











VYoluntary Action

California Establishes
‘Human Corps’ with
100,000+ Volunteer Potential

By Theo Steele

The following article reports on A Spe-
cial Conference on Student Civic Serv-
ice that took place in California last
August just prior to passage of AB 1820,
a new state law that calls for establish-
ment of the California Human Corps
and exhorts students to provide an av-
erage of 30 hours of civic service per
year. The conference brought together
school, nonprofit and public agency
personnel to discuss if and how they
would train, supervise and involve
thousands of college student volunteers
if AB 1820 passed. Published by the
California Coalition on University-
Community Services, the portion of the
report that appears here is reprinted
with permission.

“What would you do with 100,000
young volunteers?”’ That was the pro-
vocative question posed by the Califor-
nia Coalition on University-Communi-
ty Services when it invited leaders from
California’s schools, public agencies,
private nonprofit organizations, stu-
dents and representatives of colleges
and universities to attend a conference
at Stanford University last summer.
The question itself stemmed from the
strong possibility that a bill sponsored
by California Assemblyman John Vas-
concellos (AB 1820) was about to be-

come law. If it did, it would create a (P
California Human Corps that could re- |§
sult in as many as 100,000 college stu-
dents volunteering to perform civic
service in communities throughout the |}
state by the fall of 1989.

The implications of this tidal wave of
young volunteers for the groups that
would be involved in implementing AB
1820 gave urgency to the conference. |}

Although a number of student civic |K}8

service volunteer and intern programs
were already thriving on several cam-
puses, little inter-disciplinary coordi-
nation existed and collaboration be-

tween on-campus and off-campus orga- |E

nizations needed to be developed and
extended if Assemblyman Vasconcel- |
los’ statewide program was to be a suc-
cess. But that wasn’t the only challenge
conference participants gathered to |}
consider.

A National Trend

As a background paper prepared by the
California Coalition had pointed out,
the spirit of volunteerism has been on
the rise on campuses all across the
country since the early 1980s. As evi-
dence, the paper cited several examples
on the national level, including Cam-
pus Compact, an organization formed
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veloping mutual respect for the values,
needs and expectations of both groups.
“It's time-consuming, but if you skip it,
you may have 100,000 volunteers who
are doing more harm than good,” she
said. “It can’t be a missionary effort
with the university coming in and say-
ing it has all the answers. Each group
must have the opportunity and take the
time to understand and respect the
problems and priorities of the others.”

More and Better Public Service

A
\
S fl| To support her contention that the tim-
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ing is right for a collaborative effort
by over 100 college presidents to en- | nonprofit organizations, and noting that | aimed at developing student volunteer
courage student civic service in local | off-campus groups had not been in- | programs, Leslie Luttgens mentioned
communities, and the Campus Out- | volved in the original shaping of AB | the work of three organizations working
reach Opportunity League (C.O.0.L.), | 1820, the California Coalition gained | toward that end:

initiated and run by students them- | support from several foundations to | m The Coro Foundation sponsors post-
selves, which now has contacts on 300 | fund the August 17 conference where | college age fellows and offers them ex-
campuses nationwide. In state after | off-campus and on-campus groups | perience in business, government, labor
state, vigorous volunteer and intern | could meet and discuss the issues in- | and politics in several areas, including
projects now exist on university and | volved in student civic service, focus- | California.

college campuses. ing on the problems and the opportuni- | ®California Tomorrow works with

This national trend is reflected and | ties that a statewide program would | post-college age fellows in projects to
magnified in California, where dozens | present. inform citizens about multi-racial,
of campuses have civic service pro- multi-cultural facets of the state’s
grams. Some are long-established, oth- | The Critical First Step changing demographics.

ers new since the beginning of the dec- | When Catherine Milton, director of the | ® INDEPENDENT SECTOR, with 650
ade, and more are springing up all the | Stanford Public Service Center, wel- | member organizations nationwide,
time. In 1985, an effective collaboration | comed conference participants, she | seeks to double contributions and in-
between on-campus and off-campus | pointed out that she and Dr. Donald | crease volunteer hours by 50 percent by
groups in San Diego established student | Kennedy, president of Stanford, believe | 1991, thereby increasing involvement
volunteer centers on three local univer- | there is a critical first step involved in | in the public sector.

sity campuses. Their success later | getting students to participate in public
spawned the California Coalition on | service. “Tell them they are needed— | Benefits to Students

University- Community Services, | needed to help solve complicated prob- | Luttgens summed up some of the bene-
which now works to encourage similar | lems, such as those which face the | fits students derive from participation

collaborations on a statewide level. hungry, the homeless, school dropouts | in community agencies: learning first-

and adult illiterates,” Milton said. “The | hand about issues and problem-solving
An Opportunity for California challenge is there. And if students are | in real situations, gaining greater
Vasconcellos’ Human Corps bill and | challenged, they will respond. knowledge of themselves, using native

the mounting enthusiasm for student “We've had a program at Stanford for | skills, and developing leadership.
volunteerism throughout the state are | three years. With the support of the
evidence that the time is ripe for Cali- | president and outstanding studentlead- | Develop a Common Language

fornia to address the concept of a state- | ers, we have been able to encourage 50 | Luttgens stressed the importance of in-
wide student civic service program. | percent of our graduating seniors and | cluding some form of counseling, in-
Combined with the momentum for stu- | close to 50 percent of all our undergrad- | struction and feedback in programs for
dent volunteerism that has developed | uates to participate in public service. | young volunteers. She charged the con-
nationwide, this means that California | Although some of this involvement is | ference participants to be candid and
now has a unique opportunity. It can | superficial, much is serious. We can al- | not to whitewash difficulties. “Let’s be
take the lead and point the way for other | ready see a dedicated, life-long commit- | clear in our terms and define words like

states by developing a blueprint for stu- | ment developing in many students.” volunteers, interns, recruit, training, su-
dent civic service that others can adapt pervision; all can mean different things
to meet the varying needs of the entire | Mutual Respect is Vital to different people. If we want to devel-
nation. Emphasizing that collaboration is nec- | op better programs of value to students

Realizing that most colleges and uni- | essary between the university and the | and agencies, we must make sure we
versities could benefit from improved | community, Milton noted that the basis | are speaking a common language.
relations with local public schools and | for successful collaboration lies in de- “Let’s examine what we can develop
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locally, regionally and statewide. Some
groups not present may be critical; how
can we involve them? Finally, I hope a
network will be formed today, through
which those already experienced in this
field can help those of us who may be
less knowledgeable.”

Roslyn R. Elms, Ph.D., director of
Health Services for the California Post-
secondary Education Commission,
pointed out that the admirable record of
California’s public colleges in provid-
ing student volunteers to surrounding
communities was less often the result of
administrative leadership than of initia-
tives by students, staff in student cen-
ters, or response to off-campus sources.

National Momentum Building
Robert Choate of the California Coali-
tion on University-Community Serv-
ices was the next speaker. He reminded
the conference that youth corps have
come in waves over the generations.
“We had the CCC in the 1930s, the
Peace Corps in the early 1960s, and lat-
er VISTA [Volunteers in Service to
America),” he stated. “Now college stu-
dent civic service is a hot topic from
coast to coast.”

