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AVON CALLING 
FOR VOLUNTEERS 

By Hicks B. Waldron 

A
nyone who's been in the armed forces will 
remember the advice old-timers gave 
them at boot camp or basic training: "Nev

er volunteer for anything." Our advice at Avon is 
just the opposite. 

We strongly believe in sticking our necks out 
on behalf of a worthy cause. The company volun
teers with a wide variety of contributions to 
health organizations, social services and arts 
and humanities. Members of senior manage
ment volunteer by making not only personal do
nations of money but also of many hours devoted 
to organizations from Junior Achievement to the 
Woodrow Wilson National Fellowship Founda
tion to the American Institute for Managing Di
versity. 

Most important, our employees volunteer. Do 
they ever volunteer! In New York alone, we have 
people working actively with many organiza
tions. One in particular that our people enthusi
astically support is Project LIVE (Learning 
through Industry and Volunteer Educators), an 
outreach program sponsored by the Children's 
Aid Society. After work, while others are watch
ing TV, or sipping cocktails, these Avon people 
are having a better kind of "happy hour"-tutor
ing disadvantaged junior high school students 

Hicks B. Waldron is the chairman and chief ex
ecutive officer of Avon and a member of VOLUN
TEER's board of directors. 

in math and reading. 
This gift of time and talent isn't just a New York 

phenomenon. It's a common trait of Avon em
ployees throughout the United States and over
seas. In the Philippines, for example, a group of 
employees has "adopted" the Pasay City West 
High School. They provide their expertise, along 
with video equipment, to help the students write 
and produce programs on consumer issues. The 
employees have become so interested that they 
started their own consumer education program 
within the company. 

Avon encourages this kind of participation 
and recognizes those who pitch in. For instance, 
each spring we hold a reception at headquarters 
for all local employees who have worked with 
volunteer groups, and we give special awards to 
a select few. 

While we're handing out prizes to these em
ployees we're so proud of, I'm always reminded 
of one thing: It's the best people who volunteer. 
Those who work hardest in the office are those 
who work hardest for good causes outside the 
office. I suppose they're the only ones who can 
"find the time." 

Avon is proud to assist in publication of this 
issue of Voluntary Action Leadership. And we're 
doubly proud of our hundreds of employees all 
over the world who are in tune with the goals of 
VAL's publisher, VOLUNTEER-The National 
Center. 
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Voluntary 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 
Augustjust 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 questionitself stemmed from the 
strong possibility that a bill sponsored 
by California Assemblyman John Vas
concellos (AB 1820) was about to be-
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come law. If it did, it would create a 
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 
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
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 
To support her contention that the tim

L===~~~~~~~~====::~~~~~~~~~~~==~~ ing is right for a collaborative effort 
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by over 100 college presidents to en
courage student civic service in local 
communities, and the Campus Out
reach Opportunity League (C.O.O.L.), 
initiated and run by students them
selves, which now has contacts on 300 
campuses nationwide. In state after 
state, vigorous volunteer and intern 
projects now exist on university and 
college campuses. 

This national trend is reflected and 
magnified in California, where dozens 
of campuses have civic service pro
grams. Some are long-established, oth
ers new since the beginning of the dec
ade, and more are springing up all the 
time. In 1985, an effective collaboration 
between on-campus and off-campus 
groups in San Diego established student 
volunteer centers on three local univer
sity campuses. Their success later 
spawned the California Coalition on 
University- Community Services, 
which now works to encourage similar 
collaborations on a statewide level. 

An Opportunity for California 
Vasconcellos' Human Corps bill and 
the mounting enthusiasm for student 
volunteerism throughout the state are 
evidence that the time is ripe for Cali
fornia to address the concept of a state
wide student civic service program. 
Combined with the momentum for stu
dent volunteerism that has developed 
nationwide, this means that California 
now has a unique opportunity. It can 
take the lead and point the way for other 
states by developing a blueprint for stu
dent civic service that others can adapt 
to meet the varying needs of the entire 
nation. 

