





















































In addition, volunteers were dissatisfied
with the lack of opportunities to exercise
their own judgement and insufficient time
spent with family/friends due to their job.
Paid EMS personnel felt they had little op-
portunity to discuss work-related prob-
lems with other EMS personnel.

There were differences between paid
and volunteer EMS workers in other areas
of their EMS job. Volunteers were most
concerned with too few ambulance calls
and death, particularly of children. Paid
EMS workers cited too many ambulance
calls, poor administrative support, poor
leadership provided EMS agency manag-
ers, poorly maintained equipment, and in-
appropriate public use of the EMS system
as areas that adversely affected their job
satisfaction. One paid EMS worker was
very bitter about the inappropriate public
use of emergency vehicles, citing “geriat-
ric transfers from hospitals to nursing
homes” as a common practice.

About one-third of paid EMS workers
wanted a lighter workload with fewer am-
bulance calls, while volunteers wanted a
heavier workload with more calls. Both
groups cited pay, reimbursement for ex-
isting EMS training/continuing education,
additional training, more recognition from
EMS agency administration and more
voice in matters that pertain to their EMS
job.

One volunteer had just allowed his li-
cense to expire “because the C.E. (Con-
tinuing Education) requirement was too
costly and too repetitive of basic EMT
training.” About one-third of paid person-
nel also indicated a desire for better
equipment.

Neither paid workers nor volunteers felt
that EMS training programs over-empha-
sized the medical aspects of EMS, but a
high percentage of volunteers (49.2%)
and paid EMS workers (34.2%) felt that
EMS training programs downplayed psy-
chological issues, death and dying, crisis
intervention and the realities of life on the
streets.

Many EMS workers indicated that their
CPR instructors “always emphasized sav-
ing lives and never talked about what to
do when your efforts fail.” Another volun-
teer said that training programs should
emphasize “listening and empathy skills”
and address the "psychological impact of
emotionally draining runs.”

Summary of EMS Manager
Interviews

The six volunteer EMS agencies in the
county vary in terms of size and scale of
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operation. However, a common concern
of all of these agency managers was an
inadequate number of licensed personnel
and their reliance on a small group of vol-
unteers within each organization working
a disproportionate number of hours to
maintain an adequate level of staffing,
particularly during daytime hours.

During periods of high unemployment,
more volunteers are generally available to
work those hours. A few agencies have
made a concerted effort to attract mothers
who might be at home during the day by
providing child care services at the ambu-
lance base. Retirees and second and
third shift workers have also been identi-
fied by some agencies and are recruited
and encouraged to work daytime shifts to
help alleviate this staffing shortage.

A rapid turnover in volunteer personnel
was also viewed by a majority of the man-
agers as a serious concern, contributing
to their staffing problems.

Several different views were expressed
by agency managers on the issue of pay
and reimbursement for training and/or
continuing education for the volunteers.
For several of the volunteer ambulance
services, the primary reason given for not
paying and/or reimbursing their volun-
teers related to the poor financial status of
the organization. Other managers felt that
pay was not important to the volunteers
and would not add to the volunteers' level
of job satisfaction.

Two of the managers expressed con-
cerns regarding the low number of ambu-
lance calls that their respective agencies
respond to per year and the effect that it
has on their volunteers. Primarily, these
managers felt that an insufficient number
of ambulance calls results in an erosion of
skills of their licensed personnel and a
decline in interest and morale which, in
turn, leads to job dissatisfaction and the
rapid turnover of personnel.

These concerns are also consistent with
the data summarized, i.e., 43.5 percent of
volunteers stated that too few ambulance
calls negatively affected their satisfaction
with their EMS job and 42.7 percent identi-
fied having a heavier workload (or more
ambulance calls) as a factor that would
improve their EMS job satisfaction.

Implications

Because volunteers say that altruistic fac-
tors initially attracted them to the EMS
field, recruitment efforts could be more
successful by emphasizing those aspects
of EMS work. For example, ongoing re-
cruitment programs and print media, such

as posters, could emphasize altruistic
factors and de-emphasize other factors,
such as the excitement of EMS. EMS work-
ers who expect to experience continuous
excitement are likely to experience “rus-
tout.” EMS managers must carefully and
accurately orient applicants about their
prospective roles and responsibilities as
volunteer EMS workers.