Citing public and private initiatives
in Maryland, Vermont, Massachusetts,
Pennsylvania, Minnesota and Atlanta
as examples of a variety of approaches
being developed on state and local lev-
els to encourage greater student partici-
pation in civic service, Choate pointed
out that some are mandatory, others ad-
visory; some are already thriving, others
still being reviewed and evaluated;
some were initiated by government,
others through citizen action. What is
clear is that a national momentum is
building throughout the country.

Choate referred to the much-amend-
ed AB 1820, outlining lobbying efforts
made by the two university systems and
by students. The California Coalition
joined the lobbying effort by expressly
pressing for a role for the private sector
and by serving as a link among schools,
nonprofit organizations, public agen-
cies and student volunteers.

“The result of this concerted effort
from many sources was a series of
amendments to the original bill,” said
Choate. “The mandate requiring service
was dropped, the period of service
changed, and the role of schools, non-
profit organizations, public agencies

and the private sector (including foun-
dations) was substantially strength-
ened. ,

“In California, there has not yet been
any statewide effort to exhort students
to become involved in public service,
but there are already many programs in
place at private and public colleges and
universities.”

Status Reports from Student
Service Centers

1. University of California at Berkeley.
Roseanne Fong, program coordinator
for UC Berkeley’s Community Projects
Office, described it as a “mini-founda-
tion” whose goal is to give students a
chance to manage their own projects
with some supervisory and financial as-
sistance from the CPO staff.

“We have 1,500 students involved in
projects that include tutoring, youth
mentor programs, counseling programs
in Chinatown and a bi-lingual lawyer
referral service in the Mission District,”
she said. “Since we have a minimum
amount of money available for funding,
we try to fund projects only up to five
years, in order to give other groups a
chance.

“Students are required to meet with
our office every other week. They at-
tend workshops on budgeting, proposal
writing and communication skills.

“Our projects do not always continue
from year to year; it depends on how
well they were managed and if a manag-
er for the next year can be selected from
the project volunteers themselves. The
students really have a great deal of re-
sponsibility for the success of the pro-
jects, and they learn a lot from the expe-
rience.”

2. California Polytechnic, San Luis
Obispo. Kelly Cameron, vice-president
of Student Community Services at Cal
Poly in San Luis Obispo, explained that
the project works with over 3,000 stu-
dents a year, more than half of whom
are volunteers. Others are interns or stu-
dents doing special class or senior pro-
jects. Although none of the volunteers
currently receive academic credit for
their public service work, Cameron re-
ported that credit may be given for some
projects beginning this coming year.
She feels that credit is an excellent in-
centive for developing more commit-
ment among student volunteers, but
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She did go away to the big city (Chica-
go) for a career of her own, but then re-
turned home in her mid-30s when some-
one was needed to stay with the parents.
This was the turning point. From this
point on, she built her life of service in
her home town (Evansville, Indiana). Her
mother died after about a year. Her inva-
lid father lingered on for almost a decade.
Then she took on the care of two older
sisters. Now she is free of this and lives
by herself.

This caring for a series of aging rela-
tives is another old-fashioned pattern, I
think, which is exemplified by some of
the other ladies in the sample.

She also visits shut-ins—another tradi-
tional pattern, I think, something the
church ladies do, making hospital calls,
nursing-home calls—she drives for Meals
on Wheels. As she grows older, these (of-
ten senile) old persons whom she calls on
tend more and more to be lifelong
friends, friends of the family, people from
the church. My impression is that she has
accumulated obligations—persons she
feels she must visit periodically. And
more and more, she goes to funerals.

For over 40 years, since her return, she
has been a worker in her church. I think
she sees herself as carrying on the family
obligation in this church, which goes
back over a hundred years. She serves on
committees, teaches bible classes, visits
the sick. Within this church context she
is “called on” again and again; and she
answers the call.

Marsh is part of a larger network of
Evansville citizens who know each other,
who have served alongside each other on
boards and committees. I think they are
her reference group; that is, she compares
herself to other public-spirited and altru-
istic persons, and she shares attitudes
with them. As part of this network, she is
also called on from time to time for non-
church volunteer work.

Her life-situation, which ““holds her in
place,” “‘answering the calls,” I imagine
to have this kind of group-anchoring—
the church and this other network. In
each of these groups she is called on. In
her church and in the larger network, she
is influenced (or so I imagine) by friends
she compares herself with. And each
group represents an ideology of service.
This she won't talk about. But [ would
guess that at those critical junctures,
when she is asked to volunteer, what she
says to herself (“well it's my turn” or
whatever) must be influenced by some
more general ideology of this nature.
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Now at 80 I think she says no more
often when asked to do things. She has
slowed down a bit; but she is still fairly
active. How has it worked out for Marsh,
this Christian life of service, self-sacrific-
ing, no family of her own? She is stooped
and wrinkled, but in her manner she
hardly seems like an old person. She has
certain radiance. Her life strategy has
been a great success. Because she has
been so active she is widely known in
town, much admired, beloved.

Most of the persons in the sample
achieved even more prominence, I think,
because they were more inclined to take
on leadership roles. Marcia’s preference
seems to be for the non-office-holding po-
sitions—just to be one of the workers.
However, she is administratively compe-
tent; she has done both.

The fact that she did not marry, and did
not have children of her own, was proba-
bly one reason for her volunteer career.
An obvious coping technique, for poten-
tially lonely single persons, is to reach
out beyond the home: After the day’s
work, after supper, leave the home again
for a meeting. Her single status fits, too,
with the pattern of caring for aging family
members. When her invalid father finally
died, when she could finally have an
apartment of her own and her own cat—
she was overcome, she said, by a feeling
of emptiness. So she took on her next
onerous burden, living with her difficult
older sister, and this feeling passed.

Marsh exemplifies a successful retire-
ment-adjustment: keeping “busy,” being

“needed.” It is fairly widely recognized
that this is what retired persons should
try to do. My impression, however, is that
retired people may make little gestures in
this direction. They tend not to reaily get
into this life pattern, unless it was already
established in the years before retire-
ment.

Colin

Colin represents another social type: the
young businessman who has thrown
himself into civic affairs. Unlike Marcia,
he is not a church person. But he is still a
strong upholder of traditional values.
Like her, he is part of a network of public-
spirited citizens. He sees himself as shar-
ing in the responsibility for keeping
things running in his town’s (Kelowna,
B.C.) voluntary organizations. He has
held a series of offices, has served on
committees, has helped with money-rais-
ing campaigns. At the time of interview-
ing, he was a Big Brother and president of
a ski club.

In addition to his volunteer work, Col-
in’s giving impulse takes the form of hos-
pitality to friends. After he gets home
from work he likes to have people over
for dinner and cook for them. He is a
bachelor, living in his own house. He of-
ten has house-guests. In his relationships
with the ladies he seems exceedingly gra-
cious, doing favors, running errands, of-
fering support.

