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THE 1993 NATIONAL COMMUNITY SERVICE CONFERENCE 

A Chance to Change Tomorrow - that's the theme selected for the 1993 National 
Community Service Conference set for June 12-15 at the Stouffer Orlando Resort in 
Orlando, Florida and hosted by The Points of Light Foundation. 

During the Conference, we will focus on the vital role all of us can play in helping build 
community through voluntary community service. Whether you are a part of a 
Volunteer Center, nonprofit organization, corporation, or government agency, this is a 
conference you won't want to miss. 

We'll be pleased to include you on all future 1993 National Community Service 
Conference information mailings including program, registration, and 
accommodations if you will kindly fill out the attached form and send it to: 

0 
POINTS OF LIGHT 

FOUNDATION 

1993 National Community Service Conference 
P.O. Box 66534 

Washington, D.C. 20035-6534 

---------------------------------------------------------■ 
Please add my name to the 1993 National Community Service Conference mailing list: 

Name _______________ Title ______________ _ 

Organization Affiliation----------------------------

Mailing Address _____________ Telephone (Day time including area code) _____ _ 

City/State/Zip-----------------------------

In addition, I suggest you send information to the following: 

Name _______________ Title ______________ _ 

Organization Affiliation----------------------------

Mailing Address _____________________________ _ 

City/State/Zip ______________ Telephone (Day time including area code) _____ _ 
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Voluntary Action 

The Holiday Project Offers 
Two-Way Giving Experience 
By Linda Thornburg 

You're visiting a nursing home on 
Christmas Day witl1 some friends from a 
local service club. You're nervous, be
cause the last time you were in a nurs
ing home was the day your father died, 
and you swore you'd never be back, es
pecially as a patient. But one of your 
best friends has talked you into this, 
because he committed to bringing acer
tain number of people to visit this place 
through The Holiday Project. It's the 
first time the club has done anything 
like this, and he wants to make sure he 

your father died in a place like this, and 
you're not sure what you really have to 
offer these people. It feels better just to 
say il. 

You're nol lhe only one, il seems. 
Four of these people have had parents 
in nursing homes, and none of them has 
very pleasant memories of this. You ex
change sympathy with them. The vol
unteer leader says this sort of feeling is 
common to new volunteers. She en
courages you to just go with the flow 

and try lo concentrate on the person 
you're visiting. Find oul, if you can, 
what they're like and what they're inter
ested in, and if you can't, tell them a 
little about yourself. If you're really un
comfortable, find another resident lo 
talk lo, she says. 

Five minutes later you find yourself 
in the room of two old ladies, and one of 
them is asleep. The other is talking to 
the wall. Her syntax is strange, and 
what she says doesn't really make any 
sense, but when she pauses, you say 
things like, "Oh, I see," or "Is that 
right?" At the end of a minute and a 
half, after about as much of the jabber
wacky you can stand, you end the "con
versation." 

"Thank you very much," you say. 

lives up to his promise. 1----------------...._----------------1 

You're wondering how he found so 
many people willing to give up part of 
their Christmas Day. There are almost 
20 people gathered around the sofa in 
the lobby. Your friend and a national 
Holiday Project volunteer are doing a 
sort of orientation. They are describing 
the type of people in the nursing home. 
Good lord, nearly 25 percent of these 
patients are practically comatose. Will 
it really make a difference to them that 
you gave up the visit from your Aunt 
Betsy this morning lo come and visit? 

Now the volunteer is asking people 
how they feel about the visiting they'll 
be doing in a few minutes. Does anyone 
have anything they'd like to talk about 
first? 

You find yourself stammering that 
~ = :ca 
Q. 

~ ., 
Linda Thornburg is a freelance writer/ 8 
editor in Alexandria, Va., and a fre- 1-----------------------------------1£ 

~ quent contributor to VAL. During a Holiday Project visit on St. Patrick's Day, a New York volunteer shares a 0 
song with a local nursing home resident. -g_ .__ _______________ ....,__ _______________________________ .... < 
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"I've enjoyed talking to you." 
She looks you straight in the eye for 

the first time. "Thank you," she says. 
"I've enjoyed it, too." 

Sally Cooney, The Holiday Project's 
executive director, says some people 
actually have come out of comas when 
visitors pay them enough attention. The 
Holiday Project operates in 411 com
munities in 28 states, organizing visits 
to people in institutions during the 
holidays. Initially, all visits were during 
Christmas and Chanukah, but now the 
project is extending its visits to other 
holidays. This year, Cooney is arrang
ing for visits to more than 20 Veterans 
Administration (VA) hospitals on Vet
erans Day. 

There are two million people in insti
tutions and most of them are consumed 
by loneliness. The Holiday Project, 
with roots in a movement that started in 
the early '70s, is an attempt to alleviate a 
little of the loneliness. Just as impor
tant, it changes the lives of visitors, who 
in giving part of a day to residents in 
psychiatric hospitals, long-term care fa
cilities, prisons and other institutions, 
often learn that the worries they 
thought they had are minuscule, or that 
conversing with someone with whom 
they have very little in common can be 
a fascinating experience. 

"We can't measure the effect the pro
gram has on many of these people," 
Cooney says. "But we know the visitors 
are transformed by their experiences 
because they are getting the greatest gift 
of all, which is letting someone give to 
them." 

Cooney says most people feel more 
comfortable being the giver than the re
ceiver, but The Holiday Project tries to 
reverse the roles when possible. The 
project enlists institutionalized indi
viduals in the making and/or wrapping 
of gifts and other traditional activities. 
But what visitors find most dramatic is 
a sort of transformation in other aspects 
of their lives. 

"A conversation with an institution
alized person is a pure experience," 
Cooney says. "There is no hidden agen
da, most visitors aren't worried about 
how they are being received, and they 
can concentrate wholly on the other 
person. For myself, this translates into 
other things in my life. When I have a 
conversation with someone in my 
work, or with a family member, I've 
learned to give everything to that con
versation, and not be thinking about 
what's going to happen next in my life." 

The Holiday Project has about 20,000 
volunteers and 2,000 managers, who 
run the chapters. Because there is no 

~ A Holiday Project volunteer from Palm Beach County, Fla., brings a smile and a 
-g_ hug to a local nursing home resident. 

training to speak of and no requirement 
to commit to more than one visit, the 
organization is a good volunteer activity 
for people leery of heavy time commit
ments. But Cooney says some people 
end up going back to visit the same per
son again and again after positive expe
riences. The Project is trying to encour
age this especially with AIDS victims, 
some of whom are in desperate need of 
relationships in their lives after being 
cut off by their families. 

Service organizations can make such 
visits a one-time project or can establish 
chapters in their area. Managers receive 
training on how to schedule visits, how 
to solicit funds for running the chapter, 
and how to publicize the program. 
Cooney says chapters evaluate their 
communities to decide where they will 
concentrate their efforts. Some visit 
nursing homes exclusively, others in
clude facilities such as prisons, which 
can present some of the most confronta
tional experiences, Cooney says, but 
which also can be very rewarding. 

For information about how to partici
pate in a visit, join a chapter or start a 
chapter, contact The Holiday Project, 
P.O. Box 6347, Lake Worth, FL 33466-
6347, DEPTVAL. 
-Linda Thornburg 

Catholic Charities, 
USA Remains 
America's Largest 
Charity 

Catholic Charities, USA's income in
creased by over $300 million to $1.84 
billion in fiscal year 1991, making it 
America's largest charity for the second 
year in a row, according to the NPT 100, 
America's Biggest Charities, a special 
report of The Nonprofit Times. 

Lutheran Social Ministry Organiza
tions' revenue grew by some $200 mil
lion to $1.65 billion, making it the se
cond largest charity for two years run
ning. 

The YMCA of the USA, with $1.53 
billion in income, rose from fourth to 
third place, moving the American Red 
Cross from third to fourth place. The 
Salvation Army remains in fifth place. 

<L---------------------------------'----------------...J 
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The rankings in this year's edition are 
based on total income for fiscal year 
1991. Information is gathered from the 
organizations' IRS forms or audited an
nual reports. 

Charities appear to be weathering the 
recession fairly well, according to the 
report. Total revenue for the top 100 
charities was $20.15 billion in fiscal 
1991, a 24 percent increase from the 
$16.9 billion in total revenue reported 
in 1990. Public support accounted for 
45 percent of the top 100's total income, 
up from the 36.9 percent of total income 
reported in last year's survey. 

Human service organizations contin
ue to dominate the top spots on this 
year's ranking and make up seven of the 
top 20 groups. In addition, smaller hu
man service organizations are scattered 
throughout the list, and account for 18 
percent of the total organizations repre
sented. Seventeen relief and develop
ment organizations made the list. 

Among the fastest-growing charities 
are those whose special concern is the 
environment, with 10 environmental 
groups making this year's listing. 

Organizations that have an interna
tional orientation are becoming more 
prominent, making up 30 of the top 100 
groups this year. 

The survey's focus is those organiza
tions perceived as traditional charities 
by the general public. The top 100 list 
purposely excludes private schools, 
colleges, universities, hospitals, foun
dations, public television stations, mu
seums and organizations whose sole 
purpose i's to spre'ad their religious be
liefs. 

The Nonprofit Times provides chari
table giving research through data col
lection and public opinion studies on 
an ongoing basis. 

For a copy of the NPT 100 report, call 
Margaret Mason, (609) 921-1251. 

Coming Soon: 

LEADERSHIP 
magazine 

(the new VAL) 
in early 1993. 
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AAL 'Helping Hands' Ready for 
Hurricane Relief in Florida, Louisiana 

The remains of a mobile home park in Homestead, Fla. 

Anne Jabo of Hialea, Florida, watched 
with dismay the television images of 
the devastation wrought by Hurricane 
Andrew on her neighbors to the south. 
She prayed that there might be some
thing she could do to help. Two days 
later, Jabo, the president of an Aid Asso
ciation for Lutherans (AAL) branch, 
was in Perine, one of the communities 
hardest hit by the hurricane. In almost 
unbearable heat and humidity, Jabo was 
cleaning debris from Mt. Olive Luther
an Church and helping with the distri
bution of food, water, bedding and oth
er supplies. 

Jabo was shocked by the destruction 
she saw upon arriving in the area. 
"First, you want to sit down and cry," 
she said. "Then you say, 'I don't have 
time for tears."' Instead, she and hun
dreds of other AAL members went to 
work. 

Emergency funds were distributed to 
local branches through AAL's benevo
lence program called "Helping Hands: 
Caring Acts Through Fund Raising or 
Service." AAL wired money to 
branches so members could purchase 
supplies such as ice, bottled water, 
food, plywood, plastic and other equip
ment desperately needed by the hun
dreds of thousands of victims. 

Within days of the storm, AAL had 

"' ... • • - -' -.. • • - .. • • -• ,, 
• • 

.,,I_ , .. 
A relief worker unloads water bottles 
at Mount Olive Lutheran Church in 
Perine, Fla., one of the locations where 
AAL volunteers worked and supplied 
relief equipment. 

earmarked a total of $500,000 as match
ing funds to help its national volunteer 
network of 8,069 branches raise money 
for relief efforts. The $500,000 is in ad
dition to normal Helping Hands funds. 
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Doris Petersen, AAL district 
representative from Cutler Ridge, Fla., 
surveys damage to her roof with a 
volunteer. 

