ordered together ...... $8.oo• 

*(+ $1 shipping/handling) 
ORDER FROM: 

Heritage Arts 
1807 Prairie Avenue 

Downers Grove, IL 60515 
(Prices are for Pre•paid; US$) 

Iowa Volunteers Lobby For 
Increased Mileage Deduction 
By Linda Thornburg 

Maybe you can't fight City Hall-but 
Iowa volunteers have found that you 
can change the law-with enough 
determination and a little bit of luck. 

Three years ago. Iowa allowed only a 
seven-cents-a-mile automobile deduc
tion for volunteers. In May 1980. the 
governor signed into law a bill which 
allows volunteers a 20-cents-a-mile 
deduction, the same amount state 
employees are reimbursed for mileage. 
The change is the result of a two-year 
campaign by a volunteer task force and 
the efforts of three of its members who 
lobbied for the initiative. 

"In 1978. the Des Moines Volunteer 
Bureau's Research and Issues Commit
tee decided that a volunteer mileage 
deduction was one of the areas that 
could have a broad effect on the future 
and health of volunteering." explained 
Gail Kranbeck, former chairperson of 
the task force. "We gave ourselves two 
years to get the law changed." 

Joined by representatives from the 
local DOYIA (Directors of Volunteers 
in Agencies). the committee formed 
the Iowa Legislative Task Force on 
Volunteerism. Members began by 
meeting with Governor Robert Ray to 
present their position. 

"We got neither support nor dis
couragement," Kranbech remembers. 
"The governor was unwilling to get in
volved politically. but said, 'Go out and 
support the measure yourselves.' If he 
helped us, we didn't know it. but he 
might have worked for us behind the 
scenes." 

The first real sign of encouragement 
came in November 1978 when two 
state legislators promised to introduce 
and support a bill for an increased 
mileage deduction for volunteers. In 
the meantime. the Task Force began its 
research and started to educate Iowa's 
population as to the need for the new 
law. 

"We checked with the local Internal 
Revenue Service (IRS) office and 
found that, basically, the volunteer 
mileage deduction was not ever in
tended to equal the business mileage 
deduction," Kranbeck said. "Of course, 

that was only the opinion of the person 
who was reading the background infor
mation over the phone. 

"The first rule-making we could dis
cover was in 1964, when the IRS 
allowed ten cents a mile for business 
and fivH for volunteers. 

''Our biggest argument had to be the 
cost of gasoline to the volunteer. Dri
vers for Meals on Wheels and other 
programs weren't getting even the 
amount they were paying for gas in 
deductions." 

The Iowa Office of Volunteerism 
provided a sampling of what was hap
pening in other states. Statistics show 
that at the U.S. Department of Labor 
minimum wage and benefits figure of 
$4.76 an hour, the Iowa Department of 
Social Services would receive a pro
jected one million dollars worth of 
volunteer services in 1979. The Iowa 
Hospital Association recorded nearly 
100,000 hours of adult volunteer ser
vices in 1978, a figure which translated 
into almost $4,500,000 worth of volun
teer time. 

The Task Force then contacted the 
State Department of Revenue in an 
effort to determine the cost to the state 
of an increased mileage deduction for 
volunteers. It wasn't able to get an ex
act determination because charitable 
contributions and volunteer deduc
tions were lumped together but finally, 
the Fiscal Bureau estimated the cost at 
less than $100,000 a year. 

The next step was an important one. 
The Task Force sent a letter to 200 
statewide agencies which rely heavily 
on volunteers. The letter asked for 
written endorsement, approved by the 
organization's board and/or member
ship, that could be used in the lobbying 
effort. It also requested that organiza
tions show their willingness to involve 
members in letter-writing campaigns 
to encourage support from local legis
lators should that measure become 
necessary. 

The Task Force received endorse
ments from 34 agencies, among them 
United Cerebral Palsy, the Clinton 
County Heart and Cancer Associ-
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ations. the YMCA, the Kidney Founda
tion of Iowa. and the Des Moines 
Chamber of Commerce. 

A second mailing requesting that 
organizations contact local legislators 
through their members drew only 
moderate response. Kranbeck thinks 
the Task Force didn't begin its educa
tion campaign early enough for 
organizations and members to under
stand and act on the issue. 

"To get things moving," she said. "the 
coalition should have contacted more 
people and asked them to hound their 
legislators, a move we would recom
mend to any other group." 

In February 1979. a bill was in
troduced into the Iowa House and 
Senate. Kranbeck, Nancy Shafer. direc
tor of volunteer services at Iowa 
Lutheran Hosptial. and Jacquie 
Rosebrook. a volunteer. registered as 
lobbyists. 

"One of the first times our coalition 
met with legislators was at an interim 
committee where they hardly gave us 
the time of day:• Kranbeck remem
bered. "They recommended not to act 
on the initiative. The main problem 
was that the deduction would be out of 
compliance with federal tax pro
cedures." 

There was also a problem with the 
way the bill was written. It called for a 
volunteer mileage deduction of 20 
cents a mile. but business was getting 
only 18 cents a mile at the time. There 
was a provision that the deduction in
clude "an amount equal to one-half of 

• the amount that would have been paid 
to the person as a salary if that person 
had not been contributing to the work 
voluntarily." Both conditions were 
unacceptable to some legislators. 

The Task Force realized new tactics 
were needed. The bill was rewritten to 
tie an increased mileage deduction to 
increases in mileage reimbursement 
for state employees. Jerry Parkin, a pro
fessional lobbyist who served on the 
board of the Volunteer Bureau, agreed 
to provide advice. Kranbeck isn't sure 
the bill would have passed without his 
expertise. 

Strategy. under Parkin, became the 
main objective. The lobbyists received 
a crash course on how to identify the 
power structure and how to track a bill. 
Parkin told the group the best places to 
lobby. pointing out that committee 
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meetings are open to the public. He 
suggested that the coalition get to 
know the floor managers who in
troduce bills in each house. 

The lobbyists worked to have the bill 
assigned to a favorable subcommittee 
in the House. Then they concentrated 
their efforts on the chairman of the 
Ways and Means Committee and the 
most influential committee members. 
Once the bill was out of committee, the 
lobbyists worked on other key mem
bers of the House. On April 3. 1980, the 
House approved the bill 79 to 13. 

The fight on the Senate side was 
more arduous. The lobbyists had to 
combat the argument that volunteers 
did not need such reimbursement. The 
Task Force developed a one-page infor
mation sheet which stressed rising 
gasoline costs and reminded legislators 
that the deduction could not begin to 
pay volunteers for their efforts: it 
would merely help defray travel costs. 
The flyer included figures from the 
Iowa Department of Social Services 
and the Iowa Hospital Association. It 
urged senators to consider the in
creased mileage deduction "preventive 
medicine." 

The information sheet also stated. "It 
is unlikely that [the bill) would provide 

an incentive to start volunteering. It 
may be the incentive we need to keep 
volunteers from dropping out of the 
volunteer arena entirely. As inflation 
mandates the need to reduce federal 
and state funded programs. we will be 
looking more and more to volunteers 
to continue to provide human services. 
$100,000 is a very low price to pay to 
keep people in the volunteer arena ... " 

While the Senate committee debate 
was in progress. one of the lobbyists at
tended a neighborhood meeting at 
which an Iowa senator was present. 
The senator urged the group to contact 
him if he could help them. The lob
byist asked for and received his pro
mise to introduce the bill on the Senate 
floor if 30 people voiced their support. 

The bill was reported out of commit
tee and the senator. inclined to table it. 
was reminded of his promise. On April 
21, 1980, the Senate passed the volun
teer mileage deduction bill 41 to 6. 

It was not an easy victory. The Task 
Force had run up against some deter
mined and shrewd legislators. For in
stance. when the Des Moines Junior 
League supported the bill. they argued 
that the initiative was clearly an at
tempt of the wealthy to support the 
wealthy. There were arguments that 
the bill would benefit only those who 
itemized their tax deductions. and that 
it would take money away from the 
kidney dialysis program. The lobbyists 
stressed repeatedly how the bill would 
provide an opportunity for Iowa to in
crease support and recognition of its 
volunteers. 

Early in the campaign. the Task 
Force decided not to solicit the help of 
the local media. fearing undesirable 
press. They limited the lobbying coali
tion to three members to insure that 
strategy was easily coordinated. They 
learned. with the issuance of the first 
bill, what not to ask for. And they did 
something which few. if any, lobbying 
groups had done before: They wrote 
thank-you notes to the legislators. 

"Without doubt, elation followed the 
passage of the bill." Kranbeck said. "As 
volunteer lobbyists. we were 
challenged and we grew. We received 
more than we could ever have given. 
We worked within the framework of 
the system to seek change and we 
learned not only how the system 
works. but also that it does work." 
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"Wonderful, exciting, thought-provoking, successful!" 

"I was inspired and informed. I'm totally satisfied." 

"Outstanding conference: lovely setting, well-organized, 
excellent content and speakers." 

"A very friendly conference." 

"One of the most useful meetings I have ever attended." 

"I salute you all. I can't wait until next year!" 

That's what the participants said about VOLUNTEER'S 1981 National Conference, which featured Tom 
Hayden, Benjamin DeMott, Tom Pauken, Jacqueline Wexler, Marlene Wilson, and over 50 other 
speakers and workshop leaders. 

We Now Invite You to Attend VOLUNTEER'S 
1982 NATIONAL CONFERENCE ON CITIZEN INVOLVEMENT 

Held June 6-10, at Yale University 

If you're interested in learning more about effective involvement of citizens, fundraising, new programs, 
and new ideas ... 

If you're interested in meeting your peers in the fields of health, community organizing, education, 
corporate responsibility, arts and humanities, Voluntary Action Centers .. . 

If you're interested in your own personal and professional development .. . * DON'T MISS IT * 
Base registration will be approximately $200, with discounts for early registrants and Associates of 
VOLUNTEER. Housing and meals for 4 days will be an additional $140. 

For further information, contact: 

Kris Rees, Conference Coordinator 
t'..ft VOLUNTEER 
V The National Center for Citizen Involvement 

1111 N. 19th St., Suite 500 
Arlington, VA 22209 
(703) 276-0542 
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United Way Survey 

People Give 
Because They 
'Like to 
Help Others' 

A majority of those who itemize 
their tax returns do not consider a tax 
deduction a very important factor in 
charitable giving. according to a recent 
national survey conducted by The 
Gallup Organization for United Way of 
America. 

Gallup surveyed 1,000 heads of 
households across the country, of 
whom 30% itemized their 1980 returns 
and 56% did not. Among all re
spondents. 80% reported making 
charitable contributions last year. 
When asked to choose any of several 
reasons for giving, 72% said they gave 
because they "like to help others." Only 
8% said the tax deduction was a reason 
for giving. 

Gallup then asked what was the 
single most important reason for giving 
to charities. Sixty percent indicated 
helping others was the most important 
reason; 2% cited the tax deduction. 

Among all itemizers. 14% rated the 
tax advantage as "very important" and 
24% felt it was "somewhat important." 
Fifty eight percent of all itemizers sur
veyed said the tax advantage was "not 
very important" to them. which also 
holds true for itemizers in the $25.000-
and-over income bracket. Eighty-six 
percent of this high-income group said 
the tax consideration was either 
"somewhat important" or "not very im
portant" to them. 

A follow-up question specifically in
formed the itemizers that the lax law 
will make it less advantageous for 
them to make charitable contributions. 
When asked how this would affect 
their giving, only 4% said they proba
bly would contribute less than in 1980. 
Nine percent said they would give 
more. but 80% said it would not affect 
their giving. 

Once again. over 80% of those 
itemizers with incomes of at least 
$25.000 said the tax consideration 
would not affect their giving. 
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RSVP Celebrates 10th Anniversary 

In the mid-1960s, the federal govern
ment began to find formal answers to a 
question being posed by many citizens 
nationwide: How can the desire of 
older Americans to be helpful to others 
be tapped to serve their local com
munities? 

By 1971. one of the answers was 
called RSVP-the Retired Senior 
Volunteer Program. RSVP was 
designed to provide service oppor
tunities to seniors from all walks of life 
who wanted to remain useful. con
tributing members of society. 

Under the auspices of ACTION. the 
federal volunteer service agency, RSVP. 
the Foster Grandparent Program and 
later the Senior Companioµ Program 
found a home in ACTION's office of 
Older American Volunteer Programs 
(OAVP). 

The idea caught on quickly. In its 
first year. RSVP administered 11 pro
jects with a budget of $500.000. Today. 
ten years later. 726 communities can 
boast more than 274,000 RSVP volun
teers and a budget of $27 million. The 
number of hours these volunteers 
serve annually is an estimated 57.130,-
000. 

RSVP volunteers must be 60 years of 
age or older and retired. There are no 

income requirements. 
"I enjoy everything about being an 

RSVP volunteer," says Lois Wayland, 
81. of Omaha, Neb. Through RSVP she 
gives individual attention to elemen
tary school children from a low-in
come area of Omaha. dividing her time 
among 300 children. 

Wayland was selected lo represent 
her state in Washington, D.C. on Sep
tember 23 for RSVP's Tenth Year An
niversary celebration. Her visit in
cluded a trip to the White House. a 
tour of the nation's capita!. a Congres
sional luncheon on Capitol Hill and a 
dinner cruise on the Potomac River. 

Omaha RSVP Project Director Cal 
Ferguson says that in addition to Way
land, there are 900 RSVP volunteers 
"all over this town." Sponsored by the 
Eastern Nebraska Human Services 
Agency. they serve through 79 public 
and private nonprofit organizations. 

In Detroit. the Catholic Social Ser
vices-sponsored RSVP lists 2,300 
volunteers serving through 225 
organizations. According to Project 
Director Genevieve Rakocy, the volun
teers are involved in fixed-income con
s um er counseling. telephone 
reassurance to the frail elderly. energy 
programs. tutoring in the schools and 

13 



various assignments aimed at assisting 
the disabled. 

Dr. Harold Gunn, 61. is involved in a 
demonstration project in Detroit which 
couples RSVP with JACS-Joint Ac• 
lion in Community Service. JACS is a 
national nonprofit organization whose 
volunteers provide support services to 
young men trained in the Job Corps. 
During the past year, 12 projects with 
active RSVP/JACS components have 
placed 83 volunteers who have served 
625 disadvantaged youth and have con· 
tributed 3,948 hours in the areas of job 
referral and counseling, legal assis• 
tance. education and vocational train• 
ing, transportation, housing and family 
problems. 

Dr. Gunn. who became an RSVP 
volunteer after a stroke forced him into 
early retirement. has counseled ten 
young men. His training in speech 
pathology reinforced his belief that the 
inability to communicate well is a ma• 
jor frustration that sometimes can lead 
to crime. 

"If a young man feels neglected, has 
a speech problem or can't articulate 
well." he explains, "he is bound to feel 
repressed hostility and he may give 
vent in the worst way, which is to com• 
mil a crime." 

From his counseling work. Gunn 
notes that "the biggest hang-up [these 
former Job Corpsmembers] have is that 
they don't understand what they're 
reading. They can't fill out job applica· 
tions, they can't read instructions. It's a 
sad situation. I don't believe in charity. 
but if money could be used for good 
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training in communication, let's do it:' 
Dr. Gunn. who also lectures at a 

rehabilitation institute each week, says 
that the occasional success story is 
what keeps his interest high regarding 
his RSVP/JACS assignment. 

He recalls that "there was one young 
man who'd been shuttled back and 
forth from foster parents to grand• 
parents. He was small and often picked 
on. He was everybody's whipping boy. 
But he had a desire to make something 
of himself." 

office looking for precedents as they 
apply to appeal cases. 