Recruitment and retention are closely
interrelated. Recruitment of volunteers
whose expectations and motives match
the reality of EMS work are more likely to
find their work satisfying and are more
likely to continue in their positions. Attract-
ing volunteers who are motivated to work
because of these altruistic reasons may,
therefore, result in increased retention,
thus addressing the rapid turnover in the
volunteer agencies.

Although a more careful screening of
volunteers to assess reasons for attraction
to EMS work may result in a smaller pool,
agencies could benefit from increased re-
tention, reduced turnover and less train-
ing time allocated a continuous influx of
new volunteers.

Volunteers indicated that pay and reim-
bursement for EMS training and continu-
ing education would increase their level of
job satisfaction. While several of the vol-
unteer EMS agencies interviewed did pro-
vide some level of reimbursement for their
volunteers, a closer look at this benefit
may be in order by all EMS managers.

One former EMS volunteer offered this
comment: “Next time you need an ambu-
lance, remember your life is in the hands
of a minimum wage employee. . . he must
love his job . . . there’s sure no recognition
in it.” Other EMS volunteers indicated
their desire for more recognition from their
EMS agency administration and more
voice in matters that pertain to their EMS
job.

While volunteers were more satisfied
with the support and leadership provided
by their EMS agency managers than were
paid EMS personnel, these factors are ar-
eas that could be examined by all agen-
cies as an area to enhance workers' satis-
faction. Many EMS workers emphasized
the lack of respect and recognition they
received from ER staff in the area hospi-
tals. This seems to be an area where much
could be done through more effective
communication and coordination of the
key actors in the EMS arena. Other EMS
personnel said they felt they weren't ap-
preciated by the public and their efforts
went unrecognized.

Finally, volunteers indicated that their
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The answer is simple. Most organizations
want to get things accomplished. They
want a board of directors who will work
hard and reach the organization’s goals.
As a force in the community, they want to
influence the lives of people with the
greatest possible impact.

To accomplish these and many other
important goals, the best community lead-
ership must be involved. Of course, anoth-
er “social club” or an elitist board of direc-
tors is not desired; but what is needed are
individuals who can have an impact on
community decision-making, open doors
for resources, recruit key leadership for
the annual campaign, and cut through red
tape.

Currently there may be individuals re-
lated to the organization who are interest-
ed, they want to do good, they care; but
they just may not have the ability, the
clout, to get the job done. Members of the
community power structure do have the
clout that can get the job done, and they
are important to the organization and es-
pecially its board of directors.

How Are These Individuals
Located?

How are members of the community pow-
er structure identified? This is not an easy
question to answer, but it is not an unsur-
mountable task. Two different approaches
can apply:

m Association approach. The associa-
tion approach is a method for identifying
individuals who make up the community
power structure by discovering where
they are currently active. This is accom-
plished by obtaining printed lists of local
leadership. Such lists include: corporate
annual reports, community resource
booklets, membership rosters, organiza-
tion newsletters, etc. Most of these materi-
als are available for the asking from local
sources such as the chamber of com-
merce. Information obtained should iden-
tify individuals who occupy the following
community positions:

Corporate Managers/Executives
Business Boards of Directors

Bank Presidents

Bank Boards of Directors

Community Agency Board Members

City Politicians

County Politicians

Local Judges

Key Government Employees

Country Club Members

Social Club Membership

Yacht Club Members

Service Club Leaders
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School Board Members

School Officials

Trade Association Leaders
Union Leaders

Professional Association Leaders
Religious Institution Leaders
United Way Board Members
Retired Politicians

Fraternal Organization Leaders

With this information, develop a card
file of individuals currently involved in the
community. Make one card for each per-
son, and when the name of an individual is
repeated, simply list his or her job or posi-
tion on the card.

When all individuals have a card and all
cards are complete, assign a point value
to each job or position. Create a point
system, but think in terms that being a
bank president is worth more points than
being on the bank board, etc.

After the point values have been as-
signed, add up the total point value for
each individual. The individual with the
greatest number of points becomes num-
ber one, and everyone else follows in
number value order, largest to the small-
est. Using this method, it can be deter-
mined who the top ten “movers and shak-
ers” are in the community, or for that mat-
ter, the top 20, 30 or more.

One of the disadvantages of this ap-
proach is that inactive individuals with
power are difficult to identify. These indi-
viduals may have “retired” from active
community service, but they may have
maintained their input with regard to com-
munity decision-making. The “interview
approach” should assist in overcoming
this disadvantage.
= Interview approach. To employ the in-
terview approach, actually go out and ask
someone who the top ten or so most influ-
ential individuals are in the community.
The key to this approach is to ask individu-
als who “ought to know,” not just anyone
who happens to be convenient.