Shelly Karolus, president of AAL 
Branch 4860 in Hollywood, Florida, 
used money AAL wired to the branch to 
buy two portable generators, gasoline 
for the generators and other supplies 
and equipment. Branch members 
brought the supplies to Mt. Olive, 
where they helped with the clean-up 
effort. 

"AAL is very important in a crisis 
like this where you have people who 
have nothing," Karolus said. "The sup
port was there when we needed it." 

Doris Petersen, an AAL district repre
sentative who lives in Cutler Ridge just 
south of Miami, rode out the storm in 
her home, huddled in a bedroom closet 
with couch cushions over her head. The 
house vibrated, windows blew and 
through the ceiling door to the attic, she 
watched as the pressure of the storm 
sucked her roof up and down. 

"You couldn't believe the intense 
fear," she said. "You don't know if your 
life will be snuffed out." 

Several of Petersen's colleagues from 
the David Vorpagel Agency of AAL, 
Maitland, Florida, arrived within days 
of the storm, bringing her food and wa
ter. They helped clear debris from her 
home and yard and helped patch her 
roof. Then she was able to help coordi
nate efforts to assist others in her south
ern Florida territory. 

A Homestead, Fla., resident receives 
relief supplies at a distribution site set 
up in the parking lot of the remains of a 
shopping mall. 

AAL worked with Lutheran Minis
tries and inter-Lutheran Disaster Re
sponse to help meet the needs of the 
hurricane victims. AAL agencies and 
local branches worked with local busi
nesses, churches and other relief orga
nizations, such as the American Red 
Cross, to provide assistance. 

For example, the Steven Esala Agen
cy of AAL, based in Memphis, Tennes
see, organized a city-wide nonperish
able food drive. The food was shipped 
to Lutheran churches in the hurricane
devastated areas of Louisiana. Local 
AAL branches arranged for 50,000 
pounds of ice to be shipped to the Red 
Cross in Baton Rouge, Louisiana, and 
another 50,000 pounds to Grace Luther
an Church in Houma, Louisiana. 

AAL, headquartered in Appleton, 
Wisconsin, is the nation's largest frater
nal benefit society in terms of assets 
($10.3 billion) and ordinary life insur
ance in force ($62.7 billion). AAL pro
vides life, health, disability and long
term care insurance and retirement 
products, while its affiliated companies 
offer mutual funds and credit union 
services. 

AAL's members are organized into 
8,069 local branches throughout the 
United States. They meet regularly to 
carry out a wide variety of volunteer 
efforts to help themselves and their 

Victims of Hurricane Andrew select 
items of clothing at a relief distribution 
site at Mount Olive Lutheran Church, 
Perine, Fla. 

neighbors, and lo undertake projects to 
improve the communities where they 
live. Last year, AAL members volun
teered three million hours of their time 
to help others. 

Laubach Names 
Volunteer 
Consultants 
Thirteen individuals from across the 
country have been asked to serve two
year terms as members of the Laubach 
Literacy Action (LLA) Volunteer Consul
tant Network. They will provide support 
and training to volunteers in local litera
cy programs through conference leader
ship, technical assistance, materials re
view and pilot-testing new training for 
LLA, the nation's largest nonprofit volun
teer adult literacy organization. 

The consultants will work with the 
LLA Field Services Department to sup
port and implement LLA's program 
goals. Their primary role will be to help 
local program managers, trainers and 
new readers learn about and take advan
tage of current LLA initiatives. These in
clude changes in certification of trainers; 
introduction of new modular tutor train
ing; and new LLA membership system. 

VOLUNTARY ACTION LEADERSHIP Fall 1992 



SCORE-30 Years and Going Strong 
too much direction from the top, and 
they maintain control of the individual 
chapter character by directing their 
own public relations and marketing, 
setting their own seminar and work
shop agendas, determining how to tar
get their recruitment efforts, and estab
lishing standards for who can become a 
volunteer. 

SCORE volunteers contribute time 
worth at least $70 million a year in 
counseling and workshops, and that's a 
conservative estimate, according to The 
Service Corps of Retired Executives 
(SCORE) Association. With nine paid 
staff members and 13,000 volunteers 
who operate in most of the communi
ties in this country, SCORE is the na
tion's oldest and largest volunteer busi
ness assistance program. In 1991, it 
helped 260,000 people in counseling 
and workshop sessions. 

Many of those who accept SCORE 
counseling start new businesses, and 
several thrive. Others decide they won't 
pursue their idea because of start-up 
costs, too much competition or not 
enough capital or expertise. 

According to the Small Business Ad
ministration's Office of Advocacy, more 
than 60 percent of new businesses will 
fail within six years. These statistics are 
discouraging, but Mark Sewell, 
SCORE's national director of communi
cations, says the number one reason for 
failure is lack of management knowl
edge, not lack of capital. 

SCORE volunteers can help a poten
tial or fledgling business owner gain 
that knowledge through a series of 
counseling sessions, directing the indi
vidual's research and awareness of 
what types of professionals the busi
ness needs to utilize. 

SCORE volunteers are motivated by 
the desire to use the knowledge and ex
perience they have gained through ex
tensive business careers to help others. 
They typically are retired men between 
the ages of 60 and 69 who have helped 
to shape a business. Sewell says 15 to 20 
percent of the volunteers are not retired, 
and 1,100 are women. But the most eas
ily encountered SCORE volunteer is a 
retired male executive of a retail or 
wholesale operation, including Fortune 
500 companies or, somewhat less like
ly, a retired international trade or serv
ices executive. The higher the individ
ual is in the SCORE organization, the 
more likely the person will be heavily 
involved in other organizations such as 
United Way, Rotary Club or church. 

One of the resolutions articulated re
cently by the SCORE Board of Directors 
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is to recruit more women into the orga
nization. In three "test markets," 
SCORE will strive to recruit two women 
for every ten men. While this may not 
sound like enough, Sewell points out 
that because women have a limited his
tory in executive positions, the goal 
probably is reasonable. He says SCORE 
hopes to boost the number of women by 
recruiting those who are still working. 

The requirements for volunteer 
knowledge and expertise are set at the 
local level. SCORE has 390 chapters, 
and the organization has always been a 
federation of semi-autonomous groups 
who report to districts, and then regions 
which parallel the federal government's 
ten geographic regions. SCORE volun
teers are suspicious of bureaucracy or 

There are, however, some national 
standards for the organization. SCORE 
does not allow its volunteers to take 
money from those they counsel or to 
refer them to others for products or serv
ices. SCORE requires at least ten volun
teers willing to do the chapter adminis
trative work, at least two workshops or 
seminars a year, and formal training for 
new volunteers. The training includes 
pairing for 90 days with a mentor who 
is first coach, then co-counselor, and 
finally evaluator. Some chapters evalu
ate new volunteers through committee. 

SCORE counselor visits with small business owner. 
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"Crystal Creations" owner shows his 
products to SCORE volunteer. 

SCORE's board of directors consists 
of the ten regional directors, who are 
elected by the chapters. The chapters 
report directly to district chairmen, 
who generally are responsible for a sin
gle state. These individuals are appoint
ed by the regional directors. Sewell says 
regional directors and assistant regional 
directors, who also are elected, work 
full time. They are reimbursed only for 
authorized out-of-pocket expenses. 

Among the board's latest priorities 
are encouraging more existing business 
owners to take advantage of SCORE 
counseling. Sewell says that often own
ers of small, struggling businesses can
not admit they need help. SCORE is 
convinced, however, that saving exist
ing businesses probably is more impor
tant than helping start new ones, espe
cially in this economy. 

SCORE's team approach allows a cli
ent to take advantage of the expertise of 
several individuals. For example, a 
business owner could get the benefit of 
an insurance expert, banker, marketer 
and personnel specialist, all from one 
SCORE office. 

SCORE also encourages more long
term counseling. There is no reason, 
Sewell says, why a client cannot come 
for counseling once a week during start
up time, move to once a month after 
about six months, and then to once a 
quarter. 

10 

SCORE was chartered nearly 30 years 
ago to provide management counseling 
for recipients of Small Business Ad
ministration loans. Today, SCORE vol
unteers often will play a part in helping 
a potential business person get a small 
business loan by stringent critique 
of the business plan. In Oregon, one 
SCORE office has what is called a 
SWAT team, which brings experts of 
various disciplines to the critique. 
Many people who deserve a loan don't 
get it because they haven't put to
gether a business plan properly, Sewell 
says. 

SCORE doesn't counsel too many 
not-for-profits, although Sewell says 
SCORE volunteers are receptive to the 
idea. He cites examples of a Pennsylva
nia volunteer fire department that was 
saved from bankruptcy because a 
SCORE volunteer could suggest a 
cheaper way to gel capital; the mayor of 
a city who used SCORE volunteers to 
help rebuild a region; and a university 
that used SCORE to help boost sales of 
tickets to football games. 

Sewell says those who decide to go 
into business for themselves will work 
twice as hard for less money. "It's not a 
fast way to easy street," he warns. But 
the rewards are sometimes worth it. 
-Linda Thornburg 

Community 
Service Projects 
Take Off with $63 
Million in Grants 

The occasion was the announcement 
of the Commission's approval of 153 
grants totaling $63 million to stimulate 
innovative ways to "weave service into 
the fabric of American life." 

The mostly one-year grants ranging 
from approximately $7,000 to $3.5 mil
lion will test new and expanded com
munity service projects in nearly every 
state. Most will be distributed by the 
states for hundreds of projects in 
schools, colleges and universities and 
communities, in some cases beginning 
next summer. Approximately one-third 
of the total will fund potentially large
scale models for national service. 

The grants were authorized by the 
National and Community Service Act 
of 1990, which also created the Com
mission. All require some matching 
effort. The Commission was established 
to provide funds, training, and tech
nical assistance to states and com
munities to develop and expand service 
opportunities. Its 21 members, who 
were appointed by the President and 
confirmed by the Senate, approved 
the grants from more than 500 applica
tions. 

Before winning Commission ap
proval, each grant application was re
viewed first by an outside peer review 
panel according to four basic criteria: 
quality, innovation, replicability and 
potential for sustainability without fed
eral funds. 

"The extent to which these programs 
can be imitated by others will become 
the best measure of their success," said 
Gregg Petersmeyer, director of the 
White House Office of National Service. 

U.S. Rep. Jim Leach, who was present 
~----------------1 at the announcement, said that growing 

"We have one of the great, awesome 
tasks of America," Pete Mccloskey, 
chairperson of the bipartisan Commis
sion on National and Community Serv
ice, told a National Press Club audience 
of journalists, House and Senate mem
bers, White House officials and repre
sentatives of various youth service orga
nizations. 

"We're charged by the Congress with 
stimulating and renewing the ethic 
of civic responsibility in the nation 
and generating volunteer service for 
all of those problems which we have 
tried in the past with government to 
solve." 

economic and social divisions make it 
clear that the nation's biggest challenge 
"is more from within than without," 
and is in some ways not unlike the situ
ation that confronted America in the 
1930s. 

"What distinguishes the '30s was that 
everybody was in the same boat," the 
Iowa Republican said. "What distin
guishes the plight today is that there are 
different boats for different folks. And 
in that circumstance, the prospect of so
cietal division has never been greater, 
and that's why the Commission was 
formed." 

The grant money was distributed as 
follows: 
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Serve-America 
$16.7 Million 

Forty-seven states, the District of Co
lumbia and Puerto Rico will implement 
service-learning innovations in elemen
tary and secondary schools. Of these, 
eight Leader States whose proposals 
hold especially significant promise for 
the effective development of school
based community service will share an 
additional $1.2 million above their state 
allotment for an accelerated expansion 
of their proposals. They are Colorado, 
Maryland, Minnesota, Pennsylvania, 
South Carolina, Vermont, West Virginia 
and the District of Columbia. 