A seasoned attorney such as 
Berkowitz would charge $100 an hour 
for this service, which is customarily 
performed by law clerks. "That's the 
going rate here.'' Berkowitz points out. 
"I had all these years of experience in 
New York doing just what I'm doing 
now. Do I like it? Well. the public de
fender singled me out at a meeting and 
advised the people that I was an ex• 
cellent attorney," he says proudly. 
"That was nice." 

Berkowitz is one of 1,820 RSVP 
volunteers who serve through the 
sponsorship of United Way of Palm 
Beach County. Project Director Cy 
Kennedy reports that his volunteers 
gave 250,000 years of service last year. 

With Dr. Gunn's assistance, the 
youth enrolled in preemployment 
training, received his General 
Equivalency Diploma, and is now ap• 
plying for a grant to enter college. 
"There may not be any money in 
volunteer service, but this is a reward 
money can't buy;' Gunn says. 

tjjjiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiii~ Like Dr. Gunn, Jacob Berkowitz. 79. 
11 of West Palm Beach. Fla., chose to con

tinue in the same field. applying his 
pre-retirement profession in his work 
as an RSVP volunteer. 

Berkowitz was a lawyer in New York 
City from 1925 until the early 1970s. 
After moving to Florida in 1973. he 
joined RSVP. "I signed up to be in a 
musical group that entertained in nurs• 
ing homes and that sort of thing;' 
Berkowitz says. "But the project direc• 
tor called me and said, 'With your 
background. you could do legal work.' " 

As a result. Berkowitz serves as a 
researcher in the 15th Judicial Circuit 
which covers eight Florida counties. 
For five hours a week. he pores through 
the law books in the public defender's 

Reagan Forms 
Task Force 
to 'Elevate 
Voluntary Action' 

President Reagan has announced the 
creation of a Presidential Task Force 
on Private Sector Initiatives, which 
will promote private sector leadership 
and responsibility for solving public 
needs. 

Speaking before a recent meeting of 
the National Alliance of Business in 
Washington, D.C., Reagan said. "We 
seek to provide as much support as 
possible for voluntarism without 
federalizing it. For too long the Ameri• 
can people have been told they are 
relieved of responsibility for helping 
their fellow man because Government 
has taken over the job." 

Reagan said that the task force. 
under the leadership of Armco Steel 
Chairman Bill Verity, will have 35 
members who will be leaders of car• 
porations, foundations, voluntary and 
religious organizations. 

Reagan also said he will instruct his 
Cabinet "to review agency procedures 
and regulations and identify barriers to 
private sector involvement" as well as 
"to develop pump priming and seed 
money programs that offer incentives 
for private sector investment:' 
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teer mileage legislation. 

Advocacy 
During the past two years. an increase 

in the state income tax deduction for 
volunteer drivers has been enacted in 
Maryland. Iowa, Arkansas, Colorado and 
North Carolina. Similar bills are now 
pending in several other states. 

Mileage Deductions 
for Volunteers 

The state legislation which has passed 
has taken a variety of forms. The Col
orado legislation, for example, is limited 
to volunteers serving with organizations 
that provide medical. health or nutri
tional care. The legislation increases the 
mileage deduction to the reimbursement 
level allowed stale employees. exempts 
any driving connected with lobbying ac
tivities, and require~ volunteers to main
tain diaries of activity to verify their ex
penses. 

By Stephen H. McCurley 

THE ECONOMIC RECO
very Tax Act of 1981 contained 
legislation which will have sub

stantial impact on volunteers and volun
tary organizations (see box on page 16). 

One piece of volunteer legislation, 
however, failed to pass in the U.S. Con
gress, despite strong interest shown by 
the volunteer community. That legis
lation was the proposal to increase the 
standard mileage deduction allowed for 
volunteer drivers from its current 9 
cents per mile to the 21 cents per mile 
allowed for business-related vehicle use. 

National Activity 
At the federal level. two pieces of leg

islation are still being offered to increase 
the mileage deduction for volunteer dri
vers. These are H.R. 768, sponsored by 
Rep. Barbara Mikulski of Maryland. and 
S. 473, sponsored by Sen. David Duren
berger of Minnesota. Mikulski's bill 
would' increase the mileage rate to that 
for business-related driving; Duren
berger's bill would increase the rate to 
that of government employees. The bills 
produce substantially the same result. 

At present, the pressure for passage of 
these bills has eased somewhat. 
although the sponsors of the bills are 
still actively supporting them. The 
volunteer community, however, is rest
ing following its successful effort to pass 
the charitable contributions legislation. 

It is interesting to note that the enact
ment of the charitable contributions leg-

Steve McCur/ey is VOLUNTEER's direc
tor of constituent relations in Washing
ton, D.C. 
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islation only increases the significance 
of the mileage deduction proposals. 
Where previously only those taxpayers 
who itemized their deductions could 
take advantage of the current mileage 
allowance. starting in January 1982 that 
option will be extended to all taxpayers. 
Passage of the charitable contributions 
legislation has thus increased the num
ber of volunteers who might benefit 
from an increased mileage deduction by 
roughly three-fold, with the largest in
crease among those of lower economic 
resources who are most in need of help 
with driving expenses. 

The North Carolina legislation in
creases the deduction for all volunteers 
who perform charitable services to the 
current business rate. The Arkansas leg
islation does the same, while the Mary
land legislation increases the deduction 
to 12 cents per mile. (See page10 for story 
of citizens' effort in Iowa to increase the 
volunteer mileage deduction to 20 cents 
per mile, the same rate allowed state 
employees.) 

This hodgepodge of state-level ac
tivity only emphasizes the need for con
certed national action. While commen
dable lobbying efforts have allowed 
enactment in a number of states. this 
method is too slow and unsure for na
tionwide success. 

State Activity 
Individual states also have witnessed 

considerable activity regarding volun-

Now is the time to work for national 
legislation for volunteer drivers. The 
current situation of budget cuts makes 
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this legislation increasingly important 
both for agencies and individual volun
teers. The current interest among the 
Reagan administration in volunteer 
resources makes it politically timely. 

If the bills are to pass. however, your 
strong support is needed. Write your leg
islators and tell them why your 
organization needs this legislation. Tell 
your volunteers about the bills and ask 
them to contact their legislators. En
courage the state and national organiza
tions with whom you are affiliated to en
dorse this legislation. 

Keep us informed about what you do. 
~ 

'Charitable 
Contributions' 
Becomes Law 

The long sough I-after charitable 
contributions deduction for taxpayers 
who use the short form was enacted by 
Congress in August as an amendment 
to the Economic Recovery Tax Act of 
1981. Now. in addition to taking the 
standard deduction, non-itemizers 
deduct their contributions to charity as 
follows: 

1982-25% of first $100 ($25 max
imum) 

1983-Same 
1984-25% of first $300 ($75 max

imum) 
1985-75% of all contributions 
1986-100% of all contributions 

The new deduction, which must be 
reenacted after 1986. represents a major 
victory for the country's charitable 
organizations who have witnessed a 
steady decline in charitable giving as a 
percentage of the gross national pro
duct. 

The effort to push for a charity 
deduction for non-itemizers began 
shortly after the 1974 Filer Commis
sion recommended such a deduction 
for stimulating individual giving to 
charity. 

Having died in two previous Con
gressional sessions, the charitable con
tributions deduction gained surprising 
momentum for approval when the 
Senate passed the legislation by a 97 to 
1 vote on July 20. 
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Follow-Up 
Follow-Up is a column of current developments and discussion as well as addi
tional resource information on key topics reported in previous issues. The article 
below is a follow-up to "Should Volunteers Be Fired?". a discussion by five volun
teer leaders that appeared in the fall 1979 VAL. Single copies available for $3.00 
each from Voluntary Action Leadership. PO Box 4179. Boulder. CO 80306. 

How about Firing the 'Big' 
Volunteer? 
By John Buck 

A COUPLE OF YEARS AGO. 
Voluntary Action Leadership 
published a discussion on firing 

volunteers (see "Should Volunteers Be 
Fired?" fall 1979 VAL). in which the 
case for firing the volunteer who work 
for staff was well presented. But what 
about firing the volunteer that staff 
works for? 

John L. Dutton, for example. is the 
president of VOLUNTEER. publisher of 
VAL. Dutton is a volunteer. What if he 
was not fulfilling his responsibilities as 
president of VOLUNTEER? What if his 
inaction was hindering the forward 
movement of the organization? Since 
VOLUNTEER's two executive vice 
presidents and the rest of its staff work 
for him, how would they fire him? 

The vast majority of charitable and 
nonprofit organizations are governed by 
a volunteer board of directors. Close to 
50 percent of those board members con
tribute very little to the real functioning 
and direction of the organization. Staff 
assures that the nonperforming volun
teer's responsibilities are covered, be
cause he or she is a "big white-collar" 
volunteer-the corporate executive. the 
community leader. the "mover and 
shaker:• Let the "little" volunteer who 
works in the association's office perform 

John Buck discussed a volunteer's 
priorities in the Readers' Advisor col
umn of the summer 1981 issue of VAL. 

below standard and whoosh-he or she 
vanishes. 

Tragically. we (the staff) have ac
cepted our board's "white-collar" inac
tion as acceptable performance. Why 
have we set our standards so low? Why 
not expect and diplomatically demand 
of our board what is demanded of staff? 
To do so. we must look at "how we got 
here in the first place:' 

As our board volunteers began to let 
their responsibilities slide. we should 
have responded by saying. "Let's sit 
down and discuss our concern." Instead. 
we said. "Since they aren't going to per
form. let's cover for them and/or change 
their job description:• So we modified 
their roles to the point that if they have 
money and good contacts. they are 
qualified to be on our board. 

This creates a paradox. I doubt if you'd 
shout for joy if someone asked you to be 
a member of a board just because you 
had money and contacts. Our new job 
description not only is not in the best in
terests of our organization. it also is not 
fair to our volunteers. 

We all agree our boards are charged 
with the ultimate responsibility for the 
decisions that effect our organization's 
direction. policies and procedures. But 
whose responsibility is it to create the 
environment whereby the most effective 
and efficient decisions can be made? If 
we view this as staff's responsibility. 
then we must realize we are directly as 
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well as indirectly involved in those ma
jor decisions that dramatically effect our 
organization. Therefore, isn't the perfor
mance of individual board members one 
of our major responsibilities? 

In order to accept the premise that we 
should be more responsibile for de
manding excellence from our board 
members, we must dream a little: How 
would you feel if all members of your 
board met their responsibilities? What 
results and progress would your 
organization achieve? How much 
sooner and more adequately would your 
organization's purpose be realized? 

You can achieve results and realize 
your organization's goals by having the 
"white-collar" volunteer fired. And you 
can make him/her feel good about it in 
the process. 

The "white-collar" volunteer is 
usually at least a quasi-successful busi
ness person-one who is somewhat 
results-oriented. Such individuals have 
a facility for knowing when they are 
doing a good job, and when they are 
doing a poor job. They are proud people, 
though. Even when they know their per
formance is subpar, it is difficult for 
them to admit it. 

All board members have personal 
priorities that continually tug and strain 
on their time. Those members who are 
not performing up to par have been 
forced to set priorities that do not favor 
your organization, although they are 
probably for very good reasons. When 
they find themselves in this embarrass
ing situation, they need your assistance 
in providing a gracious means for depar
ture. 

This is your opportunity to maintain a 
friendship while doing what is best for 
your organization. There are situations 
and considerations, however, that must 
take place first: 
Action Step No. 1. You do not do the ac
tual firing; only another volunteer 
should fire a volunteer. Your role is to 
provide the necessary information to the 
board chairperson or president who 
plays the major role in this process. Your 
first step, then, is to convince the head of 
your board that excellence can and 
should be demanded of all board mem
bers: 
• Relate the overall success (mission) 
of your organization to the joint role of 
all board members. 
• Relate the success of his/her term as 
head of the board to the performance of 
all board members. 
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• Make the point that in business non
performers are transferred or fired to in
crease the success of that business; the 
same philosophy is valid for your associ
ation. 
• Insure that staff will cover as many 
"short-comings" of individual board 
members as possible and reasonable. But 
when staff finds that they are actually 
doing most of a board member's job, 
urge the head of the board to take the 
necessary drastic action. 
Action Step No. 2. Each board mem
ber's responsibilities must be defined. 
Once staff and head of board agree on all 
board member job descriptions, recom
mend that a separate board meeting be 
held to describe everyone's role. A 
luncheon meeting usually provides a 
good environment. Use audio-visuals 
during the presentation and distribute a 
handout detailing everyone's respon
sibilities. With a working knowledge of 
everyone's responsibilities, each mem
ber will be able to gauge his/her overall 
performance versus that of other board 
members. This will help them realize 
rather rapidly whether or not they are 
doing a good job. 
Action Step No. 3. With the definition 
of each board position must come goals 
and deadlines. (Note: If you can't define 

V 
Whose responsibility is 

it to create the 
environment whereby 
the most effective and 

efficient decisions can be 
made? 

goals and deadlines for a particular 
board position, then that position is pro
bably an unnecessary one.) For example, 

your membership committee chairper
son must know the year-end member
ship goal; your treasurer must know 
when financial reports are due; your 
board member who is responsible for 
raising funds must know not only the 
annual goal but also when money is 
needed for cash-flow purposes. The best 
time to present or restate these goals and 
deadlines is at the same meeting during 
which responsibilities are defined. Be 
sure these deadlines and goals are in
cluded in the handout. 
Action Step No. 4. Staff is assigned to 
each board member first (and primarily) 
to assist that board member in the fulfill
ment of his/her responsibilities, and sec
ond, to monitor and evaluate that mem
ber's performance. It should be 
emphasized that the staff members' 
main role is to assist their assigned 
board member(s)- not do the job for 
them. A monthly staff meeting should 
be held to discuss board members' per
formances with major emphasis on 
determining how to make board mem
bers more effective. 
Action Step No. 5. Each quarter have a 
"decision" meeting with the head of the 
board and staff in which each staff mem
ber is asked if his/her assigned board 
members will fulfill their respon
sibilities by year-end and why. The more 
open and candid this meeting, the better. 
The key is to make specific decisions re
lative to specific board members-who 
is performing, who is not doing too well 
but can improve. and who should be 
replaced. 
Action Step No. 6. The head of the 
board confronts the non-performer(s). 
This meeting should be a private. one
on-one meeting. Since the board mem
ber who is being confronted probably 
has valid reasons for inadequate perfor
mance. you should recommend that the 
head of your board be compassionate 
and diplomatically offer that board 
member a means of gracious resignation. 
Action Step No. 7. After the "firing:• 
staff should ensure that the individual 
involved does not develop a negative at
titude toward your organization. Most 
often he/she will not create a problem. 
but don't take a chance. Staff should 
send a thank-you letter on behalf of the 
organization. A recognition plaque or 
some other token of appreciation is also 
recommended. 