I ask Colin: Why does he do all this? He
says he “enjoys groups and organiza-
tions.” He also says not only does he like
to stay busy; he “needs to be with peo-
ple.” There are signs that he is something
of a compulsive socializer—he fills his
house with guests—that he flees from be-
ing alone. But the socializing takes the
form of giving, helping, being the host.

Colin is a high-energy person. He has
lots left over after his day’s work. He har-
nessed this energy, however, into con-
structive activity rather than pure play or
recreation, doing his volunteer work,
cooking dinner for friends.

Colin’s bachelor status and his high en-
ergy level have made it easier for him to
be a volunteering, altruistic person. The
habit of being a “worker”"—harnessing
his extra energies into constructive activ-
ities—plays a part too.

Colin says he was not always this way.
It developed over a period of years. There
were several formative experiences that
set him on this path.

In his junior year in high school, in
Victoria, B.C., he went on a Jeune Voya-
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geurs trip to Ontario. This, he says,
“brought me out of my shell.” It
“changed me from an introvert to an ex-
trovert.” This kind of testimonial I have
heard many times from students. The
turnaround event may be a travel experi-
ence or a job or involvement in a sports
team or in various other teenage clubs or
activities.

Then, in his final year of high school,
Colin became “active.” He worked on the
yearbook. He acted in a play. He did
something in sports. This in itself does
not have much to do with a life of service.
But being “brought out,” then joining in
activities, working in group efforts, was a
step toward his ultimate volunteering
life-pattern. This too has been described
to me by students: getting drawn in, dis-
covering they can do it, finally becoming
an important person in their high school
or in some other youth-activity context.

Then he went to the University of Vic-
toria. For awhile he stopped being active.
(This too is a familiar pattern, followed
by my Dalhousie students. In high school
some of them had learned the lesson: to
live a rich life, to be an insider and an
important person—join in, work for
group efforts. Then they go on to college
and seem to have forgotten this.)

It was not until his third year of univer-
sity that Colin’s big experience occurred.
There was a series of walkathons for
some money-raising cause. For the cli-
mactic walkathon, Colin was one of three
organizers for the city of Victoria. During
the final days before the walkathon, they
worked 18 hours a day. One of the orga-
nizers collapsed. When 10,000 people
turned out and walked, and when Colin
wrote a check for $60,000, knowing that
the arrangements he had made had made
this possible—it brought him a sense of
power, of accomplishment. It was a
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“high.”

Colin sees this as his turning point. It
launched him into a career of civic activi-
ty, arrangements-making, volunteering.

Summary: Altruistic Types
High-energy, active church membership,
and small town origins were the three
most striking traits. High-energy, I sus-
pect, is the artifact of the sample selec-
tion, the fact that we went looking for
extreme cases of outstanding volunteers.
People who are this active, one might ar-
gue, almost have to have unusual re-
serves of energy. (But a minority of our
sample, such as Marcia, evidently were
not high-energy.) Small town origins
might also have been inflated by our sam-
ple selection, drawn heavily from Nova
Scotia. However in addition to small-
town dwellers in our sample, we also had
city-dwellers who, it turned out, had
grown up in small communities. Also,
both from field experience and from the
stories of these people, I am impressed
with the way the smaller communities
support volunteering and good-neighbor-
ing. (And probably support other forms
of altruism as well, such as caring for
relatives.)

For being a church member and for liv-
ing in a small town, the findings agree
with some previous research: that altru-
ism is correlated with growing up in a
small town and with being religious. (Si-
gelman 1984:240-242)

Other common traits of the volunteers,
which also accorded with previous re-
search findings, were being female and
doing a lot of helping in the home, in
childhood and adolescence.

The life histories suggested other
causes for volunteering: special trigger-
ing events, influential persons and favor-
able conditions. Low-demand life peri-

ods make it easier to volunteer: when you
retire, when your children leave home,
when you live alone, and so on. There
were numerous exceptions here, people
who did much volunteering in spite of
heavy demands from job and family.
Moving interrupted volunteering; volun-
teering helped adjustment to a new
home, following a move. In numerous
ways, people were drawn into volunteer-
ing, then “held in place” in volunteering
roles. Certain jobs, organization affilia-
tions, being a parent (etc.) served as a
springboard for those people who had a
personal inclination to volunteer.

By virtue of a combination of their po-
sitions in life and certain personal char-
acteristics, some people seem to have
been practically “led into” an altruistic
lifestyle. The *“altruistic plumbers” are an
example. Combine mechanical skills
with the personal inclination to help
your neighbors and there you have it.
Place the person in a small community,
and you make this even more likely.

The several kinds of leaders in the vol-
untary sector are another example of this.
Flair for committee work and office-hold-
ing would seem to be the necessary per-
sonal characteristic. Being a business-
man appears to make access easier, as
would living in a smaller community.

One can think in terms of types of vol-
unteers and types of altruistic persons.
Thus, the mechanical-helpers are one
type; the business leaders are another
type. (And these could be broken down
into subtypes also.)

Another leader type is represented by a
wealthy Halifax lady. She has been Cana-
dian president for Girl Guides and has
held numerous other important offices.
She represents a traditional pattern that
is perhaps now on the decline, as more
women opt for paid jobs: a serious, hard-
working career of leadership in one or
several voluntary organizations, holding
unpaid offices. Our volunteers—some
more than others—tended to specialize
in special-interest areas. All the “types”
just mentioned are examples here. I will
mention two more. One area of special-
ization is working with the elderly. In our
sample, older women tended to be drawn
into this work. Marcia is an example: vis-
iting shut-ins, driving for Meals on
Wheels, caring for aged relatives. For an-
other lady, 78 years old, her volunteer
work revolved around her synagogue and
the nursing home associated with it. She
organized events and bus trips for se-
niors’ groups and also visited shut-ins.
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bureaucratic red tape and other types of
boundaries real or perceived.

5. Sometimes receiving assistance from a
volunteer is viewed as more valuable to
the recipient. To some people the feeling
that volunteers are doing something be-
cause they are willing makes all the differ-
ence in the world.

6. Volunteers are independent of the orga-
nization, which means they function with
less pressure. That can be an asset in
accomplishing the task to be done.

7. Volunteers offer ideas and services that
no one wants to fund for a variety of rea-
sons. Throughout American history volun-
teers have been the pioneers in creating
new services, often against the tide of tra-
ditional institutions. During the Revolu-
tionary War we had an all-volunteer army
whose dedication, historians say, made
all the difference in the world.

8. Diversity ... volunteers are different
from salaried staff in terms of age, race,
social background, educational level, in-
come level, etc. This translates into oppor-
tunities for checks and balances to elimi-
nate myopia.

9. Volunteers have skills different from
those of staff. They are recruited to supple-
ment the skills, talents and capabilities of
the paid staff.

10. Volunteers have the option of focusing
intently on a particular issue or client.
They may do this in spite of the data or
what is justifiable for paid staff.