Higher Education Innovative 
Projects 
$5.2 Million 

Fifty-eight grants will help at least 
175 institutions of higher education un
dertake innovative community service 
efforts. Projects will explore new ways 
to integrate service into the curriculum, 
support model community service pro
grams on campus, develop teacher and 
volunteer training programs, and in
volve students in community service-
often in ways that complement their 
course of study. 

Many of the grants go to consortia of 
colleges and universities, which also 
will help build a strong infrastructure 
for training, information sharing and 
technical assistance at the state and na
tional levels. The grants range in size 
from $15,000 for a tutoring program at 
one university to $500,000 for a nation
al subgranting and technical assistance 
program involving as many as 50 col
leges and universities. 

American Conservation and Youth 
Service Corps 
$21.5 Million 

Youth corps in 25 states, five operat
ed by Indian tribes, will become labora
tories for involving young people from 
widely different backgrounds in inno
vative projects that directly meet com
munity needs. Youth corps unite teen
agers and young adults to serve their 
communities, learn job skills and be
come active citizens. In exchange for 
their services, corps members receive 
living allowances and earn scholar
ships. Corps may also include special 
participants, such as senior citizens, 
who bring needed skills to the corps. 
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Emphasis on service and a service
learning curriculum that equips the 
corps member to help lead his or her 
community to help itself is what makes 
the Commission-supported corps dis
tinct from programs that focus more ex
clusively on job training. 

National and Community Service 
Models 
$21.5 Million 

Of the seven national service demon
stration models selected, all but one-
the Massachusetts plan-will be estab
lished as a direct result of Commission 
funding. An eighth state, New Jersey, 
was given a planning grant. 

Each of the models, both rural and 
urban, is similar in important ways. All 
engage youth age 17 and older in full- or 
part-time service to their communities, 
all share the common virtue of benefit
ing both the community and the partici
pant, and all the programs enhance par
ticipant job skills and education, devel
op leadership skills, cultivate positive 
civic attitudes, and have a strong serv
ice-learning component. But each mod
el also is unique. While some of the 
models offer a comprehensive vision of 
what a national service program might 
look like, others emphasize one or more 
aspects. 
■ Massachusetts ($3,500,000 per year 
for two years) will test whether City 
Year, Boston's successful urban youth 
corps, can maintain its quality while 
expanding four-fold. Among the Com
mission's applicants, privately funded 
City Year was the best example of what 
the Board came to see as the civic re
sponsibility model of national service-
a model designed to strengthen the 
sense of civic pride and commitment to 
service in both participants and the 
larger community. 
■ Pennsylvania ($2,900,000 per year for 
two years) has proposed a leadership 
development model that is something 
of a community service "officer corps." 

1993 
NATIONAL 

VOLUNTEER WEEK: 

April 18-24 

By placing participants in leadership 
positions in service projects across the 
state, the program fills the dual need of 
developing a cadre of skilled communi
ty leaders while providing the neces
sary supervision and staffing for ongo
ing and developing service program
ming. The program will recruit full- and 
part-time participants as well as special 
senior participants. Participants will be 
assigned as coordinators of service
learning programs in schools, commu
nity service directors in post-secondary 
institutions, and similar posts in other 
community service programs. The pro
ject will test both whether participants 
can develop the skills to play these roles 
effectively, and whether they can be
come long-term leaders in the field. 
■ The Delta Service Corps ($3,400,000) 
is a tri-state community development 
model proposed by Arkansas, Louisi
ana and Mississippi. Over a three-year 
period, the Delta Corps will assign ap
proximately 1,000 full- and part-time 
participants to a variety of community
based organizations, schools and public 
agencies in the lower Mississippi Delta 
counties and parishes. Participants will 
work individually but gather regularly 
in county or parish teams to consult 
with one another and to coordinate 
their efforts. This program will test 
whether participants can not only per
form useful services in their agencies 
but also help communities develop the 
spirit and capability to work together in 
meeting their own needs more fully. 
■ Oklahoma ($200,000) has proposed a 
career developmenUmentorship model 
that will match 20 recipients of Aid to 
Families and Dependent Children with 
health care professionals to provide 
training and mentoring to help them de
velop relevant job and academic skills 
as they serve. This model is unusual in 
that it is in the health care field, where 
the need for trained personnel and the 
number of available jobs is expanding 
relatively rapidly. 
■ Georgia ($2,300,000) will test a rural, 
crew-based model through the Georgia 
Peach Corps. In three distinct rural test 
sites (identified through tlie Governor's 
All Star community development pro
gram), the Peach Corps will place 40 
young adults and 10 senior full-time 
participants in crews at each site. Par
ticipants will systematically rotate from 
education to human services to public 
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works assignments, spending 80 per
cent of their time in direct service pro
jects and the other 20 percent on leader
ship development, career preparation 
and in-service education. The emphasis 
on crew or team work in rural areas, 
combined with a rotating project as
signment, will allow for useful compar
isons with urban team or corps ap
proaches (e.g., City Year), as well as 
comparison with individual place
ments in the Delta Corps. 
■ Maryland ($1,200,000) will test a vol
unteer multiplier model, using a much 
higher proportion of part-time partici
pants than the other prospective grant
ees. The key issue is whether program 
participants, who will be assigned to a 
variety of local service organizations, 
will be successful in enlisting many 
non-participant volunteers to augment 
the services of these organizations. The 
"Ten-Four Corps" proposes bringing 
the multiplier effect to community serv
ice by calling thousands of Marylanders 
to service. The project can provide the 
link between the many people who 
want to volunteer and the many service 
organizations that do not possess the 
leadership, resources or training to or
ganize volunteers successfully. 
■ In New York, the Seneca Nation of 
Indians ($90,800), through its Language 
Link project, will test a cultural and 
language revitalization model. Tribal 
elders will serve as mentors and teach
ers to young adult participants, who, in 
turn, will serve as personal health aides 
and "friendly visitors." This intergener
ational approach enables participants 
to perform service while learning the 
Seneca language and preparing to be
come teachers of the culture and lan
guage to younger members of the Sene
ca tribe. 
■ New Jersey was approved for a plan
ning grant ($150,000) to further develop 
its school strengthening model. The 
project would build on the school de
velopment model by adding a unique 
community service component for in
volving parents and college students in 
schools. 

The Commission on National and 
Community Service is located at 529 
14th St., NW, Suite 452, Washington, 
DC 20045, (202) 724-0600. 

-from the Commission's newsletter, 
October 1992 
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CIGNA Employee Volunteers Share 
Special Bond with Independence 
Hall Project 

CIGNA Corporation owes a lot to Inde
pendence Hall, the site where its first 
predecessor company was founded 200 
years ago. On September 25, the CIGNA 
Companies and their employees gave 
something back to the nation's birth
place and Independence National His
torical Park as part of CIGNA's first 
Community Commitment Day. 

After a colonial fife and drum corps 
escort to the park from CIGNA's Domes
tic Property and Casualty Division 

headquarters at Two Liberty Place, 
more than 300 CIGNA company em
ployee volunteers raked, weeded and 
beautified the park. In a midday cere
mony on Independence Square, Caleb 
Fowler, president of the Domestic Prop
erty and Casualty Division, presented 
Arthur Klein, president of the Inde
pendence Hall Preservation Fund, with 
an $80,000 contribution from CIGNA 
and those of its vendors who participat
ed in CIGNA's Independence Hall Fes-

CIGNA company employee Fran Brophy trims an ivy bed at Independence 
National Historical Park during the company's first Community Commitment Day. 
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ti val this past July. In addition, based on 
CIGNA's contribution, the National 
Constitution Center, a nonpartisan or
ganization devoted to preserving the 
legacy of the Constitutional Bicentenni
al, announced it will make a $10,000 
grant to the Preservation Fund. 

The Preservation Fund was created to 
build a special endowment for the res
toration of the historic buildings in In
dependence National Historical Park, 
which are in need of significant repair. 

"We are proud to be associated with a 
program that is helping to restore the 
most visible symbol of our nation's 
founding," Fowler said. 

As part of the ceremony, Fowler 
planted a tree donated by CIGNA com
pany employees on the park grounds. 

CIGNA's first Community Commit
ment Day is part of the Company's new 
Power of Personal Commitment Pro
gram, which includes ways for employ
ees to give time, money or both to com
munity-based organizations of their 
choice. The program was developed in 
response to employees' feedback about 
the need for personal involvement in 
their communities. 

The CIGNA Companies are leading 
providers of insurance, health care, em
ployee benefits, pension and invest
ment management, and related finan
cial services to businesses and individ
uals worldwide. 

ADMINISTRATOR'S 
CORNER 
Leaming Types 
The handouts are copied, the notebooks 
are ready, the flip chart is in place, the 
coffee is "perking," and you are ready 
for the trainees. Into the room stroll four 
types of volunteer learners, each of 
whom needs a different approach from 
you-the trainer. 
■ The romantics are volunteers who are 
pining for the old days and old ways. 
They can remember when "no one" 
filled out a form and the volunteer coor
dinator knew everyone's name. They 
resist change while they romanticize 
the past. 

Solution: Involve these folks in dis
cussion as to how the changes will keep 
the glorious past alive and take the orga
nization into the 21st century with the 
great spirit. Don't allow yourself to be 
put off by their devotion to the past! Use 
it to your advantage as you organize the 
teaching activities. Reward and bring to 
the front their loyalty and hard work. 
■ The doers are usually learners who 
are very focused on "getting to the 
meat" of the session. They are impa
tient with long philosophical discus
sions, especially by the romantics. They 
favor change that allows them to work 
independently. 

t----------------- ........ -----------------1 

CIGNA'S COMMUNITY COMMITMENT DAY 

1n a series of focus groups, telephone 
and personal interviews, CIGNA 
company employees declared their 
desire for opportunities to show 
their commitment to the communi
ties in which they live and work. 
The employees said that volunteer
ing time and expertise to communi
ty-based organizations was as impor
tant as making a financial contribu
tion. 

1n response to employees' desires, 
CIGNA's developed the Power of 
Personal Commitment Program, 
which includes a week-long series of 
events designed to help employees 
get involved in their communities. 
Some of the activities include a voter 
registration day and a volunteer fair 
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as well as food, magazine and book 
drives. 

An important part of the program 
is CIGNA's Community Commit
ment Day, which "offers employees 
a convenient way to give something 
back to the community and share the 
good feeling of volunteering with 
friends and co-workers," says Kevin 
Mitchell, chairman of the Power of 
Personal Commitment Program. 
"We chose Independence National 
Historical Park as this year's project 
because we have a special bond with 
Independence Hall. CIGNA's first 
founding company, Insurance Com
pany of North America, was formed 
in the Assembly Room of Independ
ence Hall in 1792." 

Solution: The key to this group is to 
provide a clear connection between 
their interest in the program or organi
zation and what you are trying to teach. 
Make sure some learning activities are 
individual and be sure to monitor group 
activities to ensure they stay on task. 
Organize any intereactive tasks with 
clear instructions, preferably in writing. 
■ Hold-the-liners are adverse to taking a 
chance. They are not risk takers and it 
usually includes their own learning. 
They will participate, but not reach to 
challenge old ways of doing things or 
ideas. They are primarily interested in 
maintaining the minimum amount. Se
curity is what they want. 