Set your standards high! It is never too 
much to expect the very best that we and 
others have to offer. <Q 
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Communications 
Workshop 
How to Evaluate-and 
Enhance- Your 
Meeting 

By Doug Mosel 

A NYONE WHO TAKES AN AC
live role in communities or 
organizations spends a great deal 

of time in meetings. Some of those meet
ings are outstanding examples of meet
ings which work very well. while almost 
certainly some of them are meetings 
which you would prefer not to attend. 
Let's take a look at the last meeting in 
which you participated. whether as the 
leader or as one of the participants: 

1. How productive was the meeting? 
1 2 3 4 5 6 7 8 9 10 

accomplished very productive 
very little 

2. How did you and most of the other 
participants seem to feel during the 
meeting? 

1 2 3 4 5 6 7 8 9 10 
felt bored and 
uninvolved 

felt involved and 
stimulated 

Doug Mosel is a human relations and 
organization consultant who has 
worked with mony volunteer and non
profit organizotions. Based in the Mid
west, he can be reached at Doug Mosel 
Associates, 521 W Colfax. South Bend, 
IN 46601. (219) 234-6565. 
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How you answered these two ques
tions probably was determined by how 
effectively those of you participating in 
the meeting were working together as a 
group. That suggests the practical defini
tion of a meeting: a group of people 
working together on a common task. To 
be productive in accomplishing that task 
and at the same time to involve and 
stimulate individual participants. a 
meeting must work well in a number of 
important ways. These dimensions. as I 
shall call them, apply primarily to regu
lar meetings of the same or nearly the 
same group of people. such as a staff. 
board. committee, task force or council. 
Each of the dimensions in the accom
panying box is a criterion by which you 
can evaluate the effectiveness of meet
ings which you lead or in which you 
participate. 

If You Lead Meetings ... 
Although leadership is shared in suc

cessful meetings. someone must usually 
serve as lhe designated leader. The par
ticular skills and behaviors of that leader 
are a key component of an effective 
meeting experience. Here are a half
dozen ways in which you can enhance 

the effectiveness of your own role as a 
meeting leader: 
1. In advance of lhe meeting. review the 
agenda and any related materials so that 
there are a minimum of surprises when 
you conduct lhe meeting. Prepare your
self for especially complex or difficult 
parts of the meeting by doing a mental 
or even an out-loud walk-through of 
those items. The more at-home you feel 
with the agenda. lhe more relaxed you 
will be in the meeting and the better 
resource you will be for the group as a 
whole. 
2. It is helpful to see your leadership role 
as that of facilitating the interaction of 
those attending the meeting by en
couraging and supporting their partici
pation and contributions. Some leaders 
see it as "giving permission" for people 
to share ideas and get involved in their 
own unique ways. which often means 
accepting thoughts which appear lo be 
negative or incompletely developed and 
building those into something which 
reinforces the point under discussion. II 
may mean having to look hard for the 
positive side of a reaction or response. or 
even turning a negative into a positive. 

Another dimension of this facilitator 
role in meetings is to affirm the risk
takers and volunteers-those who make 
a real effort to participate actively-and 
to do so without "putting down" those 
who are not yet involved. 
3. Build as much continuity into the 
meeting as you can so that those attend
ing are able to see the parts in relation to 
the whole and so that the transition 
from one agenda item to another is 
smooth. A couple of tips: 
- Write on a !lip chart or chalk board 
the agenda for the meeting and keep it 
posted so that you can refer to it and ob
serve your progress. 
-As you discuss or act on various agen
da items. post !lip-chart notes around the 
room for easy note-taking and later 
reference. 
4. Use all the resources you can get your 
hands on to help you in preparation for 
the leadership experience. The 
references at the end of this article may 
be helpful to you in this way. But 
another resource readily available to you 
is a friend or colleague who is good at 
running meetings. Get permission to 
watch him or her in action to pick up ad
ditional ideas and tips. 
5. The single most important "tool" you 
bring to your role as meeting leader is 
YOU. The more you are able to be your-
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self in a constructive, facilitating way, 
the more you will enhance your resource
fulness as leader. Doing this means main
taining an open, non-defensive approach 
to the meeting and to the participants, 
especially in times of disagreement or 
tension. 

It means being a real person with the 
others in attendance, willing to disclose 
your own ideas, experiences, and some
times your own values. It means being 
as comfortable and relaxed with your
self and your leadership role as you can 
be, so that all of your physical. mental 
and emotional faculties are at your dis
posal. 

Finally, it means "doing it your 
way" - conducting the meeting in a way 
that emphasizes your own assets and 
strengths rather than trying to be some
one you are not. 
6. An effective leader is an effective 
model of the behaviors he or she expects 
from others. The more you demonstrate 
the kinds of behaviors necessary for pro
ductive meetings, the more you will 
help meeting participants learn and ap
ply those behaviors. 

Identified below are several skills that 
are key to effective meetings and discus
sions. These are commonly referred to 
as "helping/facilitating skills:• which are 
behaviors that assist a group with its 
task of planning, decision-making, prob
lem solving or discussion. 
Reflecting: "Feeding back" what some
one has said to clarify its meaning or to 
demonstrate understanding. 
Summarizing: A brief "wrap-up" state
ment of the main points of a discussion, 
decision, or individual statement. 
Open-ended question: Asking ques
tions which seek more than agreement 
or disagreement; questions which en
courage information-giving responses, 
not simply "yes" or "no" responses. For 
example: 
- "How do you feel about that?" vs. "Do 
you feel bad about that?" 
-"To what extent do you agree?" vs. 
"Do you agree with that?" 
- "How does this problem look to you?" 
- "Explain your reason ... 11 

- "Describe how ... 11 

Questions which ask what, how, or how 
much are usually open-ended. 
Restating: Putting someone else's state
ment in different words as a check on 
clarity or your level of understanding. 
For example: 
- "What I hear you saying is ... " 
- "Sounds like you feel. .. 11 

VOLUNTARY ACTION LEADERSHIP Fall 1981 

- "You believe that. .. " 
- "You're concerned that. .. " 
- "What happened was ... " 
Listening Check: Using a restatement 
or reflection of what someone has said to 
determine how accurately he or she is 
being understood. 

A Word about Brainstorming ... 
Brainstorming is one of the most fre-

It is helpful to see 
your leadership role as 
that of facilitating the 
interaction of those 
attending the meeting 
by encouraging and 
supporting their 
participation and 
contributions. 
Another dimension of 
this facilitator role is 
to affirm the risk
takers and 
volunteers-those 
who make a real effort 
to participate 
actively-and to do so 
without 'putting 
down' those who are 
not yet involved. 

quently mentioned and at the same time 
frequently abused techniques available 
for use in meetings. Yet, brainstorming 
has the potential to be a very powerful 
meeting strategy if properly used. To do 
so requires a good deal of patience and 
discipline on the part of both leader and 
participants. Here, as a refresher, is a 
"working definition" of brainstorming: 

Brainstorming: Identifying as many 
ideas, solutions, activities, etc., as possi
ble within a given amount of time, with
out evaluating or discussing the merits 
of items on the list. That is, there are no 
"stupid" or "wrong" suggestions. The 
process is non-judgmental in nature. It is 
generally done in a group setting, with 
one member acting as a recorder to list 
the items being generated. 

Two pitfalls await those who would 
use the brainstorming process. One is 
the Yes-But Syndrome, in which the 
response to an idea is "Yes, but we've 
tried that before:• "Yes, but it will cost 
too much:' "Yes, but that idea would 
never go over." "Yes, but. .. " As the 
definition says, brainstorming is non
judgmental. 

Certainly, not all of the ideas or solu
tions identified in the brainstorming pro
cess are practical or even desirable, but 
the idea is to free ourselves from the 
usual restrictions of thinking and look at 
a situation or problem from new angles. 
Unless we set aside our judgement tem
porarily, brainstorming is doomed to 
failure before it begins. 

The second pitfall is the temptation to 
stop the brainstorming process too 
quickly. It is my repeated experience 
that brainstorming reaches one or more 
"plateaus" during which participants 
seem to have no more ideas to add. It is 
not uncommon after such a lull for the 
list to be doubled in size. The implica
tion: Wait out one or two such periods of 
silence before concluding that no 
further ideas will be suggested. 

And a Word about Consensus ... 
Like brainstorming, consensus gets a 

lot of mention and a lot of misuse. Con
sensus is sometimes used as the 
equivalent of a decision, when it is in 
fact a process for making a decision. 
Let's look at a definition of consensus: 
Consensus: An approach to decision 
making that seeks to achieve a high de
gree of agreement through discussion of 
all points of view, as opposed to voting 
or a decision by the group leader or 
another individual. It is not the same 
thing as a unanimous decision, for there 
may be various levels of agreement 
among group members. 

A point worth re-stating is that con
sensus is not the same as a unanimous 
decision. It is also not the same as a ma
jority preference. It is for this reason that 
consensus decision-making must be 
recognized as a process of seeking agree-
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men I which probably never will be total 
or perfect. but rather reflects the sub
stantial agreement of the group as a 
whole. Consensus well done is hard. 
sometimes time-consuming work. 

Testing consensus is a key component 
of the process. It simply means checking 
the level of agreement on a decision or 
an issue. For example. the leader or a 
participant might ask if anyone has sig
nificant reservations about a decision or 
action to be taken. or may simply point 
out what appears lo be emerging as the 
group's decision and inquire if everyone 
can support that. To put it as a warning: 
Consensus of the group must never be 
assumed. 

One other word of caution. The con
sensus approach should not be applied 
lo every decision. Matters of a relative 
insignificance to the group as a whole 
may be delegated or simply handled by 
the individual decision of the leader or 
committee. Imagine. if you will. a 25-
person board trying to reach consensus 
on a restaurant for lunch But it has hap
pened. The point is that consensus deci
sion-making should be reserved for deci
sions of significance to the group as a 
whole or that may have significant im
pact on the group as a whole. Even then. 
ii is not always appropriate or desirable 
for the consensus process lo be 
employed. 

Will it always work? No. not always. 
It is sometimes impossible to reach con
sensus. as countless hours of discussion 
in meetings will testify. But the 
thorough interchange which can occur 
in seeking consensus can make even a 
close majority vote more palatable. It is 
also sometimes necessary to set a lime 
limit on discussion involved in the con
sensus process in order lo ensure that ii 
is not endless. 

If You Participate in Meetings ... 

The success of meetings is not a 
burden to be borne only by the leader. 
The actions and behaviors of each par
ticipant will go a long way toward en
suring a productive outcome. Here are 
several ways in which you as an in
dividual can contribute to making your 
meetings better: 
1. Participate. Speak up when it's your 
turn. Share your ideas and reactions. Be 
open in your responses to questions. 
2. Lead. Share leadership responsibility 
in the group by taking initiative to get 
discussion started. Help moderate the 
discussion to see that it goes smoothly. 
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Offer suggestions which might help the 
group complete the task or question you 
are working on. 
3. Follow. Take turns. Try out other's sug
gestions and ideas. Cooperate in helping 
the group work toward its goals. Accept 
the leadership of other group members 
as well as the leader. 
4. Focus. Don't hesitate lo ask questions 
lo clarify what the group is supposed to 

I The single most 
important 'tool' you 
bring to your role as 
meeting leader is 
YOU. Be yourself in a 
constructive, 

I 

facilitating_ wa!. !his 
means maintaining an 
open, non-defensive 
approach, especially in 
times of disagreement 
or tension. It means 
being willing to 
disclose your own 

I ideas, experiences and 
values. It means being 
comfortable and 
relaxed. And it means 
emphasizing your own I 

I assets and strengths. 
be doing. Seek to understand clearly 
what others are saying or asking. Help 
the group stay with its agenda. and call it 
back to the question or task if you are 
obviously straying. 
5. Enjoy! Have a good time. Keep a posi
tive perspective. even when the topic is 
a serious one. Take a brnak now and then 
to stretch and refresh yourself. 

Certainly there are some traps to 
avoid as group members. too! Here are a 
few of the author's favorites: 
• "Filibuster Fern" dominates with 
non-stop talk about whatever topic is 
under discussion; an authority (self-ap
pointed. of course) on everything. 
• "Lyle the Lobbyist" turns every dis
cussion into a forum for his favorite 
cause and tries to get the group to go 
along. 
• "Negative Nate" (alias "Claudia the 
Caustic") is down on everything and 
everyone; sees the dark. impossible side 
of any idea or suggestion: sarcastic. 
• "Veteran Vera" distracts by changing 
the subject. telling "war stories." or deal
ing with unrelated detail or trivia; car
ries on side conversations. 
• "Otto the Oblivious" doesn't listen; 
ignores others; often has to have instruc
tions or statements repeated. sometimes 
long after the fact. He is a second cousin 
of 
• "Guillotine Gus." who cuts othets off 
before they're finished; speaks for 
others; often completes what they are 
saying or attempts lo interpret for them 
rather than letting them speak for them
selves. 

Meanwhile, Back in Your 
Meeting ... 

Let's return to the meeting you 
thought about at the beginning of the ar
ticle. As you reflect on that meeting and 
your evaluation of how effective it was. 
here are three additional questions lo 
consider before your next meeting: 
1. What could have been done to im
prove the meeting? (Identify two or 
three actions which could have been 
taken.) 
2. What might you have done (as partici
pant or leader) to help the meeting? 
(Again, be specific.) 
3. Whal could the leader have done? 
(Skip this question if you were the 
leader of the meeting.) 

Suggestions for Further Reading 
Leland P. Bradford. Making Meetings 

Work La Jolla: University Associates. 
1976. 

Richard J. Dunsing. You and I Have 
Simply Got to Stop Meeting Like This. 
AMACOM. American Management 
Associations. 1977. 

Eva Schindler-Rainman and Ronald Lip
pitt. Taking Yaur Meetings Out af the 
Do/drums. La Jolla: University Associ
ates. 1975. ~ 
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Won't You Share with Others 
through the 

• • • 

CITIZEN INVOLVEMENT INFORMATION NETWORK 

Program Information Sheet 

The Citizen Involvement Information Network 
assists local organizations that utilize volunteers
providing an opportunity to share information on 
projects, accomplishments, techniques and 
resources. This form is our basic means of collect
ing information. It asks a series of questions about 
various components of your volunteer-involving 
project and offers the opportunity for you to de
scribe your work so that others may benefit from it. 
This form has been designed so that it can be com
pleted quickly, without the need for extensive 
research on your part. 

Please note two important elements about this 
form: 

First, we are asking for information about a par
ticular project that involves citizens in a problem
solving or service capacity as volunteers, not 
about the entire organization within which they 

work. If your organization operates more than one 
volunteer project (for example, volunteers in adult 
education as well as in elementary grade tutoring), 
please feel free to reproduce this sheet and com
plete one for each such project. 

Second, you are asked to indicate those compo
nents of the project which you believe to be partic
ularly worthy of replication in other communities. 
Please try to give an honest evaluation of your pro
ject that will be most helpful to others. 

Thank you for choosing to share information 
about your project with us. Please return the com
pleted form to: 

CITIZEN INVOLVEMENT INFORMATION 
NETWORK 
P.O. Box 41 79 
Boulder, CO 80306 

fold here and mail --------------------------------------------------· 
From: 

TO: CITIZEN INVOLVEMENT INFORMATION NETWORK 
PO Box 4179 
Boulder, CO 80306 

Place 
Stamp 
Here 



Code (Staff Use Only) 

CITIZEN INVOLVEMENT INFORMATION NETWORK 

Program Information Sheet 

1. Project Title:--------------------------------------

2. Full Name of Organization: --------------------------------

3. Contact Name: ___________ Telephone ( 

4. Address:--------------------------------------

5. In one sentence, what is the purpose of this project? 

6. Does the project focus on any of the following consumer groups? 

__ Youth 
__ Elders 

__ Handicapped __ Veterans 
__ Animals 

__ Low-income/Minorities 
__ Offenders/Ex-Offenders 
__ Families 

7. What are the roles of the volunteers and their level of involvement in your project? 

Activity 
__ Service Delivery 
__ Issue Advocacy 
__ Advocacy for Consumers 
__ Governance (Board, Committee, Advisory) 
__ Project Management 
__ Fundraising 
__ Self-Help 
__ Public Education and Information Sharing 

Total number of volunteers in this project 

Number Involved 

8. Have you been successful in involving any of the following volunteers in this project? 

__ elementary through high school __ military 
__ college students __ handicapped 
__ elders/retired __ minorities 
__ workers through unions or corporations __ religious based 
__ clients or consumers as volunteers __ ex-offenders 
__ professionally skilled (medical, legal, __ family 

social workers, etc.) __ government 

9. Which of the following components of the project do you consider to be particularly outstanding and worthy of 
replication in other communities? 