11. Volunteers have immediate access to
the community. A happy volunteer can re-
cruit far more people than many staff. On
the other side of this sword . . . an unhap-
py volunteer can create a lot of bad will.

4-H is a major continuing educational
program for many people. Many volun-
teers do not attend community colleges or
universities; they do not participate in
courses leading to college degrees. In
short, through middie management train-
ing we help them maximize opportunity to
grow in educational feadership skills and
management responsibility as they pur-
sue a future with a strong personal sense
of special purpose. We are in fact empow-
ering 4-H leadership to dedicated men
and women, both salaried and volunteers,
who work for 4-H.

Many people | see in our volunteer pro-
grams have been unable to find a sense of
self-worth or fulfillment in their paid career
work, but are unable to change that work
for many reasons. Through volunteer de-
velopment, especially middle manage-
ment training, we can help them find their
self-worth and self-fulfillment.
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Part of a 1985 grant of $2.7 million from
the W.K. Kellogg Foundation of Battle
Creek, Michigan, to the National 4-H
Council has advanced our knowledge
about volunteer middle management.
Through this part of the project, “Volun-
teers for the Future" seed money was
awarded to 4-H staffs in Montana, Wiscon-
sin, Virginia and the New England states
to pilot middle management programs
and compile training materials.

Results of the pilot projects were shared
during an area conference in Greensboro,
North Carolina in May 1987. These pro-
jects will be replicated in other states in
1988. When the project is completed in
1989, we will have a very complete set of
documented results, training materials
and procedures on middle management
that will be applicable in most states.
Some materials already are available from
the pilot states.

Case Studies

Middle management was not new in Wis-
consin 4-H, but it was not a strong con-
cept. The goal of the Kellogg project in
Wisconsin was to establish a 22-member
team of 4-H volunteer leaders to advocate
and promote the concept. Once the advo-
cate team was identified, the leaders were
trained to design seminars and presenta-
tions and to distribute educational materi-
als to numerous audiences.

The team reached leaders’ associa-
tions, leader executive boards, county Ex-
tension staff, administrators and county
boards. The team's goal not only was to
recruit people to fill middie management
roles, but also to provide them opportuni-
ties to assume new and different responsi-
bilities that may contribute to their own
personal development.

“The other thing we observed was that
the advocates also grew in the process [of
participating in training and conducting
seminars),” said E.J. Leuder, Kellogg pro-
ject leader in Wisconsin. “Some of them
said, ‘I'm a different person as a result of
the training and experience.’

“One gentleman who has been working
in supervision of a maintenance and
health care system said that as a result of
this training, he recognized talents be-
yond his current job. So, he's going to quit
his job and go back to school at age 42 to
finish his degree.. . . . The Kellogg project
helped create some enthusiasm and mo-
mentum in the 4-H program during a year
when budgets were tight and staffs were
being cut and morale was low."

Virginia 4-H already had a diverse vol-

-m Ability to adapt leadership style to

SAMPLE 4-H MIDDLE
MANAGEMENT
JOB DESCRIPTION:
Key Leader for New
Leader Orientation and
Recruiting (Montana)

Purpose

To orient and assist new 4-H leaders
to learn about their roles and
responsibilities in the 4-H program.
(To help new leaders prepare for
being an organizational project
feader in a 4-H club.)

Duties

m Acquire names of new leaders,
addresses and phone numbers from
county Extension office or recruiter
leader. ‘

u Contact organizational leaders of
clubs with new leaders to go over
new leader orientation plan.

& Contact new leaders to learn what
their roles are, to introduce yourself
and to explain your role.

® Record new leader questions,
concerns and expectations.

m Conduct new leader orientation
sessions.

| Stay in contact with new leaders.
m Arrange for specific needs of new
leaders to be met.

u Report to agent monthly about new
leader progress/activities.

Necessary Skills

needs of new leaders

m Possess knowledge of 4-H club
organization in the county and the
ability to communicate that to other
adults ,

m Ability to work with many types of
people . .
m'Organizational ability

Training

m Self study on teaching with people
m Attend training programs as
offered ‘

& Stay updated ‘and current

Time Involved

xx hours per month for one year.
Tenure of position is negotiable but a
3-year term is desirable. The third
year will be a training year for a
different key leader.

Extension Office Privileges
m Mailing—Discuss with agents
about mailing materials to new
leaders

= Phone
& Printing

u Computer time
m.Other
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greatest benefits noted by interview
participants are that county-level vol-
unteers:

® Promote teamwork

m Encourage participant ownership
of program

= Support other volunteers and un-
derstand their needs

m Offer challenges, opportunities
and role models for other volunteer
leaders

m Understand youth and expand
their learning opportunities

& Have a wealth of talent and experi-
ence to share )

m Coordinate efforts with staff to
strengthen programs when re-
sources are limited

® Are a valuable communication link
between leaders, members and staff
® Provide greater visibility for 4-H

& Improve overall quality of 4-H pro-
grams

® Enjoy their personal growth in 4-H

They Say It Best

Forty-five individuals who were inter-
viewed responded to the question:
“What would you recommend to oth-
er counties planning to involve vol-
unteers in county-level roles?"
These eight recommendations
emerged consistently:

1. Begin with a smali number of
carefully identified volunteers and
move slowly toward greater volun-
teer involvement in the county pro-
gram.

—'"Develop a game plan, then be
flexible. Grow each year from there.”
—"“They need to be successful in that
role; should be respected in the com-
munity; someone who works well
with people and will be vocal about
the program in order to promote it.
Those initial people can build a
strong base foundation on which to
build the county-wide volunteer pro-
gram management system."
—"Needs to be a self-starter, com-
mitted to the program, enjoys people
and is enthusiastic.”

2. Professional staff needs to allow
volunteers to function to the full ex-
tent of their abilities in that role.
—*"Allow volunteers to accept re-
sponsibility in programs that are
even the agent’s favorite, so the vol-
unteers can develop the program to
their needs—not the agent's needs."
“They [volunteers] need to have

both the authority and the responsi-
bility.”

3. Recognize communication be-
tween staff, volunteers and 4-H par-
ticipants as a key element to volun-
teers working successfully in coun-
ty program management. Job de-
scriptions, personal contact via
phone or visit, workshops, newslet-
ter, and informal discussion are im-
portant aspects of this communica-
tion.

—"Must have a very open relation-
ship where they can call on one an-
other, challenge one another, ques-
tion one another, to keep a check
and balance.”

—" call them regularly just to ask
how things are going.”

—"It's important to have something
written down, so the volunteer can
take it home to study."”

—"Together develop a job descrip-
tion, ... always using 'we’ as a team
effort to approach the tasks.”

4. The staff role should focus on fa-
cllitating education, providing posi-
tive reinforcement, guidance, re-
source materials and challenges for
growth.

—"Staff simply needs to provide the
spark to ignite the potential that is al-
ready there . . . (and) watch that con-
ditions remain good for the enthusi-
asm to continue burning.”

—*"Help them set their own imple-
mentation plan, identify what tools
they need to accomplish this task,
and what training they need.”
—"Offer new challenges . . . to grow
and to experience greater satisfac-
tions.”