Solution: Make sure you have facts, 
figures and details in abundance to 
show how some extra effort increases 
security, while enhancing efficiency 
and effectiveness. A true motivator for 
these learners is to let them know that 
job security rests on their ability to learn 
and change current performance. 
■ The generators are the engine of any 
training session. They put the goals of 
the training, and usually the organiza
tion, ahead of their own needs. They are 
committed to learn the task at hand, 
often being enthusiastic contributors. 

Solution: This group can drive the 
other three types crazy. Your job as a 
trainer is to harness the enthusiasm and 
energy and direct it toward change and 
accomplishing the goals of the session. 
Involve them with leadership positions 
of small buzz groups, ask them to be a 
reviewer at the end of the session to 
summarize the key points discussed, re
ward them verbally for appropriate 
comments that encourage others to 
learn and change. 

Involving the Quiet Ones 
If you notice someone is quiet all the 

time you can also seek them out during 
a break and ask their opinion about a 
point made by someone sitting near 
them or how they think things are go
ing. You will soon know if they are 
someone who is really learning or has 
dropped out. You might encourage 
them to share their observations with 
their buzz group or the entire group. 
This should never be forced, however. 
These are grown-ups who can decide 
when and how they wish to participate. 
-Nancy Macduff in Volunteer Today, 
Jan. 1992 (Macduff/Bunt Associates). 
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MENTORS MAKE 
OPPORTUNITIES REAL 

Mentoring programs may have goals such as helping children with 
homework assignments, or more ambitious goals such as providing job 

training and experience. 

Through "mentoring," many youths 
are seeing a better side to life. Car
ing adults commit a few hours a 

week to sharing activities and being a 
friend. Mentors are role models who give 
young people significant positive experi
ences at home, in school or in the commu
nity. 

Mentoring programs serve different pur
poses. They may have goals such as help
ing children with homework assignments, 
or they may have more ambitious goals, 
such as providing job training and experi
ence or reducing substance abuse and 
crime by channeling adolescent activities 
into constructive and positive experi
ences. 

More and more communities are dis
covering the benefits of mentoring pro
grams. According to Atlanta-based edu
cation consultant Folami Prescott, mentor
ing can make a large difference in a 
person's life. 

Prescott says mentoring gives young 
participants a view of the wider world-a 
view they might otherwise not have. It ex
poses them to new living and working en
vironments; provides insights into the de
cisions, challenges and rewards that 
adults face at home and at work; inspires ~> ...-,.. " 
them to set goals and have higher expec- /',✓ 

tations for themselves; and cements a life- l".~-o~µ__'w-,.'..L.:-- ..... -::;~ 
long relationship with an adult friend and 
advocate. 

Mentoring programs in public housing r 

can be remarkably successful. Operation 
Shadow, a program of the Omaha Hous-
ing Authority, can claim that none of the , 
380 6- to 12-year-olds who have partici- ; 

.• ... ~, i 
pated since thebprogr_am's

1 
indceptthiodn four l ________________________ ;;_ _______ ,._j 

years ago have een invo ve wI rugs 
or gangs. 
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Al I mentoring programs, whether for 
teenage mothers, career development or 
after school tutoring, are designed to ac
complish the following: 
■ Provide guidance by example. 
■ Substitute constructive activities for in
activity or criminal activity. 
■ Emphasize the importance of educa
tion, training and learning skills. 
■ Foster responsibility among young peo
ple. 

Guiding Principles of Mentoring 
Programs 
■ Mentors need training and ongoing 
support. According to the Urban Strate
gies Council, and Oakland-based non
profit resource group, training acquaints 
mentors with the lives of their mentees 
(young persons) and offers guidelines for 
developing a solid mentoring relation
ship. Mentors must be screened, trained 
and appropriately matched with their 
mentees. Adult participants need a realis
tic understanding of what their roles are, 
what their limitations are, and how impor
tant it is to develop a lasting relationship 
with the young person with whom they 
have been matched. 
■ Mentors must be consistent in their 
participation. They must be willing to 
make a long-term commitment to the men
tee. Most youths who participate in men
toring programs have experienced fre
quent disappointments in their young 
lives and for that reason they doubt the 
value of adult help. The worst thing a men
tor can do is let the child down again. 
Programs typically require mentors to 
commit eight hours a month for a mini
mum of one year. 
■ Mentors must strive to be nonjudg
mental. Mentors unanimously say that the 
key to a successful relationship is listen
ing and being as nonjudgmental as possi
ble. "Alonzo was pretty unique because I 
could really talk to him about all my ups 
and downs," says Keith Earl about his Big 
Brother mentor in Oakland, California. 
■ Mentors need to learn about the lives 
of their mentees. The mentor should be
come familiar with the child's family and 
environment. "You have to be willing to 
learn something from the young person," 
says Jan Dalton, a Career Beginnings 
mentor. "I've learned a lot about myself 
through my two mentees." 
■ Mentoring programs should involve 
the young people themselves. Adoles
cents can accept responsibility by help
ing to create or run the program or by 
remaining involved. At Jubilee Housing in 
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Washington, D.C., for example, a program 
involving young boys was floundering un
til the boys were allowed to make the rules 
and pick a chairperson. The boys are now 
working with each other and their mentors 
to make a videotape. "You've got to get the 
kids involved to find out what their needs 
are," says Betty Parnell, who is planning a 
teen mother mentoring program out of a 
Brooklyn office of New York's Human Re
sources Administration. 

HOW TO START A 
MENTORING PROGRAM 

■ Decide what you hope to achieve 
with a mentoring program, then set 
attainable goals. Start small. With 
some successes under your belt, you 
can always set your sights higher. 

■ Designate one person to keep the 
ball in the air. If at all possible, fund 
one full-time staff position to orga
nize and maintain the operations of 
the program or tie into a national or
ganization that sponsors mentoring 
programs. 

■ Seek advice and examples from 
others who have done what you 
would like to do. See the resource 
list on this page. 

■ Recruit volunteers to be mentors. 
Look close to home. Mentors do not 
have to be affluent or powerful com
munity leaders. The conscientious, 
contented father of four who hap
pens to be the building custodian 
can be the perfect mentor. 

■ Screen your volunteers. Be realis
tic about the world we live in. You 
owe it to the young people in your 
community to keep out inappropri
ate or even dangerous mentors. Re
consiJer those whose commitment 
and perseverance you question. Per
haps they can be helpful without ac
tually mentoring. 

■ Train the mentors well. Help them 
to see their own limitations. Teach 
them to teach their mentees, and 
guide them in how to establish a last
ing relationship. 

■ Give the young people who will be 
participating a say in the program. 
No mentoring program can be suc
cessful without them. 

■ Be flexible. Since your program 
may evolve differently than you envi
sioned, you will need to adjust to 
keep the program on track toward 
meeting its goals. 

Mentoring Teaches Responsibility 
and Growth 
Successful relationships are also built on 
trust and shared responsibility. Children 
need to learn that they cannot expect 
something for nothing. Prescott, who has 
helped set up a number of mentoring pro
grams, explains that mentors who offer 
children an afternoon in a middle-class 
environment, a meal out, and occasional 
gifts should teach the children how to 
achieve those things for themselves. The 
child needs to go home having learned 
something about setting and achieving 
goals, solving problems or realizing a bet
ter life. 

A mentoring program benefits everyone 
involved-the community, the young peo
ple, and even the mentors themselves 
who often find that volunteering for such 
programs raises their self-esteem and 
their own expectations and goals. 
-from Home Front, Spring 1992, pub
lished by U.S. Department of Housing and 
Urban Development, Drug-Free Neigh
borhoods Division 

Resources 
Big Brothers/Big Sisters of America 
230 North 13th Street 
Philadelphia, PA 19107 
(215) 567-7000 

Career Beginnings Program 
Center for Human Resources 
Brandeis University 
P 0. Box 9110 
Waltham, MA 02254 
(617) 736-3770 

National Urban League 
500 East 62nd Street 
New York, NY 10021 
(212) 310-9000 

One to One 
2801 M Street, N.W. 
Washington, DC 20007 
(202) 338-3844 

Folami Prescott 
Educational Consultant 
2740 Greenbriar Parkway, SW 
Atlanta, GA 30331 
(404) 775-1630 

Connections: Linking Youth with Caring 
Adults. Urban Strategies Council (1989). 

Youth Mentoring: Programs and Prac
tices. Erwin Flaxman, Carol Ascher, and 
Charles Harrington. New York: ERIC 
Clearinghouse on Urban Education 
(1988). ■ 
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By Lisa Miller-Gray 

T he handbook is used at 
orientation, my time with 
individual volunteers. It 

consists of a folder with a pocket on 
each side for various materials of 
different sizes. I use this format rather 
than a printed book or handbook so 
that I can quickly update it, use 
current information and make it 
specialized for special groups. 

A lot of the information on the left side 
is current information about the 
library and the events that are taking 
place. These pamphlets and flyers 
give the volunteer good information 
about the I ibrary and advertise the 
library and the broad scope of 
activities and programs we have. 
Many times volunteers will pass some 
of the information on to others, and 
you can bet they will be asked all 
sorts of general questions about the 
library because they volunteer there. 

The business plan presents our 
golden objectives-the library's 
dreams about what we want to 
accomplish. It shows volunteers that 
they are so important in the larger 
scheme of things that they are 
included in the annual business plan 
that is shared with the city council. 

The policy statement (Welcome to the 
Austin Public Library) tells volunteers 

Lisa Miller-Gray, volunteer services 
coordinator at the Austin, Texas, 
Public Library, oversees the efforts of 
more than 700 volunteers who 
contributed 20,000 hours to the 
library last year. She says she often 
conducts four or five orientation 
sessions a day. 
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TheVolunte 
A Look at What the Austin Pul 

Left Pocket (General Information): 

1. Austin Public Library: A Great 
Place to Volunteer! brochure 

2. Some Information about The 
Austin Public Library info card 

3. From A to Z: The Austin Public 
Library System brochure 

4. The Austin History Center 
brochure 

5. Information by Phone-Austin 
Public Library info card 

6. Invest in Austin Gold ... The Austin 
Public Library Gold Card info 
card 

7. What Are Friends For?-Friends of 
the Austin Public Library brochure 

8. Parking Options Around the 
Central Library info card 

9. Central Library Directory (floor by 
floor) info sheet 

10. 1992 Holiday Schedule info sheet 

11. Austin Public Library 1991-92 
Business Plan 

12. Calendar of Events for current 
month 

13. Friends of the Austin Public 
Library bookmark 

14. National Volunteer Appreciation 
Week bookmark 

15. Volunteer Services Coordinator's 
business card 

VOLUNTEER 
HANDBOOK 

)~ 
AUSTIN PU3UC LIBRARY 

11The handbook is used a1 
individual volunteers. It 1 

pocket on each side for \j 

different sizes. I use this 
printed book or handboc 
update it, use current ini 
specialized for special gr 

VOLUNTARY ACTION LEADERSHIP Fall 1992 



!rHandbook 
lie Library Gives Its Volunteers 

• 

,rientation, my time with 
,nsists of a folder with a 
rious materials of 
:,rmat rather than a 
: so that I can quickly 
irmation and make it 
ups." 
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Right Pocket (Volunteer Forms): 

1. Welcome to the Austin Public 
Library! (policy statement) 

2. Volunteer Opportunities at the 
Austin Public Library (descriptive 
list) 

3. Volunteer Application 

4. Volunteer Reference Form 

5. Volunteer Interest and Hobby 
Checklist 

6. Volunteer Placement Form 

7. Volunteer Monthly Timesheet 

8. Volunteer Badge 

what's expected of them. I have the 
volunteers read this before anything 
else and tell them if they have 
problems with any of it, we need to 
talk about it right away. They need to 
know what the library expects and to 
be comfortable with this. 