__ community needs assessment or issue 
identification 

__ project planning and design 
__ creation of coalitions with other organizations 

and agencies 
__ client/consumer involvement 
__ volunteer recruitment 
__ volunteer screening and placement 
__ volunteer job design 
__ volunteer orientation and training 
__ volunteer recognition (including motivation) 
__ volunteer-paid staff relations 
__ evaluation/research of project results 
__ evaluation of volunteer's performance 

__ recordkeeping 
__ public awareness and information sharing 
__ fundraising 
__ development of self-generated revenue leading 

to "self-sufficiency" 
__ successful issue advocacy techniques 
__ successful consumer advocacy techniques 
__ involvement of boards or advisory committees 
__ involvement of volunteers in leadership or 

management positions 
__ volunteer coordinators and administrators 
__ demonstrated cost effectiveness 

__ other: ________________ _ 



1 o. Does quantitative data exist to demonstrate the effectiveness and accomplishments of volunteers in this project? 
If so, please describe briefly. 

11. What is your service area? 

__ Rural 
__ Neighborhood 
__ Small Town 
__ Suburban 
__ City 

__ Metropolitan Area 
__ County 
__ State 
__ National 

1 2. Funding level of total organization: 

__ under $50,000 annually 
-- $50,000 - $100,000 

13. Funding level for this project: 

__ under $5,000 annually 
__ $5,000 - $25,000 

14. Source of funds for this project: 

__ ongoing organization budget 
__ special funding campaign 
__ foundation grant 

__ $1 00,000 - $500,000 
__ above $500,000 

-- $25,000 - $100,000 
__ over $100,000 

__ federal grant 
__ state or local government 
_self-generated revenue (sale of 
__ materials, fees, etc.) __ United Way/other federated fundraising 

__ corporate contributions __ other _________________ _ 

1 5. Is there a relationship between this project and any federal, state, or local government agency? If so, 
please describe briefly. 

16. Which of the following benefits are available to volunteers? 

__ transportation or transportation reimbursement 
__ meals 
__ expense reimbursement 
__ insurance coverage 
__ certification of participation 
__ documentation of skills gained 
__ participation in continuing education and training 
__ participation in overall agency planning 
__ public recognition (awards, etc.) 
__ access to personnel and grievance procedures 
__ priority consideration for paid employment 
__ other:--------------------------------------

17. Level of staff support for this project: 

__ less than 1 full-time paid 
__ 1 full-time paid 
__ more than 1 full-time paid 

18. Is supervision of volunteers done by: 

__ paid staff 
__ volunteers in leadership positions 

__ less than 1 full-time volunteer 
__ 1 full-time volunteer 
__ more than 1 full-time volunteer 

__ designated volunteer coordinator or administrator 

19. May we share your name, address, and phone number with others in the volunteer community who would like to 
learn more about your work? 

__ Yes __ No (over) 



20. Please describe below in not more than 350 words this project and any outstanding features you believe would be 
helpful to a citizen leader or volunteer administrator interested in replicating it. (If you prefer to use a description 
which appears in a brochure or other informational piece, please transfer the description to this sheet.) 



RATE YOUR MEETING 
Whether a leader or participant, you 
can determine how well your meet
ing works by evaluating the follow
ing "dimensions." After each item, 
circle the number that most ac
curately describes that dimension of 
your meeting: 
1 - This is a problem area for us. 
2- We do "okay" with this, but could 

Making Decisions 
Making decisions in a way that en
sures both quality work and accep
tance by participants is essential if 
a meeting is to be effective. Each of 
us wants to feel that we influence 
the decisions made in meetings we 
attend. On the other hand, a sure
fire way to guarantee frustration is to 
make decisions in a way that does 
not provide a hearing for the opi
nions and suggestions of individual 
participants. (For this reason, voting 
is often not the most effective 
decision-making method for meet
ings of smaller groups, such as a 
staff or committee.) The more 
closely a decision reflects a con
sensus of the group, the stronger 
the support and commitment on the 
part of individual participants. 

2 3 

Working Together 
A grol,Jp that works well together in 
meetings focuses on the task or 
agenda at hand and works to main
tain adequate trust, involvement and 
support among its members. We 
know from the studies of groups that 
every group is organized around 
these two central dimensions of 
"task" and "maintenance." What 
this means is that in order to func
tion effectively a group must take 
care of its people as well as its 
agenda. 

2 3 

Organization and Procedures 
Groups that meet successfully will 
have clearly understood organiza
tion and procedures so that partici
pants know generally what to expect 
in terms of their group's operation. 
But it is essential that organization 
and procedures be flexible enough 
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definitely improve. 
3- This is one of our strengths. 

The higher your total, the more likely 
you already are having effective, 
productive meetings. The lower your 
score, the more likely you will want 
to read on and begin to apply some 
of the ideas presented here. 

to deal with changing situations and 
information. This could mean, for ex
ample, revising an agenda during a 
meeting, delaying a decision until 
new information is presented and 
considered, or changing the format 
of a meeting when appropriate. 

2 3 

Goals 
The goals for meetings of suc
cessful groups are clearly under
stood and accepted by individual 
participants. It is essential that what 
is to be accomplished in each meet
ing be clearly established, and it is 
equally important that the overall 
goals and purpose for the meetings 
of the group be identified and ar
ticulated for the entire group. Meet
ings which wander aimlessly or bog 
down in needless detail are fre
quently those without any clear 
agenda or purpose. 

2 3 

Participant Resources 
An effective group makes the best 
possible use of the ideas, sugges
tions, and strengths of individual 
participants. Such meetings will do 
more than wait for individuals to ex
ercise their own initiative (although 
that is certainly welcome). Their 
contributions will be invited and en
couraged by the way the meeting is 
conducted. As a result, members 
will feel as if they are an essential 
part of the meeting process-which 
they are! 

2 3 

Communication 
Communication can make or break 
a meeting. Groups which work well 
together maintain effective com-

munication between both in
dividuals and sub-groups (task 
groups, sub-committees, etc.) in
volved in their meetings. Effective 
communication includes careful 
listening and thoughtful, clear self
expression. It means shared respon
sibility for being sure that informa
tion and meaning are exchanged 
fully and with understanding. 

2 3 

Leadership 
Leadership is more than the job of 
the leader. Leadership in meetings 
that work is a shared responsiblity. 
This means that the person who is 
the designated leader of the meeting 
recognizes and carries out his or 
her tasks. It also means that in
dividual participants look to them
selves as contributing to the leader
ship of the meeting. 

2 3 

Conflict, Disagreement, 
Feelings 
A group that works effectively 
regards the experience of conflict or 
disagreement and the expression of 
feeling as an opportunity to improve 
the meeting rather than something 
to be avoided. As a result, the meet
ing will be handled constructively in 
order to clarify positions or feelings 
so that these become new informa
tion available to the group as it 
works. Such experiences will be 
seen not as negative or inappropri
ate, but as real-life, neutral events in 
the life of a group. 

2 3 

Process 
"Process" is group dynamics lingo 
for how a group works as it makes 
decisions, plans, exchanges infor
mation, solves problems, etc. In 
effective meetings, participants are 
aware of and pay attention to pro
cess, because it is an ongoing 
source of how well they are working 
together. This means not only paying 
attention to their immediate ex
perience in meetings, but also 
periodically evaluating the effec
tiveness of their meetings in terms 
of criteria such as the above dimen
sions. 

2 3 
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UALLY BENEFICIAL PARTNERSHIP 

By Michael J. Marx, Ph.D. 

MANAGEMENT THEORISTS HAVE KNOWN FOR 
years that role ambiguity decreases individual per
formance and increases job stress. To avoid these 

outcomes, organizations need to specify, in written terms, 
exactly what they expect from their employees. Volunteer 
organizations are no exception. Staff and volunteers need to 
have a clear understanding of their individual and mutual 
job responsibilities. Those who have leadership roles and 
work in tandem, recruit, place and orient new volunteers. 
They prepare, conduct, and follow up meetings in which 
decisions are made, goals set, strategies developed, and 
actions taken. Their success depends upon how effectively 
they work together to manage other volunteers. This, in turn, 
depends upon how well they have defined and negotiated 
their role responsibilities. 

In a recent needs assessment. volunteer and staff leaders 
from a large human service organization were asked to list 
the major barriers to effective volunteer leadership in their 
organization. Nearly all reported that the volunteer-staff 
partnership was ill-defined. Volunteer leaders reported un
certainties about what was expected of them, the pro-
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cedures they should follow for taking action, and the extent 
and limit of their authority. Staff leaders echoed many of 
these same uncertainties. Both groups acknowledged talk
ing about their mutual responsibilities. Some even had job 
descriptions. However, grey areas still existed and problems 
often arose during the year over who should (or should not) 
perform certain tasks. The underlying reason for these prob
lems was that volunteer and staff leaders rarely defined and 
negotiated their respective role responsibilities in a col
laborative and systematic manner. 

In the long run, clearly defining the nature of volunteer
staff partnerships can prevent a lot of aggravation. It can 
also increase an individual's accountability, since oppor
tunities are given to define the leadership role he or she is 
most able and motivated to enact. 

The following is a step-by-step procedure to assist 
leaders in properly defining and negotiating their role 
responsibilities. It requires two persons, e.g., a volunteer 
chairperson and staff director, who share responsibility for 
managing volunteer programs, to hammer out cooperatively 
a firm definition of their respective job duties. 
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EP1 
Set a Time and Place to Meet Together 

There are two things to remember when making an ap
pointment to define and negotiate roles. First, arrange to 
meet when you both have plenty of time to devote to the 
process. Allow two hours, or more, if possible. In this way, the 
discussion can continue until it reaches a natural conclu
sion or break. It is disconcerting to reach a critical point in a 
negotiation and have to leave for another appointment; 
especially if one is unable to arrange another meeting in the 
very near future. 

Second, plan to meet on neutral ground. A conference 
room in the office building of one of the parties may be fine, 
but either of their private offices may not be. Meeting on one 
person's turf can create the illusion of superior power as one 
person sits in an executive chair behind a large desk, sur
rounded by symbols of achievement and authority. Meeting 
on neutral ground has an equalizing effect. It mitigates the 
common tendency of one person to act in a domineering 
manner and the other to respond submissively, a com
munication pattern not necessarily conducive to a healthy 
partnership. 

EP2 
Update and Distribute Task-Specific 
Job Descriptions 

A job description usually includes major areas of respon
sibility, skills required, and time involved for a particular 
position. A "task-specific" job description goes a step 
further. It lists the major tasks involved in each responsibility 
area. For example, the Public Education Chairperson, a 
volunteer, may be responsible for preparing committee 
meetings. This could involve several major tasks: (1) select
ing the date, place and time of the meeting, (2) preparing 
the agenda, (3) inviting other volunteer or community mem
bers to the meeting, (4) calling members to confirm their at
tendance. The Public Education Director, a staff person, may 
be responsible for providing administrative support when 
preparing committee meetings. This could involve: (1) 
scheduling the meeting on the activities and facilities 
calendars, (2) arranging parking and delivery of box 
lunches, (3) sending a notice of the meeting and copy of 
the agenda to members, (4) inviting other staff members 
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when appropriate, (5) arranging for any special presenta
tions, e.g., films, videotapes, speakers, etc; (6) arranging for 
any equipment that is necessary. 

One of the major reasons for uncertainties in volunteer 
and staff leaders' role is the failure to write task-specific job 
descriptions. Most leaders are content with a listing of over
all responsibilities. Yet, it is easy to see in the previous ex
ample of meeting preparation how a lack of task specificity 
could cause confusion. The Public Education Director might 
reasonably expect the Public Education Chairperson to in
struct the company secretary to type and mail the agenda 
unless this is otherwise written in the job description. This 
same confusion can and does occur with regards to other 
responsibility areas: conducting meetings, following up 
meetings, preparing budgets, handling problems, etc. If ma
jor tasks are not listed, false expectations can arise. Under 
these conditions, problems are inevitable. 

New directors or chairpersons are particularly suscepti
ble to role confusion. Therefore, at the end of each year or 
when a position holder leaves, the job description should be 
updated and made task-specific. Then, prior to their role 
negotiation session, the volunteer and staff leaders can 
each review copies of the updated or previous position 
holders' job descriptions. An overall picture of the two roles 
and their relationship to one another should emerge. Ulti
mately, a framework within which to define and negotiate a 
new volunteer-staff partnership will have been constructed. 

EP3 
Discuss the Organization's Perspective 
on Volunteer and Staff Leadership Roles 

Many volunteer organizations have learned through years 
of trial and error that they are most effective when volun
teers and staff assume different, but complementary, 
responsibilities. One well-known human service organiza
tion has adopted the position that a volunteer-run system is 
the optimum arrangement. Volunteers take primary respon
sibility for certain decisions and activities, while staff is ex
pected to provide them with necessary guidance and sup
port. 

Usually, the specifics of a large organization's philosophy 
on volunteer-staff roles are left to the local units to define 
according to their unique circumstances. This leaves wide 
latitude for defining and negotiating roles best suited to 
those involved. Some organizations, however, are more rigid. 
They may operate under legal or political constraints that 
require them to assign certain responsibilities to staff and 
others to volunteers. This leaves less room for flexibility in 
role assignments and ought to be clarified before negotia
tions begin. 

The organization's position on the purpose of volunteers 
and staff should be discussed prior to defining and 
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negotiating the specifics of leadership roles. The discussion 
should continue until both parties understand and reach 
agreement on how this position relates to them individually. 
In this way, if confusion or conflict arises later over division 
of responsibilities, the position of the organization can pro
vide a basis for resolution. Experienced members should be 
careful to avoid distorting the organization's philosophy in 
order to manipulate an inexperienced member into com
pliance. If the latter would have resisted otherwise, forced 
compliance may only lead to difficulties in the future. This 
can be minimized if the organization has a written state
ment of its position on volunteer-staff roles. 

EP4 
Give Each Other Permission to 
Redefine or Negotiate a Role 

Often, people will accept a definition of their job respon
sibilities without voicing objection. New volunteers are 
vulnerable to this trap, particularly when they are dealing 
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HOW WELL IS YOUR 
LEADERSHIP ROLE DEFINED? 
The following exercise is an abbreviated version of 
one developed by Dr. Marx to facilitate the role defini
tion and negotiation process for volunteer and staff 
leaders. Carol Phelps and Carroll Phrommer of the 
American Cancer Society, California Division, Inc., 
contributed to the creation of this task list. 

INSTRUCTIONS 

Listed below are a number of different tasks in
volved in the management of a volunteer committee. 
Volunteer and staff partners should make separate 
copies of this list, privately review their updated job 
descriptions, and without conferring with each other, 
circle the appropriate letter to indicate whether they 
believe a task is the responsibility of: 

V the Volunteer 
SV Shared, but predominantly the Volunteer 
SS Shared, but predominantly the Staff Per-

son 
EDS Either person Depending on Situation 
S Staff Person 

(If the EDS option is selected, each respondent 
should briefly describe, on a separate sheet of paper, 
those situations in which the volunteer should act 
and those in which the staff person should act.) 