5. County committees may rein-
force the need, initiate the plan, pro-
vide support, and identify resources
for volunteers in county-leveli pro-
gram roles.

—"Enabling a committee to be in
charge . . . keeps it a people-based
program.”

—"A [Co. Leaders Assoc.] should be
involved in the development of a vol-
unteer program management system
in the county. That board may initiate
committees in areas that need partic-
ular attention. Their support will ac-
complish the task.”

6. Strengthen the 4-H program and
maximize avaliable resources by
networking with subject matter ex-
perts, community organizations and
other 4-H ieaders.

—"A volunteer leader network en-
ables all parts of the county to work
together better.”

—*"Try to align 4-H programs with
[subject matter experts] because
these people have the background,
experience, facilities and equipment.
They are the ones we need to focus
on. They are committed to getting
others interested . . . committed to
training others.”

7. Don’t hesitate to ask for program
assistance from individuals in local
communities, schools, agencies
and organizations, because they
are often willing, if their help is re-
quested.

—"The only way to begin is to ask
someone to help."”

—"“When adult participants see the
work being done that they can bene-
fit from, they often like to become in-
volved and cooperate too."”

8. Recognize that volunteers have

" valuable experience to use for de-

veloping ideas, formulating plans,
teaching others and evaluating pro-
gress in county program manage-
ment roles.

—"Past experience on the club level
is recognized as valuable and re-
spected among new club leaders.”
—*"|deas should be planted, not
forced upon volunteers. Experience
is the best teacher—to be shared
with other volunteers too.”

What Needs To Be Done?

Five major concerns were identified
that impact volunteer performance.
They also identified resources, sup-
port and learning opportunities that
could enhance effectiveness for vol-
unteers in county-level programs.

1. County-level volunteers need the
support of parents and other leaders.
2. Volunteer burnout may result from
too little assistance.

3. Volunteers need additional skills
and confidence for new county-level
roles.

4. Volunteer roles or expectations
are not clearly defined.

5. Volunteers need to be able to func-
tion to full extent of their abilities and
desires.

Helpful Resources Identified:
@ Teaching ideas and guides

® Video tapes for project learning
and leader training

® A local resource center of human
and material resources

—Summarized by Marilyn Lesmeis-
ter, Project Assistant (Wisconsin)
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mat had met a need.

For some volunteers and staff, it is im-
portant to go beyond the “how-to™ work-
shop. They are interested in an exchange
of information and opinions with profes-
sional colleagues, led by a skilled facilita-
tor.

It is easy to fit the junto into a conference
or convention setting. How can the volun-
teer administrator utilize this unique adult
education tool at the local level?

Juntos for Volunteers
Experienced volunteers can act as junto
facilitators for groups of volunteers. Exam-
ple: 4-H leaders discuss the importance
placed on awards; hospice volunteers
discuss appropriate ways to discuss their
personal religious beliefs in their relation-
ships with terminal patients.

At a retreat for a board of directors or an
advisory council, junto topics might be

how to work with elected officials—in per-
son and in writing—or the issue of person-
al financial contributions as a condition of
board membership. In both cases, a
member of the group would act as facilita-
tor. The leadership should rotate if the jun-
to is used again.

Juntos for Volunteer and Staff
Managers

Here are some examples of what might be
discussed in a junto for this type of partici-
pant:

m At a statewide conference—the imple-
mentation of laws to protect children from
abuse, or appropriate placement of men-
tal patients who are volunteering as part of
their therapy plan.

& At a regional conference—the problems
of placing volunteers in jobs formerly held
by paid personnel.

& At a national/international meeting—the

everyone.

TIPS FOR ORGANIZING AJUNTO FOR VOLUNTEERS OR
VOLUNTEER LEADERS |

1. Participants should be seated so that they can comfortably see one
another. The junto facilitator should also be clearly vrs1ble to

2 The role of the facllltator is to monltor the content of the’

|scus5|on' ;

; 'fifv;f judgements should be avorded by the observer and faci ator

’—Preparatlon would include personal readrngs onthe toplc anda5to
* 7-minute summary of the key issues.
—The leader should also draft questions of an open-ended nature to
- stimulate discussion.
. —The leader is responsible for leading the group through whatever
L sequence of problem solving steps seems appropriate to the
. _occasion—e.g., diagnosis, ! statements of principle, obstacle .
: *'dentlflcatlon resources, action steps ete. it :

3 lt could be helpful to have a parhcrpant fillthe observer role du r|ng 'the
junto This person.would be sensmve to conditions that enhance or
“inhibit the discussion.

4, Each junto will develop its own pattern of operation. The foIIOng are -
.observation clues‘intended as suggestions, not an outline. Value

—Are new/dlfferent questlons being ralsed rather than those'

i tradltlonally raised? Do they challenge values, practices or theories?.

- —Is someone. consuderlng the translation of innovative and origlnal
- ideas into practical application?
-~ —lsthere a: preoccupatlon wnth problem deflmtlon to avoud an attack,
- - ontheissue?’ S
.~ —What recurrmg barrlers seem to block free expressuon o ,1 eas?
. —Is there'a: polanzatlon ‘rigidity or rejection of ideas bas d on

: _parhclpant s agency, ‘organization; group or afﬂlnatnon" ‘
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differences and similarities between Ca-
nadian and U.S. volunteer movements, or
the “rights and wrongs” of volunteer
placements with AIDS victims.

Planning the Junto

The junto requires planning. The following
guidelines provide a foundation for a suc-
cessful junto:

B The discussion topic should be clearly
defined. The topic must be broad, but not
too broad. It must also be an issue or idea
without clear-cut answers. It should be an
issue the participants care about.

& The facilitator should be selected in ad-
vance. People need time to prepare men-
tally to tackle an issue. It does not mean
weeks of study, but it does require being
alert to varying opinions in the field.

The junto facilitator is not an expert. The
person selected to begin the discussion
should be a sensitive group leader. As the
junto is not a place for speech makers, the
leader must understand it is a forum, be
able to entertain all opinions and encour-
age participation.

B Facilitating the group must be shared. In
continuous groups this means everyone
takes a turn leading the discussion. In the
“one-time-only” group, it means selecting
a facilitator who believes in and practices
sharing the leadership.

® The physical setting should be condu-
civeto lively interchange. The best setting
is one with tables and chairs where every-
one can be seen and heard.

@ The group should be small. Six to 15
people are ideal for the junto. The session
can be done with larger groups by having
a junto facilitator at each table in a con-
vention-style setting.

® The junto, as a teaching and learning
process, must be sold to volunteers and
staff. This is a conceptual process not of-
ten used in training sessions, conventions
or meetings. Volunteers and paid staff are
“doers.” As adults they need to see the
utility of a learning process before they are
willing to commit time. (See box for addi-
tional specific guidelines.)