I use the interest and hobby list to 
educate the volunteer to what sorts of 
programs we have and to find out 
what the volunteer does not want to 
do. And I always respect those 
preferences. If you put someone with 
children, and they have said they 
don't want to work with children, you 
will lose them very quickly. In all of 
these forms, I try to both educate the 
volunteer and to gain information that 
will help in good placement. This is 
another tool to understand their 
motivation for volunteering. 

After they fill out the application, I ask 
them to read and sign the waiver 
form. Volunteers will have access to 
confidential information and they 
need to anticipate this and respect 
that confidentiality. I once had a 12-
year-old who was working in the data 
systems, cleaning up some records. 
We found he was making a list of 
names. When he was asked why, he 
said he had written a novel and he 
knew these patrons like to read so he 
was going to send them copies of his 
novel. Volunteers need to be aware 
that some of the information they see 
will be confidential. 

I like to take this opportunity to give 
people examples of what they may be 
doing and how that fits into the total 
picture of the I ibrary. I talk about 
liability issues and what types of 
things might be unpleasant or painful 
in the future. For instance, those 
working at the information desks may 
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have to enforce a policy we have of 
charging a non-resident fee for users 
who live outside the city. It's better 
that they know about this and can 
anticipate the complaints ahead of 
time. 

Together we fill out the volunteer 
placement form. We agree on what 
the volunteer wants to do, how many 
hours a week they will be working, 
and other important details of their 
job. Then they are scheduled for a 
training session. 

I use the monthly time sheet as a prop 
to orient volunteers about the 
importance of time sheets. I tell them 
these forms are used to gather 
statistics that may be crucial in 
getting additional funding and 
grants. I tell them the time sheets also 
will help them because they can get 
letters of reference after 30 hours of 
work. I also use these forms to talk 
about our recognition program and to 
get a sense for whether volunteers are 
interested in recognition programs. 
After 50 hours they get a certificate; 
after certain requirements a plaque. 
This helps me understand how the 
volunteer is motivated. 

I tell my volunteers that they will be 
expected to wear their badges. We 
have security all over the building, 
and volunteers will often be going 
into staff-only areas. And I tell people 
at every inteNiew that they are a 
walking commercial for volunteer 
programs. 

All of this may seem like a lot of work, 
but the orientation system is key to a 
strong and dynamic volunteer 
program. People know what's 
expected of them, what they will get 
in return, and what types of things 
they will not be asked to do. They see 
that the volunteer program is 
organized and efficient, that they are 
needed and that there is a certain 
stature to their position. 
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VOLUNTEER INTEREST AND HOBBY CHECKLIST 
This information will be used to assist the Volunteer Services Coordinator in placing volunteers. 

Conducting tours 
1 Speaking to groups 

' Printing (handwriting/calligraphy) 
1 Taking responslbiilty 

Meeling new people 

Stuffing envelopes 

Using math 

Typing 

Making flannelgraphs for storyhours 

Artwork (posters, displays, exhibits) 

Teaching others (tutoring) 

Scriptwriting 

Aole•playing (acting) 

Storytelling from memory 

Reading stories aloud 

Puppeteering (performance, produ 

Working with machines 
(film, slide projectors, ate.) 

Data entry 

Working with chUdren 

Assisting with craft programs 

Organizing a meeting/workshop 

Playing an instrument for a group 

Participating in group activities 
(decorating, cleanup, etc.) 

No. I have 
dona this. 

I would like 
to do this. 

I might like 
to do this. 

Volunteer Opportunities 
at the Austin Public Library 

PAGE VOLUNTEER 
Duties include shelving Lib . . . 
:"Phabetization), shelf-rea~irorr::~~::Cals m order (using Dewey Deci 
mJ. magazines and newspaper area, and f ;op~r order of books and recc 
o ered every ttlesday from 9 a.m.-IZ earung records. Training is r 

w ~<1-'><I noon. 

SECURITY DESK "o 
Duties include staffin ~ TTEN~ANT VOLUNTEER 
to deal with the publi!. 1 ~:~:u~~k .at. the Ce1_11r~ Library; volunteer 
week at the convenfrnce ofth l n'.:amm:::,_g~s_e_ss_1o_n.:_:1:.s.:.:re::q!::w!!·r~e,.,...,.._·-e vo ~teer. 

from 

to 

AUSTIN PUBLIC LIBRARY 



)~ ® 
AUSTI., 
PUBLX; LIBRARY CllyOf-lft 

Name: 

Austin Public Lib Date: 

VOLUNTEER APPLl;:;~ON ----

Address: 

Phone numbe:;:-r~--;~~==---======---i," ome 

Zip code: 

Work 

System or 
'. maintain
ired and is 

Y (optional): 
Library loca-t· ___ _ 10n: 

work schedule: n: Day(s) Hours 

nt experience (brief ly describe): 

case of emergency: 

Work phone 
If yes, what-;:::-;:-----type? eer before? 

skills/experience: -====:::::::::::::::::::========::::::::::::=--~ 

Y work _ 

Library's I vo unteer program? ... a great 
to Vo.£,~-, pface 

i.unreert 

ocessing 

is required and w 

City Of AUSf 
founc.lcd bY congress. 1,epu\J\iC o{ Tc:<HS, 1839 
A""'" eu~" UbCo•Y ,o0 G~a.,>oO<· e Q. B<>' ,sS<. A~An 

Tc\cpnont: 512 499-7:.100 

we1.coNIE TO THE 11.uSTIN pueLIC ueBII.R'il 

'fh• staff of "" Austin Publi< Libm<Y is o>citod about you and you< 
co,nmitmont to MIP us ""' th• citi'-'"' of Austin. W• •ant you to"''°"" 
a ,n,mb« of ou< "'"'' sha<ing not only iu ou< wo<k but in ou< f,iondshiP· 
1n th~ spi<it of p,rtno<shiP, w• ask you to obs<<'' th•So po\idOS· 

• A>, «o«sem"i" of ,ho Lib,acy. yoo ,soo\d ,lw•Y' b< oo\\« '° boili 

Librar;' users and staff. 

• Please dress neatl)' and cleanly. 
• Dis<O" ,ago fri,nds o< "'"i"' f<om Ssi1i ng whil< yoo "' WOI ki og 

• Di"°""'" '""'"' 'hoM e,\\s. Ho•"". " ,om<OO' moU """'"" 
whil< yoo '" oo docy. hO'' ;o,Jbim ,oo"" yoo 1h<0ogh 1h< Yalon«" 

Coordinator's office ( 473-4243). 
o 5,aff \oont< £,c\\ili<' "' ,,,i1,bl< fo< yoo< b<Ul<s wbil< yoo ,,e 00 docy. 

Food ,od drinl< is ,n,OUu<d ooly in 1hos< a«"· smoking is no\ ,nnniU<d in 

• Volon""' ,,. ,,,m1u,d in•" L\b<'cy "s,45 ,.~ ,od can wo<k in noo· an)' Librar;' facility. 

'°bli< "'" o nsooorris<d ontil 6000 0·"'· />JI•< 6000 O .m, , ,olon•«• _., 
remain in a non-public area unless a supervisor is present. 

• Fo< ""ricy ""°°' ,01om•"' moU wcm ;d,n<ifi"doo b,dg<' wltil• oo 
docy A]so. fo< "" ,icy '"''°"' ,0\001«~ ,soold no\ s,ndl• k oys """" 

money. 
(continued) 
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What Makes A 
cood Volunteer? 

The following list appears in the Hampton (Va.) Department of Social Services' "Volunteer 
Supervision Handbook, " which was developed by David McMullen, author and volunteer. 

The qualities the volunteer interviewer should look for-the attributes of a desirable 
volunteer-are: 

1. Availability and transportation-ls the candidate available when the job needs to be 
done, and can he or she get to and from the job? 

2. Dependability and commitment to the job-Past paid and volunteer employment and 
personal references may help indicate whether these qualities are present. 

3. Respect for the principle of confidentiality-Does the applicant fully understand and 
accept the requirement of confidentiality? 

4. Willingness to learn and to accept supervision-It is difficult and may be impossible to 
supervise a volunteer who does not have these qualities. 

5. A reasonable degree of self-confidence-Lack of self-confidence may be due to 
understandable reasons, such as lack of experience, and may be overcome, but volunteers 
who are not self-confident will require more of their supervisor's time and energy. 

6. Absence of bigotry, moralizing and judgmental attitudes toward others-These attributes 
cause friction, arguments and resentment. People who have them may be unwilling or 
unable to overcome them and therefore would be unsuitable as volunteers. 

7. Previous arrest record-An arrest and conviction record does not automatically disqualify 
an applicant from volunteering. However, the nature of the offense(s), dates(s) of conviction, 
and any pattern of offenses should be considered carefully before accepting the individual. 

When the Person Is Right for the Job: 
If you believe the candidate is right for the job, make certain that you and the applicant are in 
agreement on any decisions that have been made. Tell the new volunteer what the next 
steps are, such as orientation or training, and where and when to report. Immediately after 
the interview, write up any necessary notes or reminders. 

When the Person Is Not Right for the Job 
If an assignment cannot be offered to the applicant, tell her as graciously as possible. 
Always leave the applicant with an alternative plan-let him know that other volunteer 
opportunities exist and how to go about investigating them. Thank him for his time and 
interest in the department. 
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t/ EVALUATING 
VOLUNTEERS FOR 
POSITIVE RESULTS 

A volunteer is not an unpaid worker 
who donates free time to worth
while programs. Today, the not

/or-profit community recognizes that all 
volunteers need to be paid. While the cur
rency won't be dollars, it should include 
what's most important to the volunteer
work experience, recognition, social ac
ceptance, or being able to affect change. 

Once we accept that volunteers do in
deed need a paycheck, it's easier to see 
why it's important to evaluate their efforts 
and the contributions they make to a pro
gram. There are many good reasons to 
periodically evaluate volunteers. But 
Steve Mccurley, who has worked in the 
volunteer arena for most of his profession
al life, says one thing evaluations 
shouldn't be about is dealing with all the 
small performance problems supervisors 
have been ignoring since the last evalua
tion. 

Evaluations are an occasion to give vol
unteers valuable feedback that will help 
them do their jobs better, and to gain feed
back that will strengthen the program. Su
pervisors should be addressing small 
performance problems on a daily basis. 
There is nothing more damaging to mo
rale than being told you've been doing 
something wrong for an entire year. 

Evaluating volunteers is sometimes 

Linda Thornburg, a regular contributor to 
VAL, wrote the cover feature of the summer 
issue, "What Makes An Effective Volunteer 
Administrator?" 
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By Linda Thornburg 

perceived as more difficult and cumber
some than it needs to be. Evaluations 
shouldn't be approached as if they are a 
negative process in which the supervisor 
has to confront problems she would rather 
not tackle. And they shouldn't be thought 
of as one of those times when you will 
come out looking stupid, because you 
don't have the same expertise as your vol
unteer in certain areas. 

Evaluations are 
occasions to give 

volunteers valuable 
feedback that will 
help them do their 
jobs better, and to 
gain feedback that 
will strengthen the 

program. 