Realizing that most colleges and uni
versities could benefit from improved 
relations with local public schools and 

nonprofit organizations, and noting that 
off-campus groups had not been in
volved in the original shaping of AB 
1820, the California Coalition gained 
support from several foundations to 
fund the August 17 conference where 
off-campus and on-campus groups 
could meet and discuss the issues in
volved in student civic service, focus
ing on the problems and the opportuni
ties that a statewide program would 
present. 

The Critical First Step 
When Catherine Milton, director of the 
Stanford Public Service Center, wel
comed conference participants, she 
pointed out that she and Dr. Donald 
Kennedy, president of Stanford, believe 
there is a critical first step involved in 
getting students to participate in public 
service. "Tell them they are needed
needed to help solve complicated prob
lems, such as those which face the 
hungry, the homeless, school dropouts 
and adult illiterates," Milton said. "The 
challenge is there. And if students are 
challenged, they will respond. 

"We've had a program at Stanford for 
three years. With the support of the 
president and outstanding student lead
ers, we have been able to encourage 50 
percent of our graduating seniors and 
close to 50 percent of all our undergrad
uates to participate in public service. 
Although some of this involvement is 
superficial, much is serious. We can al
ready see a dedicated, life-long commit
ment developing in many students." 

Mutual Respect is Vital 
Emphasizing that collaboration is nec
essary between the university and the 
community, Milton noted that the basis 
for successful collaboration lies in de-

aimed at developing student volunteer 
programs, Leslie Luttgens mentioned 
the work of three organizations working 
toward that end: 
■ The Coro Foundation sponsors post
college age fellows and offers them ex
perience in business, government, labor 
and politics in several areas, including 
California. 
■ California Tomorrow works with 
post-college age fellows in projects to 
inform citizens about multi-racial, 
multi-cultural facets of the state's 
changing demographics. 
■ INDEPENDENT SECTOR, with 650 
member organizations nationwide, 
seeks to double contributions and in
crease volunteer hours by 50 percent by 
1991, thereby increasing involvement 
in the public sector. 

Benefits to Students 
Luttgens summed up some of the bene
fits students derive from participation 
in community agencies: learning first
hand about issues and problem-solving 
in real situations, gaining greater 
knowledge of themselves, using native 
skills, and developing leadership. 

Develop a Common Language 
Luttgens stressed the importance of in
cluding some form of counseling, in
struction and feedback in programs for 
young volunteers. She charged the con
ference participants to be candid and 
not to whitewash difficulties. "Let's be 
clear in our terms and define words like 
volunteers, interns, recruit, training, su
pervision; all can mean different things 
to different people. If we want to devel
op better programs of value to students 
and agencies, we must make sure we 
are speaking a common language. 

"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 th.em? 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 Goali
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 
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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 

I 

CHARLES C THOMAS • PUBLISHER 

New! BUSINESS AND SOCIAL 
ETIQUETTE WITH DISABLED PEO
PLE: A Guide to Getting Along With 
Persons Who Have Impairments of 
Mobility, Vision, Hearing or Speech 
by Chalda Maloff and Susan Macduff 
Wood. The recommendations in this 
book are sensible, easy to implement, 
and will help make the able-bodied 
person feel more comfortable around 
disabled people. The author discusses 
practical aspects such as when and 
how to lend aid, architectural barriers, 
socializing, personal space, business 
etiquette, conversation, and entertain
ment. July '88, about $27.50 

IN-HOME RESPITE CARE FOR OLDER 
ADULTS: A Practical Guide for Program 
Planners, Administrators, and Clini
cians by Susan M. Klein. This hand
book offers complete, step-by-step de
tails on all major aspects of the plan
ning, administration and provision of 
home-based respite services. The inclu
sion of handouts, sample forms, and 
detailed training make this manual an 
ultimately practical and immediately 
usable resource. '87, $67.50 