In their evaluations of the juntos held at
the Portland AVA conference, the partici-
pants said they wanted more time and
scheduling that permitted attendance at
more than one junto. Joli Sandoz, a junto
facilitator, noted how prepared the partici-
pants were and how the topics led them
from “situational problems to philosophi-
cal implications.” Joann Snyder, another
junto facilitator, said, “I really enjoyed the
experience. It was good to be challenged
to do something new."”
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older adults regardless of race or ethnic
background. However, due to a variety of
factors, the development of specific ef-
forts to target special elderly populations
has been slow in materializing. There is a
need to develop specific programs and
services for the Euro-American elderly
and increase the level of awareness of,
and sensitivity to, their concerns within
social service, ethnic and religious institu-
tions.

General Principles of Assistance
to Euro-American Elderly
Knowledge and awareness of the impor-
tance of family relationships and ethnicity
in the lives of Euro-American elderly need
to be translated into some practical guide-
lines that can help those who wish to be
more effective in their efforts to help the
elderly in crisis. The following general
principles should be useful to a wide
range of helpers—clergy, ethnic leaders,
concerned neighbors, professional serv-
ice providers, and others.

u Clarify your own ethnic values. While
it is important for any helping person to try
to be objective and not impose his/her
own ideas and solutions, we cannot sup-
press entirely our own values and experi-
ences. They necessarily shape the ques-
tions we ask, the conclusions we reach
and the resources we seek out. We sug-
gest that it is best to be explicitly aware of
your own cultural values. You are then in a
better position to identify and respect
those values, attitudes and solutions that
are different from your own.

1 Do not stereotype the ethnic group.
Not all Italians, Poles, Slavs are alike. Your
reading about ethnicity, discussions with
colleagues and experience should al-
ready have alerted you to the dangers of
stereotyping. While there are some gener-
ally shared values within a particular eth-
nic group, there are also many differences
depending on their particular region of the
country, social class, religion, and so on.
Also, many persons are from mixed ethnic
backgrounds. Most important, length of
residence in the United States and pace of
acculturation will greatly influence the de-
gree to which the person identifies with
his or her ethnic background.

m Do not exaggerate the influence of
the cultural background. Do not assume
that the person's ethnicity is the sole ex-
planation for behavior. The Euro-Ameri-
can elder may shelter conveniently be-
hind ethnic origin as an excuse for stub-
born resistance toward help or some
particular solution. Again, the country of
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Who Are the Euro-Amerlcan
Elderly?

& While 11% of the entire U.S. popu-
lation (227 million) in 1980 was 65
years of age or older, 37% of Euro-
American immigrants were in this
age group.

# Among elderly Euro-Americans,
women outnumber men 100 to 78.

® Euro-American immigrants are
currently over-represented among
the age categories.of old (65 to 84)
and “old-old” (85 and over).

u Approximately 70% of all Euro- .
American immigrants were born in
Austria, Czechoslovakia, France,
Germany, Greece, Hungary, Italy, the |
Netherlands, Poland, Portugal and
Yugoslavia.

What is Their Situation?

m Approximately two thirds of older
Euro-American men are: married, in
comparison to less than one third of
the women. Conversely, the propor-
tion of women who are widowed, di-
vorced or separated. is more than
twice the proportion for men.

= Few older men or women never
married.

= Euro-American elderly generally
have little schooling-and are unlikely
to remain in the labor market after
the age of 65.

= The great majority of Euro-Ameri-
can elderly are living in single-per-
son households and depend on in-
formal social support networks for
many of their needs:.

® A significant proportion of elderly
women live with their children or oth-
er relatives, and the proportion
ranges from 20% to 30%. for Greeks,
Italians and Yugoslavians. '

= These immigrants, compare to the

_general population in the proportion

living below the poverty line, but the
proportion 'who receive pub\lichassis.-
tance as a source.of income is lower
than the general population.

s Approximately 75% speak their
original language at home. The abili-
ty to speak English varies greatly,
and generally those of southern Eu-
ropean origin have a higher propor-
tion who speak little or no English.
With Greek and Yugoslavian womien,
the proportion who admit some lan-
guage barrier reaches as high as
50% or more. Less than 10% choose
institutional arrangements, such as

nursing homes, except for the oldest

women from Poland and Romania.

origin may not be nearly as powerful an
influence as the experience of living in the
United States, especially if the elderly
person has not maintained continued con-
tact with the ethnic community.

m Do not pretend to cultural expertise
you do not have. Do not hesitate to admit
to the Euro-American elderly or their fam-
ilies your own lack of familiarity with their
culture. You need to “listen with a cultural
ear,” but you should not pretend to know
what the culture means to that particular
person. The important thing is to show in-
terest in and respect for their culture.

m Assess the degree of language diffi-
culty and get help. It goes without saying
that if the elderly person’s English is poor,
you must call in an interpreter. Do not as-
sume, however, that because the Euro-
American elder, spouse or other family
member speaks English and has been in
the United States a long time, that lan-
guage is not a barrier. If English was not
the Euro-American elder's first language,
you can assume that at a time of sickness
or crisis many elderly persons get disori-
ented, lose their facility with their second
language and revert to their first lan-
guage.

s The stronger the Euro-American el-
der’s ethnic identification, the more im-
portant are family ties. In general this is
true; however, remember that just be-
cause the Euro-American elder may ex-
pect help from relatives, especially adult
children, that does not mean the attitudes
are reciprocated and their children are
willing or able to help. You will need to
explore carefully mutual expectations of
assistance.

® Respect the generation “in the mid-
dle.” The younger generation may be torn
between the older parents’ worldview and
perspectives and newer American values.
They may feel very uncertain about what
decisions and services are appropriate,
and what their role should be. They are
often not quite ready to give the financial
help or time needed to keep the Euro-
American elder in the community, as the
older generation may expect. Nor are they
ready to place the elder in a nursing home
or apply for public berefits. The anxiety of
the younger generation may be quite
acute. You can play a critical role in help-
ing them articulate their conflicts, relieve
their guilt, help them see the issue as a
problem of acculturation not disloyalty,
and suggest appropriate solutions.

a The stronger the Euro-American el-
der's ethnic identification, the more
likely he/she will resist applying for
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help from public services. Euro-Ameri-
cans are traditionally very reluctant to turn
to public sources of assistance. However,
it appears that very recent older immi-
grants from countries with socialized sys-
tems of government accept public sup-
port much more readily. If public benefits
seem warranted, your role may be to ask
for help from the Euro-American elder's
church or synagogue, family or ethnic
neighbors in assuring the Euro-American
that Social Security, Social Security dis-
ability insurance, Meals on Wheels, and
so forth are not stigmatizing and are theirs
by right.

m Be flexible and creative about your
roles. Traditionally, service providers in
the aging network are accustomed to pro-
viding supportive counseling, specific
services and referral. There are many ad-
ditional roles for counselors, however, that
are equally or more valuable for the Euro-
American elder such as:

—Mediator and interpreter—between
family members of different generations
and between the Euro-American elder
and other service providers. This role is
often assumed by clergy but can also be
performed by others.