Still without conferring, both persons should return 
to the first area of responsibility and proceed through 

with experienced staff. Even though they anticipate prob
lems when accepting certain tasks, they acquiesce to the 
will of their seasoned colleague. As a result, ii is not uncom
mon to hear lop-level volunteers privately utter things like, 
"Everything is going fine now, but in two months I'll be 
responsibile for recruitment, which I hate. That's when I'm 
going to wish my term as president was over!" Problems like 
this could be anticipated if the volunteer felt at ease about 
expressing true feelings during the discussion of various 
job responsibilities. 

Negotiators may also suppress their true feelings during 
initial encounters in order to "put on a good face" or "start 
off on the right foot." These can be better achieved, however, 
if both persons genuinely give each other permission to 
redefine or negotiate the partnership so that it is mutually 
acceptable. Simply because the previous volunteer chair
person defined committee recruitment as a major respon
sibility does not mean the new chairperson will feel capable 
of doing this. Even though the previous staff person may 
have dealt with community and volunteer complaints, this 
does not mean automatically that the new one will have 
time to do this and coordinate newly established com
munity programs. If a person is not motivated, lacks the 
ability, or is constrained by circumstances from carrying out 
a certain responsibility, being forced to assume that respon
sibility increases the "costs" associated with the job. This 
ultimately reduces one's motivation to exert the effort re
quired for successful performance. A good partnership 
needs all the motivational drive it can muster. 

the list, putting stars in front of those tasks they 
would like to see assigned differently. 

When the volunteer and staff partners have com
pleted the exercise on their own, they should come 
together to discuss the results along the lines sug
gested in the article. 

When the discussion is completed and agreement 
reached, the final results can be typed into a task
specific job description as described in the article. 

A. SELECTION AND RECRUITMENT OF 
COMMITTEE MEMBERS 

Whose job is it to: Circle one: 

1. Identify the qualifications to 
serve on the committee? V SV SS EDS S 

2. Contact potential volunteers 
to be recruited tor the 
committee? V SV SS EDS S 

3. Explain to potential 
committee members what is 
expected of them? V SV SS EDS S 

4. See that additional 
volunteers are recruited to carry 
out committee programs or 
activities? V SV SS EDS S 

5. See that these volunteers are 
properly oriented to the 
organization? V SV SS EDS S 
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EP5 
Redefine or Negotiate 
Responsibilities and Tasks 

This is the most important and delicate step in the pro
cess. First, volunteer and staff leaders review the job 
description for their positions. They can check off any major 
responsibility or task about which they have questions or 
lack the desire, ability, and/or circumstance to carry out 
effectively. Then they can review the job description for their 
partner's position and again check off any major respon
sibility or task about which they have questions or possess 
the desire, ability or circumstance to carry out themselves. 
When both persons have completed this procedure, they 
can compare the job descriptions and begin discussing 
them. 

During the discussion, each person briefly explains why a 
responsibility or task was checked off and then invites the 
other person to respond to this explanation. For example, 
the volunteer may feel that meeting agendas should be pre
pared by the director and then sent to him or her for final ap-

I 6. See that these volunteers are 
trained to carry out the 
committee's programs? V SV SS EDS S 

7. See that these volunteers are 
properly oriented to the 
committee's function and 
programs? V SV SS EDS S 

B. MEETING PREPARATION FOR COMMITTEES 

Whose job is it to: 

1. Select the date, place and 
time of the meeting? V SV SS EDS S 

2. Make arrangements for the 
meeting, such as parking, room, 
lunch, etc? V SV SS EDS S 

3. Prepare the agenda for the 
meeting? V SV SS EDS S 

4. Provide background data or a 
situational analysis on a 
particular decision or agenda 
item? V SV SS EDS S 

5. Send a notice of the meeting 
and copy of the agenda to 
members? V SV SS -EDS S 

6. Invite other volunteers or 
community members to the 
meeting for consultation, etc.? V SV SS EDS S 
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proval. The director may feel that just the opposite arrange
ment is preferable. In the discussion which ensues, both 
persons undoubtedly will come to a better understanding of 
such things as how the system operates, e.g., volunteers re
port to volunteers and staff report to staff: how certain tasks 
require performance of other tasks, e.g., running the meet
ing requires preparing the agenda; how staff and volunteer 
responsibilities can complement each other, e.g., one pre
pares the agenda, the other has it typed and mailed; the 
nature and extent of their partner's role responsibilities, e.g., 
the director is often out of the office and does not have time 
to handle meeting preparations alone. 

Forcing agreement 1... belaboring a particular point is un
wise. If both people agree to redefine or shift a particular 
responsibility during this discussion, the change should be 
written into their job descriptions. If agreement cannot be 
reached immediately, the item should be starred for future 
reference and the next one discussed. This procedure 
should be followed until all checked items either have been 
changed or starred. 

There are several ways to dispense with the starred items. 
First, it may be possible to delegate one or more of them to 
someone else, e.g., the chairperson-elect. Second, the 
responsibility could be divided between them, each could 
lake a turn, or they could perform the task jointly. Third, one 
person could agree to assume a responsibility, but schedule 
a tentative renegotiation session in the event of difficulties. 
Finally, both persons could bargain for the remaining 
responsibilities. Typically, one would agree to perform an 

7. Invite other staff members or 
volunteer unit executives to the 
meeting? V SV SS EDS S 

8. Make arrangements for any 
special presentations, e.g., 
films, speeches, videotapes, to 
the committee? V SV SS EDS S 

9. Arrange for any equipment 
that is necessary for the 
meeting, e.g., flip charts, visuals, 
etc.? V SV SS EDS S 

C. CONDUCTING COMMITTEE MEETINGS 

Whose job is it to: 

1. Provide the organization's 
policy perspective or position 
on certain issues? V SV SS EDS S 

2. Delegate responsibility or 
give "charges" to committee 
members? V SV SS EDS S 

3. Conduct the meeting and 
maintain order during 
discussions? V SV SS EDS S 

4. Bring out facts, share past 
experiences, or point out 
alternative approaches to guide 
decisions? V SV SS EDS S 
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activity in exchange for not having to do another. 
If a tough role negotiation session is anticipated, this 

should not encourage procrastination. Instead, it should act 
as a harbinger of potential conflict in the future. Negotiating 
when feelings of goodwill are strongest is the wisest policy. 
Delaying the confrontation only makes it more serious, 
especially if bad feelings arise from unmet expectations. 

Once negotiations are complete, volunteer and staff job 
descriptions should be retyped with the changes. Volunteer 
responsibilities and tasks can be listed in the left column 
and staff responsibilities and tasks in the right column. Both 
persons should receive copies, sign and date them as 
though a contract was being approved. 

TEP& 
Redefine or Renegotiate 
Responsibilities If Problems Arise 

Sometimes a person will accept a responsibility or task in 
good faith, but discover it involves more time and effort than 
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5. Take minutes and see that 
they are typed up for 
distribution? V SV SS EDS S 

6. Generate new ideas for the 
conduct of ongoing or new 
programs? V SV SS EDS S 

7. Settle disagreements that 
arise between volunteers during 
the meeting? V SV SS EDS S 

8. Assign volunteers to sit on 
other committees to act as a 
liaison? V SV SS EDS S 

D. FOLLOW UP COMMITTEE MEETINGS 

Whose job is it to: 

1. Mail out the minutes to 
committee members with any 
additional reference materials? V SV SS EDS S 

2. Write and send thank-you 
letters to the appropriate 
agencies or people? V SV SS EDS S 

3. Contact volunteers to follow 
up on their progress? V SV SS EDS S 

expected. When this happens, it may be necessary to 
redefine or renegotiate one's role. Volunteer and staff 
leaders can often sense when one or the other of them has a 
problem. If there is evidence the problem is related to roles, 
it is often fruitful to arrange a relaxed meeting to discuss 
possible changes. It is a good policy automatically to set a 
date for three or four months after the original role definition 
session to meet and discuss roles again. The two persons 
involved can review any change in their circumstances and 
proceed to renogotiate roles as they did in the previous 
step. 

A large number of leadership problems in volunteer 
organizations are due to inadequately defined roles. Volun
teers and/or staff often lack a complete understanding of 
the overall purpose. major responsibilities, and typical tasks 
involved in their jobs. Yet, this understanding is critical. The 
six steps suggested in this article, if followed carefully, will 
contribute greatly to mutual understanding. They will also 
contribute to a more effective volunteer-staff partnership, if 
in the process of defining and negotiating their roles. both 
persons create a relationship based on equality, openness. 
cooperation and interdependence. 

Michael Marx is owner of Michael Marx Associates, a con
sulting firm that provides management expertise "in all 
areas of human productivity." He designed the volunteer/ 
staff leader exercise described above as part of a training 
module for the American Cancer Society, California Divi
sion. 

4. Be informed by volunteers of 
their progress on a particular 
project, task, etc.? V SV SS EDS S 

5. Handle day-to-day routine 
business of carrying out 
program plans? V SV SS EDS S 

E. PROBLEM SOLVING 

Whose job is it to: 

1. Replace a volunteer or 
committee member who is not 
fulfilling his or her 
responsibilities? V SV SS EDS S 

2. Solve problems or conflicts 
that arise involving volunteers?V SV SS EDS S 

3. Solve problems or conflicts 
that arise involving staff? V SV SS EDS S 

4. Handle difficult requests for 
information from the community 
regarding committee activities?V SV SS EDS S 

5. Clarify procedures, program 
objectives, or policy questions 
raised by volunteers? V SV SS EDS S 
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A VOLUNTEER PROGRAM EVALUATION 

CHECKLIST 
WAYS TO GATHER INFORMATION TO ASSESS THE 
PRESENT AND PLAN FOR THE FUTURE. 

By Jeff Pryor 

0 NE HUNDRED PASSENGERS 
on a northbound jet had just had 
their dinner trays cleared and 

were preparing to land. The pilot had 
completed all the necessary procedures 
and notified Air Traffic Control of his ar
ri va I. Air Traffic Control granted 
clearance for landing, specified the run
way and informed the pilot of local 
weather, wind speed and traffic patterns. 
Because the sky was clear, the pilot flew 
the plane visually, siting the runway off 
in the distance. As the plane des
cended, however, he became concerned 
about the length of the runway. Even 
with lull brakes and reversed engines, 
the jet rolled to the end of the runway, its 
front wheel easing off the pavement into 
the mud. 

Everything the pilot had done was 
standard procedure-except that he had 
landed at the wrong airport, some sixty 
miles from his destination. Each year the 
little town of Buffalo, Wyoming, celeb
rates the day the pilot put them on the 
map. 

Program evaluation is much like this 
plane trip: All programs have a desired 
destination or outcome. However, where 
they get is not always where they should 
be going. 

We in the human services field have a 
tendency to become too caught up in 
the activities of our programs to find the 
time to evaluate them. II we are serious 
about finding solutions to problems, 
however, we must constantly analyze 
what we are doing and what we need to 
do to improve our programs. 

Jeff Pryor is the executive director of 
Partners, Inc., a nonprofit program 
based in Denver that matches adult 
volunteers with juvenile delinquents 
and predelinquents. 
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The following checklist outlines ways 
to evaluate all aspects of your program. 
Each method is simply a way of collect
ing information. They are particularly 
useful measures for volunteer programs, 
which usually work with very scarce fi
nancial and human resources. 

Programs Goals 
The overall function of a program, its 

charter and principal goals should be 
reviewed annually (perhaps at a board 
meeting). This review allows regular 
modification in the overall design of the 
program. 

Outcome Measures 
Outcome measures are simply a 

study of a program's impact on its par
ticipants compared to a control group of 
similar situations and backgrounds not 
involved in the program. Outcome mea
sures can provide information on rein
volvement, school or work performance, 
volunteer behavioral and attitudinal 
changes, etc. 

In most cases, outcome measures are 
taken over a three-year period. The first 
year is spent in designing and organiz
ing the evaluation; the second and third 
years are spent in data collection, 
review and analysis. This evaluation can 
be complex and often expensive, for it 
requires finely tuned measuring devices 
(instruments) given to a sample group 
of people who represent a larger 
population over a specific period of 
time. Local academic institutions often 
can assist in the development and con
tracting of outcome research. 

Internal Measures 
Program managers can obtain im

mediate information and perceptions 
about their program from the people 

they work with. As supervisors they give 
individual staff an opportunity to voice 
their opinions, insights, frustrations and 
recommendations. The volunteers as 
well can provide the same information 
from their vantage point. In addition, the 
manager can obtain the observations of 
each individual who comes in contact 
with the program. Such information may 
be related to the program's services, or 
it might provide indications about stall 
and volunteer morale, clarification of 
responsibilities, the individual's sense of 
importance. 

Process Measures 
The steps we take towards a solu

tion-the direction in which we are 
headed-is a process. Recruiting volun
teers-a process-is a difficult task. 
Finding out what types of methods work 
and what type of volunteers are gener
ated from a different recruiting method 
is an important process measure. 
Others are: 
__ Number of volunteer assignments. 
____.Active volunteers. (This number will 
be somewhat different from the number 
of volunteer assignments because it 
should measure on a monthly basis the 
number of people involved to account 
for attrition.) 
__ Interested potential volunteers. 
(Those who have not participated in pro
gram orientation, training or screening 
but have expressed an interest and are 
readily available volunteers.) 
____.Average number of days before 
assignment. (This measure can help 
prevent a long wait for both volunteer 
and individual being served by the pro
gram. Breakdown according to sex is 
important to some programs, because it 
can be used in helping to change 
marketing plans.) 
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__ Volunteer assignment completion. 
(Each volunteer in the program should 
have a job description and an under
standing of the tasks to which they are 
responsible. Monitoring accomplish
ments of their tasks gives an under
standing of how well they are perform
ing. Specifics might include number of 
hours, contacts, services, etc.) 
__ Client assignment completion. 
__ Number of support contacts for 
volunteers from program staff or volun
teer coordinators. (Volunteers usually 
are more productive if they are sup
ported. Keeping tabs on the consistency 
of such support can provide useful infor
mation. Analysis may deter the types of 
contacts for the future.) 
--Average duration of volunteer par
ticipation. (Most programs require a 
commitment of time and duration. Some 
volunteers move or quit. Measuring their 
duration can give program staff insight 
about time commitments and perhaps 
ideas as to how to give better support to 
volunteers during their critical period.) 
__ Participation by volunteers and 
clients in program activities. (If your pro
gram has such a component, this infor
mation can provide insight into 
desirability of activities and their effect 
on volunteers and clients. In addition, 
the percentage of volunteers and clients 
participating in activities can be com
pared to those who do not contribute.) 
__ Participation by volunteers and 
clients in special activities. (From time 
to time, every program involved in the 
development of special activities must 
measure the impact of these special 
assignments and opportunities. If a cer
tain activity is successful, then addi
tional analysis might be used to deter
mine whether or not such special ac
tivity should be incorporated into the 
program. One of Partners' programs 
made recommended assignments for 
juvenile offenders to participate in com
munity service projects. The impact of 
the service was significant. Not only did 
the community feel more positive about 
the efforts of the juveniles and volun
teers, but the juveniles also felt good 
about their ability to contribute. Be
cause of its success, the community 
service project was incorporated into 
our program. Be careful to measure all 
aspects, including time, money, services 
and impact on the overall program.) 
_Hours contributed by volunteers by 
assignment. (It is important to be able to 
document to the community-at-large 
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the number of hours volunteers partici
pate in a program.) 