The following is a list of individuals, by
job position, with whom to consider mak-
ing an appointment to inquire about local
“movers and shakers":

Chief of Police

Mayor

City Manager

County Administrator
Chamber of Commerce Manager
Superintendent of Schools
College President
Hospital Administrator
Newspaper Publisher
United Way Director

Chief Judge

Corporate Plant Manager
State Representative

Fire Chief

Congressman
Postmaster

Bank President

County Sheriff

After obtaining the top ten individuals
from each person interviewed, simply add
up how many times an individual's name
was mentioned. The person mentioned
the greatest number of times is number
one and so forth down the line.

As with the association approach, a dis-
advantage exists. There may be individu-
als who may be “retired” from active com-
munity involvement; and because of this,
they may not be good potential active
members for an organization due to age,
poor health, etc. They may be willing,
however, to provide continual counsel, list
themselves on an advisory board or serve
as an honorary campaign chairperson.

A spinoff of all this work is a listing of
potential leaders for your board of direc-
tors, annual campaign and other activities
and programs for the future. The question
is asked many times about where to locate
leadership. This is one of the answers.

When your work is complete, not only
will you have the top ten members of your
community power structure identified, but
you also probably will have a file of as
many as 200 to 400 individuals in the
community who are already demonstrat-
ing leadership! In addition, both of these
approaches can be tailored to varying
communities or sub-communities, regard-
less of size, ethnic or racial makeup.

Final Note

With all of the data accumulated, there is a
need to remember that it should be kept
confidential. It is for a specific use. Do not
post it! Do not publish it! Do not pass out
copies at board meetings! Keep it confi-
dential!

Remember that most people probably
do not like having their names on lists.
Some get mad if their name is on the list,
and others get mad if their name is not on
the list. Also, when you conducted the in-
terviews with key individuals, the informa-
tion they provided probably was given on
a confidential basis.

Now that you have identified the mem-
bers of the community power structure, it
is time to go out and get some of them
recruited. It will not be an easy task, but at
least now the membership and nomina-
tions committees can target the recruit-
ment approach!
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former president of the Cambridge Union, concluded, “The
relegation of religion and spirituality to the irrational has
been one of the most tragic perversions of the great achieve-
ments of Western Rationality, and the main reason for the
disintegration of Western Culture.”?

Contemporary survey research demonstrates the validity of
the Founders’ belief that religious people would likely take
their civic duty seriously. A study on American values by
Connecticut Mutual Life concludes that the 45 million “in-
tensely religious” Americans are likely “to vote often and to
become highly involved in their local communities.”*?
George Gallup found that the highly spiritually committed
rank high in being “very happy,” in placing importance on
family life, and in being more tolerant of persons of different
races and religions. They are also concerned about the better-
ment of society. Forty-six percent of the highly spiritually
committed say they are presently working among the poor,
the infirm, and the elderly—almost twice as high as the un-
committed.™

My survey indicates that the value of personal contribu-
tions other than time estimated to have been given to the
Bicentennial was on average 85 percent higher for respon-
dents for whom religion is “very important” than those for
whom religion was “not very important.” Estimates of hours
contributed to the Bicentennial were also 14 percent higher
for religious than nonreligious respondents.

Conclusion

Volunteerism is exemplified by George Washington, the
launching of whose Presidency we commemorate this year.
To create a free nation, he served as Commander-in-Chief of
the Continental Army, foregoing, in advance, any compensa-
tion. For the benefit of America he rebuked proposals that he
become king. Washington served as chairman of the Constitu-
tional Convention without compensation. He also refused a
salary as President.

America faces herculean challenges, but all is not lost.
Washington’s example still informs America. International
polling shows that Americans stand out in doing volunteer
work, in valuing science, in saying that a “feeling of accom-
plishment” is the most important aspect of their work, in
religious faith, in confidence in their institutions, and in
pride in their country—80 percent of Americans compared
with 38 percent of Europeans.'”

Let us keep Washington’s image bright. Let us exemplify
and teach others to cherish our Constitution and the free
system it undergirds, to carry out the responsibilities that will
sustain it, to gain the joys of giving of our selves to help
others, so that “We the People” are solving some of the most
difficult problems we have ever faced. Only this prescription
can counter corrosive greed and cynicism. Our individual
challenges are of lesser magnitude than George Washington’s,
but as he changed history, so can each of us make a differ-
ence.
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