Nor should volunteer managers worry 
about whether volunteer evaluations will 
lead to budget cuts or the need to justify 
the program better. All of these are rea
sons that volunteers sometimes don't get 
evaluated. But evaluations, approached 
with the right attitude and conducted for 
the right reasons, will only enhance your 

program and give your volunteers, super
visors, and program coordinators crucial 
information that can be used to implement 
constructive change. 

Steve Mccurley thinks of evaluations as 
an opportunity to congratulate a volunteer 
for a great job. It's also one of the few 
times when a volunteer's supervisor or co
ordinator can recheck the volunteer's mo
tivation level. Does this person need 
greater challenges now? Should the job 
be redesigned to accommodate those 
needs, or should the person be moved to a 
different position? 

Did the person really get the proper 
training to do the job well? Evaluations 
can give you valuable clues as to whether 
you need to revamp the training program 
or put in some refresher courses. 

Most important, the evaluation is a time 
when the volunteer can give the supervi
sor feedback. One of the big aversions to 
evaluations, Mccurley says, is that it usu
ally means the supervisor will come away 
from the meeting with changes that will 
need to be made to better empower the 
volunteer. 

"Most volunteers want to do the best job 
they can," he says. "The absence of feed
back is both demeaning and disturbing to 
them. And most of them will win in assess
ment sessions." 

Reenie Marshall, program development 
manager for the Virginia Office of Volun
teerism, says good evaluations are de
pendent first of all on having good job 
descriptions and recruiting and screening 
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practices. The better you know the volun
teer's needs and preferences and how 
these mesh with the job, the easier it will 
be to give them the feedback they need to 
perform competently. If you've brought the 
right person to the job and the responsibil
ities have been clearly spelled out, evalu
ation will be a matter of measuring the 
work accomplished against goals set ear
lier and giving people direction about 
how to improve. 

Marshall believes the essence of evalu
ating is helping grownups figure out for 
themselves what they can do better. "Eval
uations should never be punitive," she 
says. "The supervisor has to start with the 
premise that evaluations are to enable vol
unteers to do the most satisfying job for 
themselves and the program." 

Goals on which evaluations are based 
should be set jointly by the volunteer and 
the supervisor at the recruiting phase. 
"Don't just say, you've been here a year 
and here is how you are doing," Marshall 
says. "Let volunteers know from the begin
ning that there are benchmarks and ex
pectations for this position. Make them a 
participant in setting these. 

"Tie all analysis back to the mission of 
the program and the volunteer's position. 
Let the volunteer know what they contrib
uted to the mission and why that is impor
tant. If nothing else happens, this should 
be the cornerstone of the evaluation--that 
the volunteer sees how their efforts fit into 
the bigger picture; that they will have a 
clear sense of how the work they do helps 
to further the mission of the program." 

Deborah Russel I, volunteer services co
ordinator for the City of Hampton, Virginia 
Department of Social Services, says she 
has found that the more like a paid job the 
volunteer position is, the more effective 
the volunteer and the program are. Rus
sell uses the same procedures and the 
same forms to evaluate volunteers as paid 
staff are evaluated on. 

Steve Mccurley offers the following 
outline for thinking about an 
evaluation: 

■ Review the past 

■ Analyze the present 

■ Plan the future 

■ Listen at least as much as you talk 

■ Remember that the evaluation may 
show as much what you need to do 
as what the volunteer needs to do 
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Her supervisors evaluate volunteers 
monthly, especially for those new to posi
tions. These monthly sessions are oppor
tunities to explore whether the supervisor 
and the volunteer think the goals for the 
position are being met, whether time com
mitments are being kept, whether tasks 
are completed as expected, and general
ly how the work is going. 

"Nobody volunteers to do a bad job," 
Russell says. "Volunteers get frustrated 
when they don't know if they are making a 
difference. Ongoing and regularly sched
uled conferences give volunteers valu
able feedback and the opportunity to talk 
about ways to improve their individual 
performance." 

The better you 
know the 

volunteer's needs 
and preferences 
and how these 

mesh with the Job, 
the easier it will be 
to give them the 
edback they need 

to perform 
competently. 

Another reason to evaluate is to give the 
volunteer something in black and white 
that testifies to their effectiveness. "Most 
volunteers really like this," Russell says. 
"They not only want to see how they can 
go from 'good' to 'very good,' but how they 
can have the greatest impact in their pro
gram area." 

Many of the volun~rs in Russell's pro
grams are there to gain work experience 
that wi 11 lead eventually to paid jobs. Rus
sel I says she needed documented evi
dence of volunteer effectiveness she 
could use in letters of recommendation. 
"It's helpful to the volunteer to be able to 
say that their supervisor found them effec
tive or showing leadership traits. Often the 
supervisor isn't available when I need this 
information, so a monthly evaluation gives 
me a document I can use to respond to 
these requests. It also lets me see better 
how the placement is progressing." 

HOW'RE THEY DOINC? 
The Evaluation Form 

Evaluation of a volunteer is normally 
guided by the use of an evaluation 
form. The form will have space for 
basic data such as the name of the 
volunteer, the title of the volunteer's 
position, the period covered by the 
evaluation, and the date of the 
evaluation. 

Beyond this basic data, the form 
should have space to record: 
1. How well the goals for which the 

position was created were met 
2. Whether the volunteer kept his or 

her time commitments and 
whether tasks were completed on 
time 

3. Whether the volunteer showed 
initiative 

4. Whether the volunteer showed 
flexibility 

5. How well the volunteer related to 
staff 

6. How well the volunteer related to 
other volunteers 

7. How well the volunteer related to 
clients 

The form should also include space 
for comments on the areas listed 
above by both the supervisor and the 
volunteer. 

And, if desired, information can be 
recorded on the form about how the 
volunteer feels about the position 
and about remaining in it. 

Finally, space can be provided to 
record anything which can be done 
to support the volunteer in this 
position or to move the volunteer to 
another position. 
-from 'ii\ Volunteer Supervision 
Handbook" of the Hampton 
Department of Social Services, 
Hampton, Va.; David McMullen, 
author and volunteer 

One final reason to do evaluations: They 
may be used later in defending a volun
teer's work against allegations of liability. 
They offer protection for volunteers by 
demonstrating that there is a shared re
sponsibility between the volunteer and the 
program and its paid staff. "They put a 
system in place to substantiate that volun
teers are part of a program, not just a loose 
canon," says Marshall. ■ 
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VOLUNTEER'S MONTHLY PERFORMANCE APPRAISAL 

UNSATISFACTORY FAIR GOOD VERY GOOD OUTSTANDING 

1. QUANTITY OF WORK Unacceptable output. Work output needs Produces required volume Generally produces more Work output is 
Consider volume of Deadlines too often not improvement. of work. than required volume of exceptional. Produces 
work produced and met. work. beyond expected level and 
extent to which frequently beats 
deadlines are met. deadlines. 

□ □ □ □ □ 

2. QUALllY OF WORK Makes frequent errors Acceptability of work Consistently produces Generally produces very Exceptionally thorough 
Consider freedom from and/or produces needs improvement. acceptable work, makes thorough and accurate and accurate. Shows 
error, thoroughness of superficial or incomplete few errors. Is thorough work. Shows sound superior judgment and 
work, exercise of good work. and shows adequate judgment and has good contributes valuable 
judgment and ideas judgment. ideas. ideas. 
production. □ □ □ □ □ 

2. a. Grammar □ □ □ □ □ 
b. Punctuation □ □ □ □ □ 
c. Spelling □ □ □ □ □ 
d. Use of reference □ □ □ □ □ 

resources 
e. Use of equipment □ □ □ □ □ 

3. JOB ATTllUDE Resists or shows little or Is sometimes less Is a willing worker, follows Generally shows strong Shows exceptional desire 
Consider willingness no interest in conscientious or willing directions and is desire to produce. Is a to produce. Performs with 
and desire to meet accomplishing assigned than desirable. interested in very conscientious and unusual enthusiasm and 
assigned objectives. objectives. accomplishing work willing worker. conscientious 

objectives. determination. 

□ □ □ □ □ 
4. EFFECTIVENESS WITH Is ineffective in dealing Sometimes uncooperative Generally cooperative and Very cooperative and Unusually effective in 

OTHERS with many people. Causes or ineffective in dealing effective in dealing with effective in dealing with dealing with people. 
Consider degree to unnecessary interpersonal with others. others. others. Accomplishes objectives 
which volunteer problems which interfere through others under 
maintains cooperative with accomplishing work difficult circumstances. 
relations with others objectives. 
and effectiveness in 
accomplishing 
objectives through 

□ □ □ □ □ other people. 

5. RELATIONS WITH THE Public is antagonized and Indifference is apparent to Does not offer help, but Easily approached and Enthusiastic, is sought out 
PUBLIC avoids contact. the public. Acts without gives it willingly on responsive, asks by public, readily 
Consider imagination in dealing request. questions until able to understands citizens 
approachability, the with public. understand and interpret problem. 
desire to assist, ability citizen's problem. 
to put self in place of 
citizen seeking public 
service. □ □ □ □ □ 

6. ATTENDANCE Does not contact Occasionally fails to call Always calls in prior to Whenever possible, Whenever possible, 
Consider adherence to supervisor prior to supervisor prior to absence or delay. notifies supervisor in notifies supervisor in 
schedule. absence or delay. absence or delay. advance of absence or advance of absence or 

delay. delay and makes 
arrangements to 
reschedule work. 

□ □ □ □ □ 

Would you, the supervisor, hire this individual for this job? □ Yes □ No If no, why not? _________________ _ 

Comments: 

Signature of Supervisor ________________________ _ Date __________ _ 

(Souroe: Hampton (Va.) Department of Social SelVices) 
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VOLUNTEER'S ANNUAL PERFORMANCE EVALUATION 

Volunteer Evaluated --------------------------------
Evaluated by _____________ _ Position 

Job Assignment(s) --------------------------------

Please respond to the following questions: 

I. Evaluate the volunteer's performance (outstanding, very good, average, unsatisfactory, or not applicable) in the 
following areas: 
A. Quality of Work 

1. Thoroughness in fulfilling duties-------------------------

2. Completion of assigned tasks within reasonable amount of time _____________ _ 

3. Demonstration of competence in performance of duties ________________ _ 

4. Implementation of training materials ------------------------

5. Ability to identify, refer and/or solve problems on the job _______________ _ 

Please give examples: 

8. Attitude Toward Job 
1. Flexibility _____________ _ Comments or example 

2. Dependability -----------------------------

3. Attendance of training sessions/unit meetings 

4. Promptness ---------------------------------
5. Reliability ______________________________ _ 

C. Relationships with Others 

1. Communication with staff 

2. Client rapport ------------------------------

3. Ability to develop communication with appropriate community resources _________ _ 

4. Ability to follow chain of command ------------------------

11. Did the volunteer demonstrate other significant qualities such as: 

A. Leadership __ Yes __ No If yes, please explain. ________________ _ 

8. Assume additional responsibilities __ never __ occasionally __ frequently 

Ill. Do you have any suggestions for further placements of this volunteer? 

IV. Attach any commendations, complaints or other comments reflecting the volunteer's work in current position. 

Supervisor's signature Date 

Volunteer's signature Date 

(Source: Hampton (Va.) Department of Social Services) 
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VOLUNTEER'S PROGRAM EVALUATION 

Volunteer 

Job Assignment(s) 

Supervisor --------------------------------------------

Please respond to the following questions. Your input will help make the volunteer program more responsive to your needs, staff needs and client needs. 