—Mobilizer of resources—from the family
or ethnic community.
—Strategist—helping the Euro-American
elder accept a kind of assistance to which
he or she is resistant; working with the
family and/or ethnic contact to find ways
of making the necessary services more
acceptable.

s Emphasize the positive aspects of
the ethnic background. Too often we
think of the immigrant culture as simply a
barrier to needed service. You can help
use the background, however, as a
strength and positive factor.

First, in your counseling, you can ask
the Euro-American elder to be the expert
and teach you about what is important and
valuable in his or her culture.

Second, you can develop ways of
strengthening the Euro-American elder's
ethnic ties, which may have loosened over
the years, by contacting the church or
neighborhood ethnic organization. Many
immigrant elderly find it a great comfort
and joy to be involved in a life history
project, to receive visitors to talk about the
old country, or to join in cultural traditions
which they had let lapse. With increasing
age, many find it important to reconnect
with their roots to give their life more
meaning as they move toward its closing
scenes.
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The Challenge of Decentralizing a Vol-
unteer Program. Melanie Ghio, WIN-
TER 1987, p. 18.

Policymaker Power: When You Involve
Your Leaders and They Help Volun-
teers Get the Job Done. Paula J. Beu-
gen, WINTER 1987, p. 23.

Kettering Fire Department Breaks with
Tradition. Laima Rastikis, SPRING/
SUMMER 1987, p. 30.

On Counting Volunteers. Delwyn A.
Dyer, News, SUMMER/FALL 1987, p. 7.

Ethics for Volunteer Administrators.
Mary A. Culp, As | See It, FALL/WIN-
TER 1987, p. 2.

Organizing a Volunteer Auxiliary: The
Basics Apply. Bobbie Schacher,
FALL/WINTER 1987, p. 30.

Three Steps to Successful Screening of
Volunteers. Nancy Macduff, FALL/
WINTER 1987, p. 26.
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Glenn Day: From Airline Employee to
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News, FALL/WINTER 1987, p. 10.

BOARDS OF DIRECTORS

Developing Volunteer Leaders for
Greater New Haven. Judy Haberek,
SUMMER/FALL 1987, p. 28.

CHILDREN

Involving Children and Youth in Com-
munity Projects in New Mexico. Nor-
ton Kalishman, Ed Bernstein and Jo-
Anne Fredrikson, News, FALL/WIN-
TER 1987, p. 6.

COMMUNICATIONS

The Writing Challenge. Jack McKenzie,
Communications Workshop, WINTER
1987, p. 10.

How to Develop a Successful Speakers’
Bureau. Gayle Jasso, Communica-
tions Workshop, SPRING/SUMMER
1987, p. 12.

PSAs: How to Air Your Message Free of
Charge. Joyce Huyett, Communica-
tions Workshop, SUMMER/FALL
1987, p. 11.

How Do You Rate as a Listener? Com-
munications Workshop, FALL/WIN-
TER 1987, p. 17.

The Effective Audiovisual Presentation.
FALL/WINTER 1987, p. 33.

COMPUTERIZATION

A Computerized Skillsbank: How Do
You Build One? Patrick Saccomandi,
SPRING/SUMMER 1987, p. 22.

Desktop Publishing: The Deadline for
Your Organization May Be Now. Den-
ise Vesuvio, SPRING/SUMMER, p. 25.

CORPORATIONS

Why Corporations Support Employee
Volunteering. SUMMER/FALL 1987,
p. 21.

Volunteering is Good for Business. Jose
I. Lozano, As | See It, SUMMER/FALL
1987, p. 2.

USAA's Top-to-Bottom Commitment.
Judy Haberek, News, FALL/WINTER
1987, p. 12.

DISABLED

Disabled Citizens at Polls Campaign
Takes Root. Mark Lewis, News, WIN-
TER 1987, p. 5.

Special Olympics’ Special Friends:
Knights of Columbus. News, FALL/
WINTER 1987, p. 5.
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Forum: What Are the Lessons from the
Civil Rights and Women's Movements
for Expanding Participation of Per-
sons with Disabilities in American So-
ciety? Mark Lewis, FALL/WINTER
1987, p. 24.

ENVIRONMENT

Appalachian Mountain Club Volunteers
Tame Great Outdoors. Dorothy
Berger, News, WINTER 1987, p. 8.

FUNDRAISING

Nik and the Nice Guys Rock for Charity.
Jack Garner, SUMMER/FALL 1987,
News, p. 7.

HEALTH CARE

Hospice Volunteers Carry Hospice Ap-
proach from Hospital to Home. Robin
Rose, R.N., SUMMER/FALL 1987, p.
26.

LEGISLATION

Getting H.R. 911 Passed. Judy Haberek,
SPRING/SUMMER 1987, p. 15.

The “Importance of Volunteerism’ Res-
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teer Experience). SPRING/SUMMER
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wick, SPRING/SUMMER 1987, p. 16.
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at State Legislation. Steve McCurley,
SPRING/SUMMER 1987, p. 17.

Rep. Augustus Hawkins on The “Impor-
tance of Volunteerism” Resolutions.
SPRING/SUMMER 1987, p. 21.

Rep. John Porter on H.R. 911. SPRING/
SUMMER 1987, p. 19.

Directors’ and Officers’ Liability: A Crisis
in the Making. Peat, Marwick. Re-
search, SUMMER/FALL 1987, p. 12.

State Volunteer Liability Legislation.
Stephen McCurley, Advocacy, SUM-
MER/FALL 1987, p. 15.

Volunteer Protection Act Update. Advo-
cacy, FALL/WINTER 1987, p. 15.

LIBRARY VOLUNTEERS

Railroader Leads Shelf-Reading Volun-
teers at Univ. of lllinois Library. News,
SUMMER/FALL 1987, p. 9.

MEDIA

The Community That Cares Caper.
Sharon Throndset and Jane Vanvig,
WINTER 1987, p. 25.

MILITARY VOLUNTEERS

Don't Forget the Military Volunteers.
Sgt. Robert E. Burnett, U.S.A., SUM-
MER FALL 1987, p. 25.

MINORITY INVOLVEMENT

Improving the Job Marketability of Mi-
nority Youth. Eleanor L. Furman, Fol-
low-Up, WINTER 1987, p. 14.
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Burnout: How You Can Try So Hard to
Succeed and Yet Fail. Anthony J.
Alessandra, Ph.D., SUMMER/FALL
1987, p. 19.

RELIGIOUS INVOLVEMENT

Churches Involved Works Hand-in-
Hand with Local Agency to Help
Needy. Susan Keith, News, SUMMER/
FALL 1987, p. 5.

RESEARCH

Assessing the Volunteering Interests of
AAL Members. Bill Busching, Re-
search, WINTER 1987, p. 12.

Directors’ and Officers’ Liability: A Crisis
in the Making. Peat, Marwick. Re-
search, SUMMER/FALL 1987, p. 12.

Twenty Tried and True Ways to Get Reli-
able Information. Donald A. Pele-
grino, Ph.D., Research, FALL/WIN-
TER 1987, p. 14.