Be careful about process. It cannot 
tell you everything. You may require a 
volunteer to spend five hours a week 
counseling a client. You may average six 
hours a week of time per volunteer, but 
you will also need to know whether the 
contacts in general are producing 
results, how much the contacts cost, if 
the volunteer feels that the activity is 
meaningful; what impact is the total 
contribution by volunteers having. 

A program manager plugs process 
measures into the total informational 
picture. If outcome measures show that 
client behaviors are changing because 
of the volunteer, for instance, it may be 
assumed that the time spent by volun
teers is critical to the behavioral change. 

Process measures should be taken on 
a monthly basis, which allows trends 
and specific problem areas to be iden
tified for quick modification in program 
activities. 

Program Measures 
Other information used to determine 

the health of a program are: 
__ Budget accuracy. (Monthly evalua
tions should occur to determine the ac
curacy of proposed budgets. The infor
mation can be used to help modify other 
expense items, if one area increases, or 
can be used to help determine a more 
accurate budget for the future. 
__ Funding. (A continuing evaluation of 
available financial resources.) 
__ staff /volunteer client training. (This 
measure consists of subjective observa
tion to review pre-service and in-service 
training for all program participants.) 
__ Relationship with community agen
cies. (Program managers should keep in 
close contact with their peers in other 
agencies and invite critiques and com
ments.) 
__ Public relations. (A program from 
time to time should spot check its re
lationship to its community. A study con
ducted on national delinquency preven
tion programs, for example, found that 
only two of eight had significant public 
identity. In some cases, people who 
lived next door to a program's facilities 
had no idea what was going on!) 
__ Board and committee participation. 
(A function of most human service pro
grams of which an evaluation should 
determine the level of participation. 
Such involvement can benefit a program 

and should therefore be the subject of 
careful review.) 
--Accomplishments. (Management, 
staff and volunteers should document 
accomplishments to understand the 
nature of the success and modify the 
program to increase the opportunity for 
success.) 
__ concerns. (Documentation of con
cerns may lead to a greater ability t°"-. 
avoid problems through experience.) 
__ Information on special projects. (An 
evaluation plan should be designed and 
completed in relation to all special pro
jects to determine their value anq re
lationship to the overall program. The 
amount of special time the activities 
consume and any specific information 
that might be useful should be in
cluded.) 
__ cost effectiveness. (A general 
evaluation can simply take the number 
of clients served and divide it by the 
total cost of operating the program. 
More complex but more useful informa
tion can be obtained by comparing the 
cost of the specific program to ones of a 
similar nature or other alternatives. 
__ Similar programs. (A manager 
should always have access to what is 
happening in other programs of similar 
nature. "Competition" has never been a 
positive word in human services, but 
"resourcefulness" has. Evaluating the 
performance of other agencies, their 
problems and successes, can give in
sight into how to capitalize on their ex
perience.) 
__ General program information. (Un
solicited complaints or compliments 
should be documented. If frequency 
goes beyond coincidence, it may lead to 
modification of the program. For exam
ple, if compliments come in regarding a 
special function of the program, 
perhaps the priority of the function will 
change.) 

Time audits. (Periodic review of time 
expenditures by staff and volunteers 
can determine the percentage of time 
those people dedicate to specific func
tions of their jobs. Time audits can break 
down a person's time into categories.) 
____ Historical information. As an 
organization grows and people change, 
much can be lost in the evolution unless 
good documentation is kept. A running 
log should be kept by program staff, 
managers and volunteers. Program 
managers can contribute to the vitality 
of the organization by understanding the 
possible effects of its history. 
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HOW DOES THE PUBLIC 
RATE YOUR ORGANIZATION? 

TO FIND OUT, TRY 

THE COMMUNITY SERVICES 

AUDIT 

C 
OMMUNITY-BASED NONPROFIT 
organizations today are faced with 
their greatest challenges. High in

flation, reduction of government spend
ing, and reduced philanthropic giving 
have added to the problems of nonprofit 
managers. As revenue sources become 
more difficult to tap, these eleemosyn
ary organizations will have to turn in
creasingly outward to the community
to solicit funds from the benefactors of 
their services, donors who believe in the 
organization and the community-at
large. It is difficult, however, to go out 
into the community to raise funds-par
ticularly if an organization does not 
know how it is perceived by the public. 

The community services audit is a 
method I developed to give an organiza
tion insight into how it fits into the com
munity it serves. It offers the organiza
tion's board of directors a picture of the 
agency's strengths and weaknesses as 
perceived by key people in the com
munity. It consists of four major sections, 
each conducted by an individual 
familiar with the organization but not 
directly involved in its management or 
policy setting. Non-board volunteers, 
university graduate students, staff or 
board members from a similar neighbor
ing organization are excellent choices to 
conduct the audit. 

The size of the organization and its 

Timothy Brady is president of Brahms 
& Associates, a management consult
ing firm specializing in services to 
small businesses and nonprofit 
organizations. Brady developed the 
community services audit for the 
American Red Cross to use to gather 
information about its chapters in New 
Mexico. 
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By Timothy S. Brady, Ph.D. 

SCHEDULE 
Day 1 

Afternoon: 1. Team meeting to review schedule and brief staff of 
local organization on the schedule 
2. Contact potential interviewees 

Day 2 

Morning: 1. Contact individuals for interview 
2. Conduct interviews 
3. Begin financial and service analysis 

Lunch: Team meeting review progress and identify any problems 
Afternoon: 1. Continue interviews 

2. Service analysis 
3. General public interviews (6-8) 

Evening: Team meeting to identify major themes that may need 
further investigation 

Day 3 

Morning: 1. Complete all interviews 
2. Complete service and financial analysis 
3. Complete public interviews (6-8) 

Afternoon: Prepare initial report for executive or board meeting 
Evening: Meet with board or executive committee 
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INTERVIEWER QUESTIONS 
The information gathered by the interviewers is confidential. 

The data will be used to identify major themes and problem areas 
that may exist in the current operation of this organization. 

All comments from respondents will be recorded anonymously 
and in groupings rather than from any single individual. 

1. Are you aware of the (name of organization) services available 
in this community? Can you give me some idea of the major 
services you know are provided in this community? 

2. What is your general impression of the following: 
a. How well services are being provided? 
b. What are the strongest services, the weakest services? 
c. The community support of (name of organization) ser

vices? 
d. The volunteer support in the community? 

3. Are there any problems that you are aware of, which affect the 
(name of organization)'s ability to provide services? (e.g. num
ber of volunteers, lack of funding, lack of leadership). 

4. Do you have any idea how much money the (name of organiza
tion) receives in this community? Do you have any idea how 
much money it spends in the community? 

5. What services or programs do you feel the (name of organiza
tion) should be offering in the community? Are there any ser
vices currently being provided which are unnecessary? 

6. What type of contact have you had with the (name of organiza
tion)? What is your reaction to the services provided? 

7. Do you feel it is necessary to maintain an active (name of 
organization) in this community? Why or why not? 

8. Are there any additional comments you wish to add? 
/""' 

community will dictate how many inter
viewers will be needed. Generally, I have 
found in communities with populations 
of less than 100,000, we need four 
members for the audit team. Each mem
ber conducts between six and 10 inter
views in a two-and-a-half day period. 
The exception is the interviewer con
ducting the random, "on-the-street" in-

terviews. In larger communities, the 
audit involves more people and a longer 
time frame. The process and tech
niques, however, are the same. 

The first section of the community 
services audit analyzes the external en
vironment; that is, how the community 
views the agency and the public aware
ness of the services the agency pro-
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vides. Interviewers select representa
tives of the business community, the 
public and governmental sector, and 
nonprofit organizations. This section of 
the audit requires two interviewers, one 
to cover the business sector and one to 
handle the public and nonprofit 
organizations. 

Government agencies, businesses, 
and organizations should be selected 
somewhat randomly by the audit team 
to get a good cross-section of the com
munity. 

The second section of the audit is the 
interviewing of the organization's board 
of directors, volunteers, staff and reci
pients of service. This internal environ
mental analysis gives the audit team an 
opportunity to gather information from 
those individuals who are somewhat 
knowledgeable of the organization as to 
how well it is performing. Ideally, every 
board member should be interviewed. 
Using only one interviewer, however, is 
difficult if the board exceeds 12 to 15 
members. If this is the case, the inter
viewer should try to get a cross-section 
of board members, those "long-ter
mers," "new members;· "doers" and 
"names only." 

If the organization is a multi-service 
organization, one or two volunteers 
representing each service should be in
terviewed. The executive director and 
one or two other staff members should 
be interviewed to get their reactions as 
well. 

The third part of the audit identifies 
the strengths or weaknesses of the 
organization's public relations. It is con
ducted by an auditor who spends time 
interviewing the public at local shop
ping centers, in residential areas and on 
the telephone. This division gives a fairly 
representative view of what the general 
public really knows about the organiza
tion. 

The fourth part of the audit is optional, 
depending on who is conducting the 
audit and what purposes it will ac
complish. This phase involves analyzing 
an organization's financial and services 
records. The service information can be 
important to the audit team, as it gives 
an idea of how much and what kinds of 
service the agency is providing to the 
community. A comparison of the volume 
of service to the financial data may help 
to point out administrative excesses, 
costs per unit of service, efficiency of 
operation or components of the 
organization which may need further 
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study. Usually, the individual conducting 
the public surveys has the time to con
duct this part of the audit. 

Since much of the data gathering and 
types of responses are not totally scien
tific, it is imperative that all of the audit 
team members get together to review 
their •findings and identify-by consen
sus-major themes from each person 
and sector interviewed. We have found 
that a consensus, not just a majority, is 
most helpful because too often board or 
staff resent individuals from outside the 
organization coming in to "evaluate 
what's going on." The team agrees to the 
findings as well as the language of the 
written report. Generally, each team 
member will form the same opinion after 
just two or three interviews. It is surpris
ing to see how easily the findings cor
respond in each sector. 

Immediately after the audit is com
pleted, the team should get together 
with the entire board, if possible, or ex
ecutive committee to brief them on their 
findings. This briefing is best done on a 
positive note. For instance, praise for 
some aspect of the organization is es
sential to staff and volunteer morale. In 
our series of audits of Red Cross chap
ters, the audit teams were able to report 
that everyone interviewed felt the 
organization was absolutely essential to 
the community-even if they did not 
know what the Red Cross did in the 
community. In addition, the audit teams 
found two other major themes from their 
collective analysis-a weakness in how 
chapters conducted their pub I ic re
lations/public interest activities and 
generally sound fiscal and monetary 
controls. 

The final written report should be a 
summary of the audit team's findings 
resulting from each question asked and 
a series of recommendations. It should 
be completed and returned to the 
organization within 20 to 30 days. The 
team must be willing to participate in 
follow-up action or to meet with the 
agency staff or board at a later date to 
explain in more detail the findings or 
recommendations if necessary. 

The community services audit re
quires approximately 160 hours. It helps 
the organization being audited get a 
more realistic picture of its public im
age, thus enabling it to plan a more 
effective marketing strategy and identify 
weaknesses that could hinder growth 
and stability or that could reduce an 
organization's effectiveness. 

VOLUNTARY ACTION LEADERSHIP Fall 1981 

PUBLIC INTERVIEW QUESTIONS 

1. Do you know if there is a (name of organization) in this com
munity? 
Yes____ No ___ _ 

2. What services does it provide? (A predetermined list of major 
services helps make categorizing the responses easier). 

3. Have you ever had any of this organization's services? If yes, 
which services? (Use same list of major services as in 2). 
Yes____ No __ _ 

4. In your opinion how good would you rate the services the 
(name of organization) provides in this community? 
Good __ _ 
Fair ___ _ 

Poor ___ _ 
Unknown ___ _ 

5. Can you tell me how the (name of organization) is funded? 
Private Donations ___ _ 
United Way __ _ 
No ldea~---
Govern men._ __ _ 
Other __ _ 

6. Do you feel it is necessary to maintain a (name of organization) 
in the community? 
Yes____ No ___ _ 

7. Sex: Male __ _ Female ___ _ 

8. Age: Under 18 __ _ 18- 25 __ _ 
25-35 __ _ 35-45 __ _ 
45- 60 __ _ Over6Q __ _ 

9. How long have you lived in this community? 
Less than 2 years___ 2 - 1 O years __ _ 
Over 1 0 years __ _ 
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As I See It 
(Continued from p. 2) 

Advocacy column. Steve McCurley raises an important 
question, "Should Paid Staff Replace Volunteers?". which, 
as he says. is the reverse of a question "the volunteer com
munity nimbly has been avoiding for some time." He draws 
an analogy with the historical development of firefighting 
from volunteer to paid fire departments. He quotes from a 
New York Times article by James Barron who links a con
temporary analysis of small communities which cannot 
afford paid departments with Ben Franklin's founding of the 
first fire brigade in 1736 in Philadelphia. 

It is obvious that today Philadelphia has a paid depart
ment. But it is not obvious that while many small towns to
day have volunteer fire departments because they cannot 
afford a paid one. Ben Franklin's brigade was not founded 
for that reason. And here we close the loop on the connec
tion between forms of voluntary action and changing eco
nomic forms. 

While it appears that the ordinary citizen today equates 
economics or economy with money, a truer and more useful 
definition is management-with a small "m:• Not the 
modern special field of management, but the more ordinary 
matter of how members of a family or a society manage to 
live together. In the 19th century. Tocqueville observed how 
American society managed quite well with relatively little 
money. 

Throughout most of the past, ordinary citizens had little 
or no money-not because they were poor, but because 
money had not yet become a universal medium of exchange. 
Money that was available was reserved for the purchase of 
special goods which a family could neither make nor obtain 
from barter. In those days. folk managed pretty well by doing 
a lot for themselves and for or with their neighbors. They 
helped one another put out fires; women were often mid
wives for one another; and men took turns digging graves to 
bury their dead. And despite the fact that we perceive this as 
voluntary action, a great deal of it was based on another 
means of compensation-bartering. 

The early roots of our field. as well as those of our modern 
money economy. developed in the soil of industrialization 
little more than one hundred years ago. As the Industrial 
Revolution gained a foothold. we began to change from a na
tion of self-employed, self-reliant people to a nation of 
employees. As more and more farmers, blacksmiths and 
wheelwrights became employees of industry, the currency 
of money increased as a medium of exchange for human 
labor, though it was still used primarily as a basis of ex
change in the production and purchase of goods. As in Ben 
Franklin's day. the concept of money as "payment for ser
vices" was not yet universally established. This was the 
period when organized voluntary services emerged. 

As factories, like magnets, drew people from the hills and 
valleys and plains as well as from abroad to industrial cen
ters, the informal support networks of family and friends were 
left behind. For a variety of reasons and in many 
places. mutual aid societies and voluntary service organiza
tions were formed to provide a wide range of social services. 
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In the past three decades, the United States has ceased 
being the world leader in the manufacture and export of 
goods. Instead. we have become a major purveyor of services 

Volunteer leaders appear to be 
silent about the potential 

consequences for volunteerism 
of the federal thrust to reduce 

support for human services. We 
are more concerned about 

volunteers . ... 

both at home and abroad-from health care and training to 
insurance and management. Money has now become the 
universal medium of exchange for both goods and services. 

Our half-century-old social policy has been based on the 
premise that society as a whole-through government-is 
responsible for those who are perceived to be too young. too 
old, or too weak to be responsible to care for themselves. 

Since the end of World War II. the knowledge explosion 
and specialization of function changed a relatively small 
network of government-operated or supported human ser
vice agencies and organizations into three mammoth public 
service industries employing hundreds of thousands of ser
vice workers in scores of new service professions-from 
health planners to learning disability specialists to volun
teer administrators. And each new professional field gener
ated a constellation of professional associations. ultimately 
leading to the institutionalization of the acronym or code 
word. 