I. SUPERVISION 
A. Were your job duties explained to you by the supervisor before you started work? __ Yes __ No 

B. Did your job include duties not described until you started work? ___ Yes __ No If so, what were they? 

C. When you needed information was your supervisor available? ____ Always ____ Usually ____ Sometimes 

D. When you needed assistance was your supervisor available? ----=- Always ____ Usually ____ Sometimes 

E. Did your supervisor make necessary arrangements or provide needed equipment (desk, phone, office supplies)? Always Usually If no, what did you need? 

F. Were you informed of and included in unit meetings, agency meetings and in-service trainings? __ Yes __ No __ If not, what did you miss? 

II. TRAINING 
A. What type of training have you received since you started working here? _______________________ _ 

B. Have you been able to use the training material? ____ Very Little Some ____ Quite a Bit ____ Almost All 

How have you used the information? 

C. Were the instructors able to teach you what you wanted to know? __ Yes ___ No 

D. was there a chance to ask questions during the training sessions? ___ Yes __ No 

E. Do you have any comments or suggestions for improving training for this position? 

F. Is there any other type of training you would like to receive __ Yes __ No If yes, please identify. ___________ _ 

Ill. VOLUNTEER JOB 
A. Did you find your job challenging and meaningful? __ Yes ___ No Comments _________________ _ 

B. Do you want to continue in this position? ___ Yes ___ No If no, what would you like to do? _____________ _ 

C. Did you find your co-workers supportive? ___ Yes __ No Please explain. 

D. Did the staff seem appreciative of your work? __ Yes __ No __ Not applicable 

E. Did the clients you worked with seem appreciative of your work? ___ Yes __ No __ Not applicable 

F. Wereyouabletoseeprogresswithclients? __ Mostofthetime __ Frequently __ Seldom __ Never __ Notapplicable 

IV. DO YOU HAVE ANY COMMENTS OR SUGGESTIONS FOR IMPROVEMENTS IN THE FOLLOWING AREAS? 

Supervision? 

Recognition of volunteers? ------------------------------------
Recognition of staff? 

Job orientation? ---------------------------------------
Client services? 

Client follow-up?--------------------------------------
The overall volunteer program? 

Volunteer Signature 
(Source: Hampton (Va.) Department of Social Services) 
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community service: 
PRINCIPLES 

OF BEST PRACTICE 
The following principles, developed by Youth Service America's Working Group on Youth Policy, are 
built upon the premise that community service is a vital tradition. Faithful adherence to them in 
designing and implementing programs should enhance the likelihood of community service 
becoming an expected part of growing up for all young people. 

■ Service and youth development are the central mission of a youth service program. 

■ Young people are viewed as a vital resource which can help meet pressing human and 
environmental needs in communities across the nation. 

■ Appropriate incentives and rewards-such as public recognition, school and college credits, 
scholarships, stipends or salaries-are utilized to encourage the participation of young people and to 
emphasize the value our society places upon the ethic of service. 

■ Community service is recognized as a powerful form of citizenship education that imbues young 
people with an ethic of social responsibility carried into adulthood. 

■ A plan for meeting the developmental needs of young participants-for self-esteem, education and 
basic skills, employability, leadership and a sense of caring for others-is integrated into the delivery 
of service, along with a reflective component about the service experience. 

■ Programs and projects respond to local needs, are best planned and administered at the state and 
local levels, and are an integral part of the community and school policy affecting youth, human 
services and the environment. 

■ Projects and programs are carefully structured and require certain minimum hours of service for a 
sustained period. Young people are organized into well-planned and well-supervised groups. 

■ Communities and participating young people view service projects as needed by and of real value 
to the community. 

■ Programs inculcate a sense of community responsibility and the values of citizenship. Young 
people are involved in appropriate ways in program design and direction. 

■ Program design provides for adequate training of participants and the staff of community agencies 
and organizations in which the participants will serve. Rigorous program evaluation is taken seriously. 

Youth Service America's Working Group on Youth Policy consists of leading organizations in the youth service 
field and assists with the development of federal, state and local policy and design of program expansion 
strategies for the youth service field. 
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Research 

IS Survey Shows Americans 
Generous Even in Hard Times; 
More Than Half Still Volunteer 

Even in difficult times, when 
Americans have experienced de
cline in their household income, 

they continue to give and volunteer. Ac
cording to the latest national survey, 
"Giving and Volunteering in United 
States," released on October 15 by INDE
PENDENT SECTOR, 72% of American 
households reported contributions and 
51% of Americans volunteered in 1991. 
The average household contribution was 
$899 in 1991, down from $978 in 1989. 
However, the average hours volunteered 
per week increased slightly from 4 to 4.2. 

"The results show that there is a large 
core of Americans that views support of 
charitable activities as an essential re
sponsibility in all economic times," said 
INDEPENDENT SECTOR President Bri
an O'Connell. "It was this core that held 
the line in the last two difficult years." 

Fifty-one (51) percent of contributing 
households-or 30% of total house
holds-gave 1 % or more of household 
income in 1991, and 15% of contributing 
households-or 9% of total house
holds-gave 5% or more. 

"These figures are viewed as particu
larly significant," said O'Connell, "be
cause generous behavior shows up across 
all income levels." In the current report, 
contributing families with incomes be
tween $20,000-$30,000 gave 2.5% of 
their income, compared to 1.9% for the 

INDEPENDENT SECTOR is a nonprofit 
coalition of more than 800 corporate, 
foundation and voluntary organization 
members with national interest and im
pact in philanthropy and voluntary ac
tion. The organization's mission is to cre
ate a national forum encouraging the giv
ing, volunteering and not-for-profit 
initiative that help all of us better serve 
people, communities and causes. 
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$75,000-$100,000 category. 
According to the biennial survey, com

missioned and analyzed by INDEPEND
ENT SECTOR, with the Gallup Organiza
tion collecting data, more than half of all 
Americans still volunteer. The 51% who 

The results show that 
there is a large core of 
Americans that views 
support of charitable 
activities as an 
essential 
responsibility in all 
economic times. 

volunteer gave an average of 4.2 hours 
per week in 1991, an increase over the 
1990 survey. Based on these findings, 
94.2 million adults volunteered a total of 
20.5 billion hours in 1991. That time had 
an estimated dollar value of $176 billion. 

Twenty-seven (27) percent of the vol
unteers still volunteer five or more hours 
per week, with those 25.2 million people 
representing more than one-fourth of all 
volunteers. These "fivers" held steady in 
their volunteering over the two years 
since the last survey. 

Likewise, those giving 5% or more of 
their income to various causes-15% of 
contributors-held steady over the two 
years, as well. 

Other Highlights 
■ Membership in religious organizations 
has a direct relationship to the proportion 
of the population that contributes and 
volunteers. In 1991, 78% of religious or
ganization members reported household 
contributions and 58% volunteered. 
■ Forty (40) percent contributed to both 

religious institutions and other charities, 
and their contributions represented 73% 
of all of the contributions given to the 
other charities. 
■ The proportion of African-American 
respondents reporting household contri
butions increased from 61 % in 1989 to 
64% in 1991. In 1991, African-Americans 
also gave the highest percentage of 
household income (2.7%), compared 
with whites (2.2%) and Hispanics (2.1 %). 
■ The only age group--and a significant 
one-showing an increase in the percent
age of contributors from 1989 to 1991 
were respondents between the ages of 18 
and 24 years, up from 54% to 58% of that 
age group. 
■ While the percentage of female respon
dents reporting contributions declined, 
from 78% in 1989 to 74% in 1991, their 
average household contribution in
creased from $683 in 1989 to $763 in 
1991. Their contributions as percentage 
of income also increased slightly from 
1.8% to 2.0%. 
■ Other groups showing some increase of 
percentage of household income given in 
1991 over 1989 included: 
-Those employed part-time, from 2% to 
2.4% 
-Retirees, from 3.1% to 3.6% 
-Income group $40,000--$49,999, from 
1.8% to 2.3%; 
■ Groups showing a significant increase 
in percentage of volunteers from 1989 to 
1991 were: 
-African-Americans up from 38% in 
1989 to 43% in 1991 
-Age group, 18-24 years, up from 43% to 
48%; 
-Age group, 45-54 years, up from 50% to 
56%; 
-Single persons, up from 44% to 48%. 
■ An overwhelming majority of respon
dents (88%) thinks that charities are 
needed more today than five years ago. 
■ Fifty-six (56) percent thought that char
ities are more effective today than five 
years ago. 
■ Seventy-three (73) percent believe that 
charitable organizations play a major role 
in making our communities better places 
to live. 
■ Motivations and positive experiences 
that tend to increase giving and volun
teering include: 
-Earlier volunteering-86% contrib
uted; 69% volunteered. 
-Wanting to make a significant change 
in society--84% contributed; 67% volun
teered. 

(continued on page 29) 
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Tool 
Box 

Characteristics of College Student Vol
unteering. Ronald W. Fagan. Institute for 
Nonprofit Organization Management, 
University of San Francisco, 2130 Fulton 
St., San Francisco, CA 94117-1080. $8. 
(Make check payable to: University of 
San Francisco.) 

A study of college students' attitudes, 
values and behavior related to volunteer
ing and altruism. This working paper is 
based on a survey of college students at a 
liberal-arts university. 

A "How-To" Manual on Volunteer Pro
gram Management. New Jersey Gives, c/o 
Ms. Patty Hutchinson, Community Foun
dation of New Jersey, PO Box 317, Mor
ristown, NJ 07963-0317. $1. 

This pamphlet discusses how to assess 
an organization's ability to use volun
teers, the planning process, the volunteer 
job description as well as the administra
tive techniques of recruitment, oreinta
tion, training, retention and supervision. 

The Nine Keys to Successful Volunteer 
Programs. Kathleen Brown Fletcher. 
Fund Raising Institute, 12300 Twinbrook 
Pkwy., Suite 450, Rockville, MD 20852-
9830, (800) 877-8238. $21.95 + $3 ship
ping (order #TF2R). 

A how-to book for managers of volun
teers in nonprofit organizations. Covers 
job design, recruitment, selection, train
ing, supervision, recognition and evalua
tion. Samples forms and examples are in
cluded. 

Secrets of Volunteer Success. Susan 
Oleksiw, editor. Tufts University, Time 
to Care, WBZ-TV4 and United Way. 
Check payable to and order from: Lincoln 
Filene Center, c/o Dorothy Shurmaster, 
Tufts University, Medford, MA 02155, 
(617) 627-3453. $2. 

This pamphlet describes eight mini-cases 
of successful volunteer programs in non
profit organizations. 

How lo Save the Children. Amy Hatkoff 
and Karen Kelly Klopp. Simon & Schus
ter, New York, N.Y., 1992. 224 pp. 
$10.00. Available in bookstores. 

This book is "an attempt to counter the 
effects of poverty and neglect on this na
tion's children." It contains nearly 200 
suggestions on things one can do to help, 
ranging from simple ideas to more time
consuming ones. Each idea listing offers 
an address and phone number for indi
viduals who want to get involved. Areas 
of interest covered: hunger, clothing, 
home and shelter, friendship and simple 
pleasures, developing talent, education, 
literacy, what businesses can do, health 
and infant mortality, helping parents, ad
vocacy and more. 

My Book About Drugs and My Book 
About Alcohol. Channing L. Bete Co., 
Inc., Education Dept., 200 State Road, 
South Deerfield, MA 01373, USA, 1-(800) 
628-7733. Quantity discounts available. 
Call for prices. 