STUDENT VOLUNTEERS

lilinois Students Learn to Respond to
Social Needs. Audrey Wells, Barbara
Wysocki, News, WINTER 1987, p. 6.

Service-Learning Students Learn How
Volunteering “Pays.” News, WINTER
1987, p. 9.

Setting Up a Student Volunteer Pro-

ontract Services
Meet Exact Needs

Whatever your organization’s needs—board
training, understanding legal issues, financial
planning, teaching volunteers to conduct
meetings, developing grassroots chapters,

setting standards, recruiting, fundraising,
anything else—Ilet Patton Consultant
Services help you at a reasonable cost.

For information, call (617) 468-3720.

Patton Consultant Services
a national registry of contract trainers,
speakers, and consultants for volunteer
and non-profit organizations.

650 Asbury Street, S. Hamilton, MA 01982

gram. Mary M. Evans, CVA, FALL/
WINTER 1987, p. 28.
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1987 Tax Deductions for Volunteers.
SPRING/SUMMER 1987, p. 33.
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Checkbook Altruism. Jerry Adler, As |
See It, SPRING/SUMMER 1987, p. 2.
Leaders, Celebrities Speak Out at Na-
tional Symposium on Volunteering.
Ruth E. Thaler, News, SPRING/SUM-

MER 1987, p. 5.

Volunteering is Good for Business. Jose
I. Lozano, As | See It, SUMMER/FALL
1987, p. 2.

Ethics for Volunteer Administrators.
Mary A. Culp, As | See It, WINTER
1987, p. 2.

YOUTH (See CHILDREN)













designed to assist Volunteer Centers and
government programs in developing a
similar program to generate and coordi-
nate cash and inkind donations for chari-
table groups.

Risk Management: A Guide for Nonpro-
fits. United Way of America, Sales Serv-
ice Department, 701 N, Fairfax St., Alex-
andria, VA 22314-2045. 1987. $20. (Or-
der #UNA0559)

“A Common-Sense System to Protect
Nonprofit Organizations Against Loss
and Liability,” this guide defines risk
management and covers insurance cycles
and nonprofits, process and administra-
tion of risk management, loss control and
safety, risk financing and insurance. Re-
searched and written by the Public Risk
and Insurance Management Association.

Joining the Board of a Non-Profit Organi-
zation. Management Assistance Project,
3036 University Ave, SE, Minneapolis,
MN 55414. 1987. 30 pp. $3.00 ($2.50 for
10 or more).

Since 1984 MAP has placed over 300 vol-
unteers from its member corporations on
nonprofit boards in the Twin Cities area.
This booklet was produced to help vol-
unteers decide which board is for them—
or whether board service is even right for
them. Covers the board’s and board mem-
ber’s role, liability, fundraising, statutory
matters, how to decide if you are ready,
and more.

The Responsibilities of a Nonprofit Or-
ganization’s Volunteer Board. Council of
Better Business Bureaus, Inc. 1987 (re-
vised edition). 16 pp. $1.00. (Order from:
Kenneth Hawkins, Better Business Bu-
reau, PO Box 2297, Philadelphia, PA
19103. Make check payable to BBB).

This primer “introduces civic-minded
individuals to the duties of trustees
charged with safeguarding the assets and
managing the resources of nonprofit orga-
nizations.” Key topics include the board
as a fundraising body, board functions,
accountability and personal liability.
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Your Personal Guide to Marketing a
Nonprofit Organization. Robert S. Topor.
Council for Advancement and Support of
Education. 1988. 153 pp. $20.50. (Order
#24201 from: CASE Publications, Order
Dept., 80 S. Early St., Alexandria, VA
22304.)

“A practical guidebook that explains
marketing principles so they are easy to
understand and use,” this guidebook ap-
proaches marketing as a process, rather
than a single isolated activity. The proc-
ess identifies, shapes and matches an or-
ganization'’s services with those who will
most benefit from them. The author starts
out with analyzing an organization’s in-
ternal political environment and focus-
ing its mission statement. He then leads
the reader step-by-step through research,
targeting and promotional tools needed.

Our Organization. Brian O’Connell.
Walker and Company, 720 Fifth Ave,
New York, NY 10019, (212) 265-3632.
1988. $12.95 + $1.75 postage/handling.

“Volunteering . .. should also be fun”
says the author in his foreword to this
book, “a hilarious spoof of the world of
volunteer organizations.” Revealed
through the minutes of the eight board
meetings of one unnamed association,
the book presents “a host of amusing mo-
ments, from the annual spring retreat fi-
asco to the fifteenth annual awards and
recognition meeting.”

National Directory of Children & Youth
Services, 1988-89. 5th revised ed. PO Box
1837, Longmont, CO 80502-1837, (303)
776-7539. 1988. 744 pp. $57.

Contains over 22,000 child care refer-
rals—names, addresses and phone num-
bers of the managers of every social serv-
ices agency, health department, juvenile
court and/or youth agency at all inde-
pendent city, county and state levels.
Also provides contacts for active, li-
censed special care professionals work-
ing in youth suicide intervention, teen
pregnancy, adoption services, runaway
youth shelters, foster care and other ar-
eas; guides to runaway youth shelters;
national, state and local professional and
advocacy organizations serving children
and youth; and a buyer’s guide to special-
ized products and services.

A Step by Step Guide to Christmas in
April in Your Community. Christmas in
April, Inc., 3318 Fessenden St., NW,
Washington, DC 20008, (202) 362-1611.
1987. 100 pp. $22.

Published with assistance from the Lilly
Memorial Fund, St. Paul’s Church, Indi-
anapolis, this manual provides start-up
information for those interested in repli-
cating one of the seven Christmas in
April “chapters” in the U.S.

The New Guide to Effective Media Rela-
tions. Nancy Raley and Laura Carter, edi-
tors. Council for Advancement and Sup-
port of Education. 1988. 101 pp. $20.50.
(Order #24402 from: CASE Publications,
Order Dept., 80 S. Early St., Alexandria,
VA 22304.)

Written by 45 of the most accomplished
public relations professionals in educa-
tion—at big schools and small, state sup-
ported and private—this collection of ar-
ticles covers news service basics, steps
for getting national coverage, advice on
building (not burning) bridges with the
media, getting your message in print,
ways to break into broadcasting and
more.

“Your Way to Free Supplies.” National
Association for the Exchange of Industri-
al Resources, Dept. NG-6, PO Box 8076,
Galesburg, IL 61402, (309) 343-0704.
1987. 14-1/2 min. videotape (VHS). Free.

NAEIR, a nonprofit organization, collects
excess inventory from corporations then
redistributes it to 8,000 schools and non-
profits across America. The videotape
shows how NAEIR members average a 12
to 1 return on their dues ($495 a year),
through the acquisition of computer ac-
cessories, office supplies, janitorial and
maintenance materials, arts and crafts
items, and more. Viewers see a tour of
NAEIR’s 10-acre warehouse and testimo-
nials from school and nonprofit adminis-
trators whose organizations have benefit-
ed from NAEIR membership.