Though vo/unteerism is not an acronym. it is a code word 
for the modern form of organized volunteer service under 
paid professional leadership which has grown up in only 30 
years as an adjunct to the three contemporary public indus
tries. In the 1920s there was no need for a professional jour
nal for the field, nor was the volunteer/staff relationship an 
issue. It has become an issue precisely because volunteerism 
operates within the human service industries whose prin
cipal functions are performed by employees. 

And what of the future? 
En garde! What do we watch-or watch out-for? Aside 

from the projected reductions of approximately 25 percent 
for social programs in the federal year which begins October 
1. 1981. Republicans and Democrats. pro- and anti-supply
side advocates appear to be in general agreement that an in
tegral objective of the President's economic recovery pro-
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gram is to change national social policy. While the shortrun 
effort seems to be concentrated on changing practices, 
longer-term objectives of policy change are not yet clear. 
And that is the kind of change we must be alert to. If the in
stitutional environment within which modern volunteerism 
and volunteer administration has incubated was the out
growth of a 50-year-old national social policy, any signifi
cant change in policy is likely to have substantive and struc
tural impact on those institutions. For whether one wants to 
dismantle a house or not, one must be cautious in changing 
the foundation under it. 

Now let me tie some threads together. 
Since January 1981, some of our colleagues in volunteer

ism, regardless of party affiliation, have expressed 
enthusiasm for the President's advocacy of increased volun
tary action. They appear to believe that it will provide a shot 
in the arm for volunteerism by increasing the need, oppor
tunity and motivation to volunteer. On the face of it, it seems 
strange indeed for the President to encourage or expect 
volunteers to rush in to hold up the walls of institutions 
built on a social policy he seeks to change, and whose 
budgets are being so severely cut that they must lay off staff. 
As much as I agree with Steve Mccurley that we can no 
longer avoid the question of volunteers replacing staff and 
vice versa, I believe there is a more fundamental question. 
Not who will do it, but what services are to be performed 
voluntarily and where? 

I believe that is the direction in which the President is 
headed. He is harking back to the 18th and 19th centuries, 
calling for a resurgence of self-reliance and grassroots de
mocracy in the tradition of a Ben Franklin and his contem
poraries. 

It remains to be seen, however, whether only one hand of 
the clock can be turned backward to increase self-reliance 

We love to reflect upon what we 
perceive as voluntary action 

in the distant past. 
It provides a basis for 
justifying who we are 

and what we do 
as volunteer administrators. 

without at the same time decreasing our dependence on 
money or income through employment in the delivery of 
services. It is not so much that our increasing dependence 
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on money has produced a waning of self-reliance; rather, 
American self-reliance has changed in form. Today's citizen 
is more sophisticated politically. Self-reliance has been poli-

Another piece of the problem is 
our lack of appreciation of the 
fact that voluntary action has 

always been tied to the economy 
of the nation. As the economy 

changes, voluntary action 
changes. 

ticized. And that is why it is unlikely that the clock can be 
turned back-or even stopped! Instead of managing with 
less government, recent generations have learned to 
manipulate it-voluntarily. 

I have tried to show that the present jeopardy is not 
shared equally-either quantitatively or qualitatively. It ap
pears to me that the field most directly faced with change is 
the professionally administered field of service volunteer
ing, which has developed as an adjunct of the public and pri
vate institutions of health, education and human services 
already affected by federal cuts. One can anticipate a poten
tial spurt in various kinds of advocacy, self-help and politi
cal action, but that should not lead us to assume that the 
ranks of volunteers in hospitals, schools or social service 
agencies will show a corresponding growth rate. 

In addition to the relative silence of volunteer leaders 
about the potential impact of the New Federalism on the 
field, we continue to give routine formula answers to new 
questions. In the face of an unknown and uncertain future, I 
believe there is more we could do to help one another ar
ticulate the new and hard questions. We can begin by mov
ing away from known labels. 

Language tends to begin with nouns, as a child learns to 
name Mommy, Daddy, dog and cat. With growth, language 
expands to verbs. We move from identification to action. But 
as people, organizations, institutions, professions, and other 
social forms get old and rigid, verbs are again replaced by 
nouns. Action gives way to labels. 

So, instead of looking for new, upbeat, or more acceptable 
labels-which is like primping before a mirror-let's try to 
get back to the verb forms of the language of our field. That 
may not be as easy as it sounds. Volunteerism is a noun; but 
it could help to keep our focus on objectives rather than 
status.~ 
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Books llli 
'A Monumental Amount 
of Research' 

By Sarah Jane Rehnborg 

SURVIVAL SKILLS FOR 
MANAGERS. Marlene 
Wilson. 1981. 264 pp. 

$9.95/paper + $2.00/shpg/hdlg. 
Available from: Volunteer Readership, 
PO Box 1807, Boulder, CO 80306. 

"These are the times that try men·s souls. The 
summer soldier and the sunshine patriot will. 
in this crisis. shrink from the service of his 
country ... :· Thomos Paine 

WITHIN OUR AGENCIES AND 
organizations, the limes are equally try
ing. Human energy is regularly and 
readily expended, yet results remain il
lusive. Record crowds continue to gather 
for workshops focusing on "burn out:• 
stress management, and assertiveness 
training. Morale problems are no longer 
the exception. Distrust runs rampant. 
Contending that "the workplace has be
come a battleground" in a subtle. deadly 
and undeclared war, Marlene Wilson 
leads the counterattack with the 
publication of her new book, Survival 
Skills for Managers. 

Sarah Jane Rehnborg is a volunteer 
management con sultan I specializing in 
the management of volunteer programs, 
volunteer/staff relations. curriculum 
development and competency stan
dards. She is the immediate past presi
dent of the Association for Volunteer 
Administration. 
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Caring deeply about the survival of 
individuals working in contemporary 
sophisticated. hierarchical organizations 
across the country. Marlene Wilson has 

... linked the subject of creativity with that of 
problem solving. power. negotiating change. 
conflict management. stress management. and 
time management. These are. in my opinion. 
the missing tools to help us move ideas into 
action. The answer to becoming and remain
ing creative managers in today's technocratic. 
organizational world may exist in acquiring 
these 'survival skills.' 

To that end. Wilson has synergized 
and synthesized a monumental amount 

Contending that 'the 
workplace has become a 
battleground' in a subtle, 

deadly and undeclared war, 
Marlene Wilson leads the 

counterattack. 

of research into 264 pages and six chap
ters of material. While each chapter has 
the capability of standing alone as a con-

cise manual on its subject matter. 
together they form a cohesive unit pro
viding the tools for responsible action. 

In the introductory chapter on 
creativity, Wilson presents information 
and methods to encourage and develop 
personal creativity as well as creativity 
in those who work for us. Identifying the 
trappings of the creative person within 
the organization and defining the term 
itself provide the basis for an under
standing of the subject. Examining the 
role of the brain in the creative process 
is followed by antidotal material and a 
worksheet to assist the reader in ex
panding "right-hemisphere functioning." 
The creative process is explained and 
potential pitfalls highlighted. 

At the end of each chapter is a list of 
references and useful appendices. In the 
case of the first chapter. "Creativity: 
Making People and Programs Come 
Alive:• Wilson presents examples of pro
jects initiated and implemented by crea
tive people as well as useful quotations. 
Latter chapters provide questionnaires. 
worksheets, resources and exercises to 
expand upon the topic and to enable the 
reader to personalize and internalize the 
material. Trainers would find the 
materials useful in presentations on the 
subjects. They give managers tools to 
work with others and to explore their 
own personal management style. 

Managing innovation is a challenge 
and central to that challenge is skill in 
problem-solving. It is the intent of the 
second chapter in Wilson's book to pro
vide an understanding of the problem
solving process and skill in doing it 
more effectively. To meet that goal 
Wilson reviews several approaches to 
solving problems based on the work of 
Moskowitz. Koberg and Bagnall. and the 
AFL-CIO's Department of Community 
Services. Introducing the creative pro
cess into the various problem-solving 
models and then anticipating potential 
blocks are the crux of this chapter. 

An excellent discourse on power
what it is, how it works. its stages and 
levels-constitutes the third chapter. 
"Power and Negotiation: How to Make 
Ideas Happen." Elevating power from its 
much maligned connotation. Wilson 
goes on to suggest the real concerns con
fronting those with or wishing power. 
"Implementing change. righting wrongs. 
or championing causes can rarely be ac
complished without pain and some tur
moil." she writes. Recognizing this pain 
and turmoil. the chapter begins by ad-
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monishing the reader to consider 
carefully the weight and responsibility 
of the subject matter. To say "yes" to a 
desire to learn about and wield power 
means that you must believe strongly in 
what you are doing. You must desire in
novation and you must be committed to 
your goals. Rounding out the discussion 
of power is an examination of factors 
contributing to resistance to change and 
critical steps in the negotiation process. 

Differentiating between intrapersonal. 
interpersonal and inter-group conflict. 
Wilson looks at each in depth in the 
fourth chapter of Survival Skills for 
Managers. Within each type of conflict 
causal factors are considered, stages 
reviewed, conflict styles analyzed and 
pointers for constructive management 
offered. Recognizing that conflict, like 
power, is neither good nor bad in and of 
itself, Wilson discusses how the cultural 
baggage we carry influences our percep
tion of conflict. She lifts it from the 
realm of win/lose, viewing it as a natural 
extension of human relationships where 
people and groups are interdependent. 
In fulfilling the chapter title, "Conflict 
Management: Managing It Instead of It 
Managing You:• Wilson offers numerous 
lists to help the manager identify issues. 
set goals for negotiating, give and receive 
feedback, listen well and determine the 
nature of the problem. 

Concluding the book are chapters on 
stress management and time manage
m en t. Each topic is defined and 
thoroughly examined, effects of abuse 
are considered and creative alternatives 
are offered. Yet it is the universal nature 
of these two topics which holds the 
reader's appeal. Time is the great 
equalizer while stress seems to be the 
common contemporary denominator. In 
both cases, it is our ability to manage 
them which separates the effective ex
ecutive from the harried worker. And in 
each case, the controlling theme is more 
difficult to exercise than it is to describe. 
It is the connection of these two topics 
to the other subjects in the book
creativity, problem solving, power and 
negotiation, conflict management-that 
highlights their imperative. 

If today's managers are to make a 
difference. if they are to tame the battle 
raging in the workplace, they must win 
personal control of themselves and their 
time. The application of management 
skills in establishing personal goals and 
objectives is central to focusing energy 
and directing time. Establishing work 
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goals. and managing time to effect those 
goals, are equally important. Wilson 
takes the reader through exercises in 
values clarification as part of the pro
cess. 

In her concluding statement in the 
final chapter of the book. Wilson con
tends, "Throughout these pages we have 
explored the complex maze that consti
tutes today's organizations:' Earlier in 
the book she queries how we might en
courage and develop creativity and util
ize power effectively in order to have 
impact on organizations. The suggestion 
that the book focuses this strongly on 
organizations is a matter of contention. 
As I read Survival Skills for Managers, I 
find that the book does fulfill. and fulfills 
well. the expectations of its ti tie. ii offers 
skills and work technologies to make 
managers more effective. aware and able 
to cope with the stresses effecting them. 
To this end. managers will be able to 
work more creatively within organiza
tions and hopefully to effect change. 

Managers. however, are only one com
ponent of today's organizations. To 
"have explored the complex maze that 
constitutes today's organizations" would 
require a book discussing such concerns 
as external bodies controlling or effect
ing the organization. distribution of 
work, structural considerations. fiscal 
allocations, organizational goals, worker 
expectations as well as management 
technologies. 

The book is primarily about manage-

If today's managers are to 
make a difference, they muse 
win control of themselves and 
their time. The application of 

management skills in 
establishing personal goals and 

objectives is central co 
focusing energy and directing 
time. Establishing work goals, 
and managing time to effect 

chem, are equally important. 

ment and its technologies. Effective. 
aware managers stand a better chance of 
surviving within their organizations and 

of altering their organizations for the 
better. Yet, even the most creative man
ager with power and considerable skill 
in problem-solving and conflict manage
ment may not be successful in having 
impact on an organization. 

One of the book's greatest strengths
its voluminous research-also makes it 
difficult reading at points. The chapters 
on power and conflict management are 
so packed with details of leading 
literature in their respective fields and 
so crammed with pointers for more crea
tive effective managment that the reader 
may well suffer information overload. 
Incorporating more case studies into the 
body of each chapter and demonstrating 
the differential review of the case ac
cording to the various theories ex
amined, might have made the material 
more manageable. And yet. it is pre
cisely the substantive nature of the book 
which makes it so valuable as a text and 
as a manual. Written for administrators 
of volunteer programs. managers in 
profit and not-for-profit agencies. paid 
and nonpaid professionals. Wilson de
scribes generic skills. Transferring the 
information presented to the actual 
problems confronted in each unique 
workplace is the responsibility of the 
reader. 

Wilson's concluding focus on 
priorities and personal goals makes Sur
vival Skills for Managers more than 
simply a text and more than a well
designed, well-researched and well
written manual. The book becomes a 
very personal and moving journey for 
the reader. who is encouraged to ex
amine his/her personal management 
style and life/work goals. Personal 
responsibility for action and change is a 
recurring focus of each section. Through 
Wilson's sharing of her own struggles 
and through her thoughtful selection of 
direct quotes from a wide range of 
authors. the reader is called to become 
involved in life's challenges and use his/ 
her life to make a difference. 

Marlene Wilson truly cares about life 
in the workplace, and the life of each 
worker. She has given us skills to use on 
the job. wherever and whatever that job 
may be. As we face the crisis confront
ing our institutions. it is clear that 
Wilson is neither a "summer soldier" 
nor a "sunshine patriot." Her Survived 
Skills for Managers is a service to pro
fessionals as it calls upon them to be per
sonally responsible and accountable. 
and to make a difference. f.fJ 
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Tool 
Box 

The Handbook on Private Founda
tions. David Freeman. Seven Locks 
Press, Inc., Box 72, Cabin John. MD. 
20818. 1981. 

A reference book on private foundations 
that outlines their structure, grant-mak
ing process, and regulations pertaining 
to management. The 302 pages of appen
dices contain memoranda, forms, 
guidelines and texts of federal statutes 
and regulations. 

Communications Manual for Nonprofit 
Organizations. Lucille Maddalena. 
Volunteer Readership. PO Box 1807, 
Boulder, CO 80306. 1981. 222 pp. $17.95. 
plus shipping and handling. 

This manual shows how voluntary 
organizations can create and conduct a 
complete marketing and public relations 
campaign. Contains straightforward in
structions and numerous charts and 
forms. 

Community Partners: The Staff
Volunteer Team in Soviet Jewish 
Resettlement. National Council of 
Jewish Women. 15 E. 26th St.. New York, 
NY 10010. 1981. 140 pp. $18.00. 

A manual offering guidelines for the es
tablishment of effective volunteer/pro
fessional teams to resettle Soviet Jews. 
Describes resettlement activities. out
lines the structure of the teams, and 
details 13 training workshops. Useful for 
a wide variety of professional and 
volunteer organizations. 

Christians in Mission. International 
Liaison, Inc .. U.S. Catholic Coordinating 
Center for Lay Volunteer Ministries. 
1234 Massachusetts Ave .. NW, Washing
ton, DC 20005. 1981. 126 pp. $14.95. 

Twenty-one essays describing various 
aspects of Christian lay volunteer minis
try programs. Includes detailed instruc
tions on recruitment. screening, place
ment and training of volunteers. 