These are two coloring books for K-1 chil
dren; both take a simple, direct, non
threatening approach to the topics of 
drugs and alcohol. "My Book About Al
cohol" teaches kids that alcohol is a drug 
which can harm their bodies and encour
ages them to take good care of their bod
ies by eating and drinking healthy things. 
"My Book About Drugs" helps kids dis
tinguish between medicined and other 
drugs. It teaches them to accept drugs 
only from a parent or doctor, and to tell a 
grown-up if someone tries to give them 
drugs. 

Older Adults Caring for Children: Inter
generational Child Care. Generations 
United, c/o CWLA, 440 First St., NW, 
Suite 310, Washington, DC 20001-2085. 
1992. $15. 

This book describes a rationale for devel
oping an intergenerational child care pro
gram, provides clearcut recommenda
tions for developing such a program, and 
includes 50 intergenerational program 
summaries on successful programs. The 
intergenerational child care centers sur
veyed for this publication were unani
mous in their enthusiasm for utilizing 
older adults in child care settings. 
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Working It Out At Madison. The Bureau 
For At-Risk Youth, 79 Carley Ave, Hun
tington, NY 11743, 1-(800) 99-YOUTH. 7 
videotapes. 

This award-winning series provides real
life solutions to personal and social con
flicts for junior and senior high school 
teens in lively and entertaining presenta
tions. Issues covered include dropping 
out, children of alcoholics, substance 
abuse, alcohol abuse and recovery, date 
rape, violence and anger management, 
conflict resolution and peer mediation. 
Each video features an ensemble of 
young actors from all racial and ethnic 
backgrounds and comes with a compre
hensive Leader's Guide. Write or call for 
free information, previews and a 1992 
Buyer's Guide. 

McGruff's Elementary Drug Prevention 
Activity Book. National Crime Preven
tion Council, Attn: Distribution, 1700 K 
St., NW, 2nd floor, Washington, DC 
20006-3817, (202) 466-6272. 1992. 64 pp. 
$19.95 (prepaid). 

Thirty-four activities for primary-grade 
children along with a dozen handouts for 
parents and teachers make up this newest 
anti-drug product from the NCPC. The 
book contains word puzzles, mazes, 
word searches, coloring projects, flap 
books, reflective activities and other ma
terials for children in grades K-4. The ma
terials contain key crime prevention con
cepts, from how lo report crime to how to 
recognize and avoid crime risks. Every 
item is reproducible for use in local crime 
and drug prevention efforts. 

"Meet McGruff'' poster. National Crime 
Prevention Council, Attn: Distribution, 
1700 K St., NW, 2nd floor, Washington, 
DC 20006-3817, (202) 466-6272. 1992. 
$7.95 (prepaid). 

This new 22" x 30" color poster was de
signed to accompany the Activity Book 
described above. It challenges young peo
ple to find more than 60 items in the 200 
illustrations of figures engaged in fun, 
drug-free settings. 
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Changing Our Course: Youth as Re
sources Program Guide. National Crime 
Prevention Council, Attn: Distribution, 
1700 K St., NW, 2nd floor, Washington, 
DC 20006-3817, (202) 466-6272. 1992. 
$24.95 (order #M25). 

This hands-on technical assistance man
ual presents information on local Youth 
as Resources (Y AR) programs, which en
able young people to design and carry out 
self-selected projects to meet community 
needs. In loose-leaf binder form, it guides 
the reatler through the implementation 
process-from establishing a board of di
rectors and setting policies to monitoring 
and evaluating projects. 

Community-Based Organizations: Re
sponding to the Needs of African Ameri
can and Latino Youth. Gary L. Lacy. Pub
lished by William T. Grant Foundation 
Commission on Youth and America's Fu
ture, 1001 Connecticut Ave, NW, Suite 
301, Washington, DC 20036-5551. 1992. 
$5.00. 

This report provides examples of diverse 
local initiatives that represent approach
es to serving young people. They are di
vided into three parts: school-based pro
grams (focus on services for youth at risk 
of failing school); programs that view 
youth as resources (initiatives that en
gage young people in a variety of work 
and educational settings and that allow 
them to contribute ideas and to work ac
tively); and primary focus programs (em
phasis on self-sufficiency and strength
ening basic skills. 

Hispanics and the Nonprofit Sector. Ed
ited by Herman E. Gallegos and Michael 
O'Neill. The Foundation Center, 79 Fifth 
Ave, Dept. YZ3, New York, NY 10003-
3076, 1-(800) 424-9836: 1991. $24.95 + 
$4.50 shipping/handling. 

This study explores the growing influ
ence of the Hispanic community in the 
nonprofit sector. It covers such topics as 
Puerto Rican nonprofits in New York 
City, the relationship between the Ford 
Foundationa and La Raza, Hispanic ad
vocacy organizations, religion and non
profit activities in Hispanic communi
ties, management techniques developed 
by Hispanic nonprofits, "survival" pro
files, future roles and more. 

Research 
(continued from page 27) 

-Those who have seen someone they 
admired helping another-84% contrib
uted; 67% volunteered. 
-Those who have seen someone in their 
family helping others-81% conlributed; 
61 % volunteered. 
-Those who have been helped by others 
in the past-71 % contributed; 60% vol
unteered. 
■ Fifteen (15) percent reported that they 
conlributed to an organization for the 
first time in 1991. Reasons: personally 
asked by someone they knew well (76%); 
asked by clergy to give (58%); and read or 
heard a news story (48%). 
■ Seventeen (17) percent reported that 
they stopped giving to an organization in 
1991. Reasons: lacked the money to give 
(25%); lacked trust in the organization 
(24%); and thought that the organization 
misused its funds (17%). 
■ Twenty-eight (28) percent reported no 
household contributions. Reasons: could 
not afford to give (61%); would rather 
spend the money in other ways (39%); 
and no charitable organization had asked 
them for a contribution (26%). 
■ People are more than twice as likely to 
give when asked than when they are not. 
Among the 74% who reported they were 
asked to give in 1991, 85% contributed. 
Among the 25% who were not asked to 
give, 36% contributed. 
■ People are more than three times as 
likely to volunteer when asked than 
when they are not. Among the 44% who 
reported that they were asked to volun
teer in 1991, 86% volunteered. Among 
Uie 55% who were not asked to volun
teer, only 24% volunteered. 

Full methodology and the specific 
questions asked are in the full report, 
"Giving and Volunteering in the United 
States, 1992 Edition," available for $30 
each from INDEPENDENT SECTOR, 
(202) 223-8100. ■ 

SURVEY METHODOLOGY 
From April 3 to May 17, 1992, the Gallup 
Organization conducted in-home personal 
interviews with 2,671 Americans 18 years 
of age or older. Respondents were asked a 
series of questions about their own giving, 
volunteering, personal goals, motivations 
for giving and volunteering and opinions 
and attitudes about charitable organiza
tions. The error rate for the total sample is 
plus or minus 3%. 
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A 
POINTS OF LIGHT 

1992 National Community Service Conference 
VIDEO TAPES 

Produced from more than 25 hours of video coverage, The Points of Light Foundation is proud 
to offer cassettes of the 1992 Conference held in Chicago and attended by over 1200 people. 
The three programs, available in VHS 1/2" format may be purchased as single units for $19.95 
each. ( Or save money by purchasing all of the programs in one package for the reduced price 
of $49.95.) 

"CONFERENCE HIGHLIGHTS" 
Provides colorful highlights of the 1992 National Community Service Conference including portions of 
speeches from keynote speakers, the Taste of Chicago special event, youth reception, and workshops. 

Running time approximately 20 minutes. Price $19.95 

"CLOSING LUNCHEON" 
Features the dynamic words of Spelman College President Dr. Johnnetta Cole as keynoter, the 
challenge to rebuild communities issued by Dr. John W. Gardner as he accepted the George W. 
Romney Citizen Volunteer Award, and the inspiring music of Grammy Award winning singer Larnelle 
Harris. 

Running time approximately 35 minutes. Price $19.95 

"WHERE IS AMERICA GOING?" 
Spend a thought-provoking hour listening to Peter Goldmark Jr., President of The Rockefeller 
Foundation; Angela Blackwell, Executive Director, Urban Strategies Council; and The Honorable Henry 
Cisneros, former Mayor of San Antonio, TX assess the state of the nation and the critical role volunteers 
can play in reclaiming their communities. This must see "trialogue" stimulated considerable discussion 
during the Conference and offers an excellent opportunity for teaching and learning for leaders as they 
assess their community needs. 

Running time approximately one hour. Price $19. 95 

-----------------------------------------------------------1 ORDER FORM 
To order using your Visa, MasterCard or American Express, call The Points of Light Foundation Readership Catalog 
Service at 800-272-8306 and specify which tape(s) you wish to receive. Add $4.50 for shipping and handling. Or, 
you may send a check or money order made payable to The Points of Light Foundation to P.O. Box 221586, 
Chantilly, VA, 22022-1586. Please be sure to include the cost for shipping and handling charges. 

Please send me the following videotapes: 

0 "CONFERENCE HIGHLIGHTS.,@ $19.95 

0 "CLOSING LUNCHEON"@ $19.95 

0 "WHERE IS AMERICA GOING?"@ $19.95 

□ All three tapes @ $49.95 

Shipping/handling @ $4.50 per order 

Va. customers add 4.5 % sales tax 

TOTAL AMOUNT ENCLOSED 

$ ___ _ 
$ ___ _ 
$ ___ _ 
$ ___ _ 
$ ___ _ 
$ ___ _ 
$ ___ _ 

Name ______________ Organization--------------

Address ____________________ City/State/Zip-------

Phone (daytime): -----------



POSTER 

You may use this camera-ready art for your own volunteer recruitment and recognition purposes. 

·----------------------------------------------

Attach 
your 
label 
here 

TO CHANGE YOUR ADDRESS-USE YOUR LABEL 
FOR FAST, ACCURATE RESPONSE 

New Address 

Name (please print) ____________ _ 

Address ________________ _ 

City/State/Zip ______________ _ 

Return to: Voluntary Action Leodership, CIRCULATION, 736 Jackson Ploce, NW, Washington, DC 20503. 



.-----------Calendar---

1993 

The Calendar lists upcoming events that may be of 
interest to our readers. Inclusion, however, does 
not constitute endorsement by The Points of Light 
Foundation. 

March 25-28 Urbana-Champaign, IL: 1993 COOL National Conference on Student Community 
Service 

This is the ninth annual conference of the Campus Outreach Opportunity League 
(COOL),which plans to bring together 2,000 students, educators and other leaders 
of the youth service movement. The conference provides opportunities for 
interaction, learning and strengthening a common dedication to social change. 
Fee: $75 students by Jan. 15; $150 non-students 
Contact: 1993 COOL National Conference, 319 Illini Union, Urbana, IL 61801, (217) 
333-7076. 

April 18-24 Nationwide: National Volunteer Week 
Sponsored by The Points of Light Foundation, the 1993 National Volunteer Week 
theme is "A Chance to Change Tomorrow." 

June 12-15 Orlando, FL: 1993 National Community Service Conference 
Addressing the theme, "A Chance to Change Tomorrow," The Points of Light 
Foundation's annual conference will be held at the Stouffer Orlando Resort. To 
receive conference mailings, fill out and return the form on page 2. 

The Points of Light Foundation 
736 Jackson Place, NW 
Washington, DC 20503 
(202) 408-5162 
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