CWLA Catalog 1981. Child Welfare 
League of America, 67 Irving Place. New 
York, NY 10003. 1981. 16 pp. Free. 

An annotated listing of books, 
pamphlets, newsletters, films and tapes 
available through CWLA. Arranged by 
topic; order form included. 

National Directory of Children and 
Youth Services-1981-82 Edition. Edi
tors of Child Protection Report. CPR 
Directory Services Co., 1301 20th St., 
NW, Washington, DC 20036. 1981. 550 
pp. $49.00, plus $3.00 handling. 

A comprehensive reference directory of 
public and private agencies and person
nel dealing with youth and juvenile 
justice. Includes over 25.000 listings and 
descriptions of service delivery systems 
in each state. 

Growing Numbers, Growing Force. 
Older Women's League Educational 
Fund. 3800 Harrison St.. Oakland, CA 
94611. 1981. 56 pp. $4.00 first class mail. 
$3.00 third class mail. 

One of a series of reports from the 
White House Mini-Conference on Older 
Women held in October 1980. Includes 
accounts of workshops dealing with in
come. health, quality of life and 
minority women. 

NCCE Publications and Films. Na
tional Committee for Citizens in Educa
tion, Suite 410, Wilde Lake Village 
Green, Columbia, MD 21044. July 1981. 4 
pp. Free if order accompanied by 
stamped, self-addressed, business-size 
envelope. 

An annotated listing of books, papers 
and filmstrips available through NCCE. 
Updated three times a year. this catalog 
includes publications concerning the 
role of parents and citizens in public 
education and methods of improving the 
quality of education. 
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Disabled People at Work and Play. Nor
man Ludlow, 516 Arnett Ave., Rochester, 
NY 14619. 1981. 64 pp. $17.58. 

This clipbook contains 60 pages of il
lustrations ("clip art") of handicapped 
persons in everyday life. These illustra
tions can be cut out and used in publica
tions such as newsletters. flyers and an
nouncements. 

Building a Solution: A Practical Guide 
for Establishing Crime Victim Service 
Agencies. Marjorie Susman and Carol 
Vittert. National Criminal justice 
Reference Service. Box 6000. Rockville, 
MD 20850. 1980. 104 pp. Free. 

A step-by-step guide for establishing 
and operating a community volunteer 
program that provides services to vic
tims and witnesses of violent crime. The 
suggestions are based on the ex
periences of the four-year-old Victim 
Service Council in St. Louis. 

Keys to the Growth of Neighborhood 
Development Organizations. Neil 
Mayer with Jennifer Blake. The Urban 
Institute, 2100 M St.. NW, Washington, 
DC 20037. 1981. 96 pp. $7.50. 

A study of the characteristics that con
tribute to the success of neighborhood 
development organizations. Includes 
data on stages of development, sources 
of funding, and measures of perfor
mance. 

The Urban Fair: How Cities Celebrate 
Themselves. Department of Housing 
and Urban Development, Communica
tions Service, Room 9243. 451 Seventh 
St., SW. Washington, DC 20410. 1981. 73 
pp. Free. 

This manual describes ten city fairs and 
gives advice on various aspects of plan
ning and managing such urban festivals. 
Includes sections on organization. plan
ning, logistics and publicity. 
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The Backyard Revolution: Under
standing the New Citizen Movement. 
Harry Boyte. Volunteer Readership. PO 
Box 1807, Boulder, CO 80306. 1980. 271 
pp. $9.95. plus shipping and handling. 

An exploration of citizen activism at the 
grassroots level. Contains interviews 
with activists, descriptions of com
munity organizing activities, an analysis 
of the field's strengths and weaknesses. 
and a listing of local. state and federal 
resources. 

Beyond Banquets, Plaques and Pins: 
Creative Ways to Recognize Volun
teers and Staff! Sue Vineyard. Heritage 
Arts, 1807 Prairie Ave., Downers Grove, 
IL 60515, 1981. 23 pp. $3.50 + $1.25 shpg/ 
hdlg. 

Contents include "What is Recogni
tion?", "Recognition as Part of the Man
agement Process," "Understanding the 
Modern Volunteer:• "Creative Recogni
tion Ideas for Volunteers and Staff" and 
more. 

The Future World of Work. United Way 
of America, 801 N. Fairfax St.. Alex
andria, VA 22314. 1981. 20 pp. $2.00. 

A look at the changing world of work 
and how such changes might affect 
workplace giving and philanthropy. It is 
based on a research study undertaken by 
United Way's Long Range Planning 
Committee. 

Building Partnerships: CBOs ... CETA 
... VocEd. National Center for Research 
in Vocational Education, Publications 
Office, Box N. 1960 Kenny Road, Colum
bus, OH 43210. 1981. 28 pp. $2.80. (order 
#RD-209). 

This booklet looks at the roles of CBOs 
(community-based organizations) and 
vocational education in preparing 
youths and adults for productive roles in 
the work world. Provides examples and 
suggestions for strengthening coopera
tion between CBOs and vocational 
education to improve basic and occupa
tional skills among CBO participants. 

The Successful Volunteer Organiza
tion: Getting Started and Getting 
Results in Non-Profit, Charitable, 
Grass-Roots and Community Groups. 
Joan Flanagan, for the W. Clement and 
Jessie V. Stone Foundation. Contempor
ary Books, Inc., 180 N. Michigan Ave .. 
Chicago. IL 60601. 1981. 320 pp. $7.15. 

Joan Flanagan's second "how-to" 
manual. this one on volunteer organiza
tions. The book tells step-by-step, how 
to manage and strengthen a volunteer 
group. and lists useful publications and 
services available at no charge from 
government sources. 

How to Get the Most Out of Being a 
Volunteer. Emily Kimball. Volunteer 
Readership. PO Box 1807. Boulder. CO 
80306. 1981. 162 pp. $4.95. plus shipping 
and handling. 

A handbook for the community volun
teer that outlines typical volunteer con
cerns, such as leadership, motivation. 
problem-solving and communications. 
Includes self-assessment techniques and 
career development hints. 

Foundation Fundamentals: A Guide 
for Grantseekers. Carol Kurzig. The 
Foundation Center, 888 Seventh Ave., 
New York, NY 10106. 1981. 148 pp. $6.50. 

Prepared by a Foundation Center staff 
member, this manual advises organiza
tions and individuals how to identify 
appropriate foundations to approach for 
funds. The worksheets, checklists and 
sample searches animate the discussions 
of research methods. 

NOTE 

For a complete listing of books available 
from Volunteer Readership and for 
shipping/handling charges. write or call 
for a free catalog: Volunteer Readership, 
PO Box 1807. Boulder. CO 80306, (303) 
447-0492. 
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Readers' 
Advisor 

If you hove a question. answer or comment you'd like to 
shore with other VAL readers, send it to the Editor, Volun
tary Action Leadership, 1111 N. 19th St .. Suite 500, 
Arlington, VA 22209. 

The Benefits 
of Volunteering 

INDEPENDENT LIVING, INC., IS A NONPROFIT 
agency that provides multi-services mainly to people age 
60 and older. Over 800 volunteers work with Independent 

Living. They serve as friendly visitors and telephone 
reassurance callers. provide medical rides and home main
tenance services, and assist in nutrition programs. 

In a recent evaluation of the program, our volunteers were 
asked, "What benefits are you receiving from your volunteer 
experience?" The response was very rewarding, and I 
would like to share some of the remarks with other volun
teer coordinators: 
• "Personal satisfaction helping people in need:' 
• "Opportunity for caring:' 
• "Being able to perform a service to others." 
• "Invaluable friendships." 
• "Understanding the process of aging." 
• "Brightening another person's day." 
• "Achieving new skills:• 
• "Gaining knowledge and wisdom." 
• "Learning to appreciate one's own blessings." 
• "Improving communication skills." 
• "Learning to have more patience:• 
• "Learning the meaning of courage:' 

The most rewarding response for myself as volunteer 
coordinator came in a letter I received from one of my 
telephone reassurance volunteers. She wrote: 

I am 61 years old and had a massive stroke three-and-a-half years 
ago. It left me unable to walk. talk. read or write. I was a vegetable 
until a year-and-a-half ago. At that time, you asked me to be a 
volunteer caller. I was afraid of everything-people. crowds. and 
even going out of the house. After volunteering on a one-to-one 
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basis. I was able_ to attend your annual volunteer recognition party. 
_I have now gamed the courage to visit my sister in another state. 

It 1s a dream come true. Your program has given me much more than 
I gave. Thank you. 

-Beve_rl~ Word. Volunteer Services Coordinator, Indepen
dent Living. Inc .. Madison Wisc. 

A Volunteer Attraction 
I HAVE A BIT OF NEWS I WANT TO SHARE 
with VAL readers: 

Every year our Family Living Education department 
sponsors a three-day event we call College Week. which 
offers participants 55 classes and a variety of workshops on 
health. housing. human development. nutrition. resource 
management and public affairs. This year, for the first time. 
we offered a workshop on volunteering. 

In order to stimulate interest, I decided to spell the word 
"volunteering" backwards and have it printed in all the 
brochures this way. People's first response to the title was 
"WHAT???" It captured their attention. however. and they 
~ere more or less compelled to finish reading the descrip
l!on. 

I want to tell you that even I didn't expect the response 
this workshop received. We thought about 15 people would 
sign up. but we had 38. Half of the women who came cited 
the title as their reason for being there. 

Resource persons from three volunteer administrative 
capacities led the workshop, and they were a hit! Partici
pants were open and enthusiastic. Several appeared relieved 
that someone who recognized that the prospect of volun
teering is sometimes scary could help them address those 
fears through value clarification and goal-setting exercises. 

I will use this gimmick again next year because it 
worked!-Shoron L. Anderson. Program Leader, Family Liv
ing Education, Cooperative Extension Service. Michigan 
State University, Easl Lansing, Mich. 

structed window treatments and the use of s u ers, 
drapery fabrics, window quilts, roman shades, and woven 
wooden shades. Betty Shelby, Extension Home Economist, Kent 
County and Bethel Schmidt, Extension Home Economist, St. 
Jo.~eph County. 

*23. GNIREETNULOV! ... For Personal Growth Hu G-31 
GNIREETNULOV is "Volunteering" spelled backwards. If you 
want to take the mystery out of volunteering and enhance your ef
fectiveness as a volunteer, this workshop is for you! Featured 
volunteer "experts" offer down-to-earth, practical advice and 
learning experiences to help you unlock your potential and ex
plore new forms of volunteer participation. Becky Hollingsworth, 
Drug Education Center; June Mason, Director, Voluntary Action 
Center: and Jane Smith, Director Volunteer Program, Service 
Learning Center; Coordinated by Sharon Anderson. Family Living 
Education. 

.,,. *24. We the People-Your Involvement in Local Government 
Hu G-32 

This program provides basic grass roots information about the 
eight functions of local government. Learn how you can become 
involved with issues in your community. Actual "political ex-
erience" will be gained through participation. Jan Hartough, 
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VOLUNTARY ACTION 
LEADERSHIP 
4 ISSUES (ONE YEAR): $12 

Published four times a year, Voluntary Action 
Leadership addresses the foremost issues that are 
challenging YOU as a volunteer leader or citizen 
activist ... 

. . . Volunteer/Staff Relations-What Marlene 
Wilson calls, "A matter of survival in the '80s." 

... Women's Role in Volunteering-New trends are 
providing answers to the 10-year-old "service 
vs. change-oriented volunteering" debate. 

... Inflation, The Energy Crisis, and the Growth of 
Litigation-What should be done about their 
devastating impact on volunteer-involving 
organizations? 

... The Shifting Balance of Our Three-Sector 
Society-How it's diminishing the impact 
citizens have on decision making. 

__j --
EVALUATIO,V 

... Where will the volunteers come from? 
Agencies must find new ways to involve citizens 
as more people have less time to volunteer. 

In addition, each issue of Voluntary Action 
Leadership presents profiles of individual and 
group volunteers, helpful how-to-do-it articles, a 
conference calendar, book reviews, and resource 
listing for today's involved citizen. 

Order your next four issues of Voluntary Action 
Leadership NOW1 (Save S2 with a subscription for 
8 issues-two years.) 

-.------------------------------------------
PLEASE ENTER MY SUBSCRIPTION TO 
VOLUNTARY ACTION LEADERSHIP 

Please Print or Type 

1 year 
(4 issues) 

D $12 

2 years 
(8 issues) 

D $22 

Name _____________________ _ 

Title ______________________ _ 

Organization ___________________ _ 

Address _____________________ _ 

City/State/Zip __________________ _ 

t'..ft VOLUNTEER 
V The National Center for Citizen Involvement 

Subscription Dept. 

Canadian postage add $2 per year 
Foreign postage add $4 per year 
Payment must accompany all orders. 

PO. Box 4179 
Boulder, CO 80306 

3 years 
( 12 issues) 

D $32 



~--Calendar---
The calendar lists upcoming events that may be of 
interest to our readers. Inclusion, however, does 
not constitute endorsement by VOLUNTEER. 

Jan. 1 7-22 Washington, D.C.: National Network of Runaway and Youth Services Symposium '82 
Highlights: panel discussions w/service providers and experts on current public policy and program 
issues related to community-based youth services; speakers on runaway and homeless youth, 
reagonomics, implementation of block grants and corporate responsibility; open hearings to air 
such issues as program standards, federal responsibility for a national youth policy, adolescent 
suicide. 
Fee: $85/member; $125/non-member; $25/daily guest fee. 
Contact: National Network of Runaway and Youth Services, 1750 DeSales St., NW, #801, Washing
ton, DC 20036, (202) 466-4212. 

Feb. 27-Mar. 3 San Diego, Calif.: 28th Annual Meeting of Western Gerontological Society 
Based on theme, "Building Bridges-Broadening Networks," program tracks will feature voluntarism, 
health promotion, clinical medicine and corporate concerns. Preliminary program and registration 
forms available. 
Contact: Conference Division, WGS, 785 Market St., Suite 111 4, San Francisco, CA 94103, (415) 
543-2617. 

Mar. 23-26 Lake Arrowhead, Calif.: 22nd Annual Conference for Administrators of Volunteer Programs 
With Dr. Eva Schindler-Rainman as dean, participants and staff will explore new concepts in making 
change happen, resolving conflict, managing stress and developing coalitions for survival and ex
pansion under theme, "Future Challenges: A Universal Perspective." Methods for developing effec
tive management skills, how to involve corporations in volunteer programming, creative funding will 
be shared. Approved for accreditation by AVA. 
Fee: $325, incl. room, meals, conference packet and instant documentation. 
Contact: Helena Hult, Coordinator, PO Box 1731, Santa Monica, CA 90406, (213) 828-9495. 

April 25-28 Boston, Mass.: National Conference on Social Welfare 109th Annual Forum 
National leaders will address six plenary sessions and more than 75 sessions will cover policy and 
practical issues in following areas: Reagan economic policies and impacts; financing and manage
ment of human services; alternative approaches to meeting human needs; new coalitions for social 
progress; alternatives to institutionalization, children, youth, families; and more. Preliminary program 
available. 
Contact: NCSW, 1730 M St., NW, Suite 911, Washington·, DC 20036, (202) 785-0817. 

June 6-1 O New Haven, Conn.: National Conference on Citizen Involvement 
Back by popular demand at Yale University, VOLUNTEER's 1982 national conference once again 
will feature a variety of timely speakers and topics related to the citizen involvement movement. See 
ad on page 12 for details. 
Contact: Kris Rees, VOLUNTEER: The National Center for Citizen Involvement, 1111 N. 19th St., 
Room 500, Arlington, VA 22209, (703) 276-0542. 
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