DEVELOPING AND MANAGING VOL
UNTEER PROGRAMS: A Guide for So
cial Service Agencies by Stephen An
derson and Michael Lauderdale. This 
process-oriented book concentrates on 
the development of programs that in
volve volunteers in direct service roles 
with families and individuals in crisis. 
Developing volunteer roles, designing 
the program, screening volunteers, su
pervision, and evaluation are among the 
variety of topics covered. '86, $24.00 

PREPARING YOUR CHURCH FOR 
MINISTRY TO ALCOHOLICS AND 
THEIR FAMILIES by Thomas Hamilton 
Cairns. This manual applies the vast 
potential of churches to the spiritual, 
emotional, social and physical needs 
of alcoholics and their families. The au
thor addresses three key issues. He 
shows why churches should be involved 
in ministering to alcoholics, describes 
what ministries they can provide, and 
details how readers can equip them
selves for this crucial service. '86, $21. 75 

We fill all orders promptly 
Books sent on approval 

MasterCard, Visa & prepaid orders sent postpaid 
Catalog sent on request 

Write or call (217) 789-8980 

2600 South First Street 

Springfield • Illinois • 62794-9265 

7 



8 

said that Cal Poly also offers a number 
of scholarships which serve a similar 
purpose. She mentioned in particular 
the President's Award, and a new 
$1,000 scholarship given by General 
Motors for community service. 

"We have approximately eight pro
grams in full swing at Cal Poly now," 
she said. "One is the network system, 
which involves over 1,000 students 
from residence halls in a variety of pro
grams. Another is a program which 
brings representatives from community 
agencies to campus, where they make 
direct presentations to the students. 
Some of the agencies report that they 
get as many volunteers from one on
campus presentation as they ordinarily 
do in two months. 

"One of our biggest efforts right now 
is a new community action bureau. It 
will have a computerized system that 
can match student volunteers with 
agencies and nonprofit organizations. 
We also hope we can link this system to 
other campuses so we can have access 
to information on what's going on 
throughout the state, as well as share 
what's happening at Cal Poly." 

3. Stanford University. The Public 
Service Center at Stanford University is City Programs Tap 
headquarters for what many say is the Local Environment 
best student volunteer program in the I T h K•d b 
state. Tim Stanton, assistant director, 0 eaC I S a OUt 
said that it was established in order to Volunteering 
provide a focal point on campus to tie 1-----------------l 

together what students were already do- By Judy Haberek 
ing and to take on new initiatives in the 1-----------------l 

area of public services. 
"We are located ·right on campus, in 

Owen House, where university-sup
ported programs of public service work 
side-by-side with student-run organiza
tions involved in community service," 
Stanton explained. "We have a direct 
mandate from the University and 
through our faculty steering committee 
to be involved in the academic mission 
of the campus. 

"Community service is a part of the 
overall undergraduate experience at 
Stanford. We are still trying to figure out 
the best way to fulfill this part of our 
mission; one way is to get faculty in
volved in our program. 

"Another feature that makes us dis
tinctive is that we try to cover the world 
from one base. We try to support stu
dent public service locally, at the state 
level, nationally and internationally. 
It's a big job, and the best way we know 
how to do it is through collaboration 
with student organizations." 

Stanton gave support to the kind of 
one-day events that some critics see as 
superficial, explaining that by working 
with the residence balls on campus, 
they've introduced entire groups of stu
dents to a community agency in a one
day service project-and that this can 
be the first step towards developing on
going relationships that will sustain 
more in-depth contact. 

"Sometimes students initiate projects 
and come to us for support," said Stan
ton. "For example, some students and 
faculty began researching the problems 
of the homeless in the Bay Area and 
approached us for space in our offices 
and support for finishing their project. 
This kind of interaction generates inter
est in the entire student body; last 
spring, they voted to establish a fund to 
support student-initiated projects. All 
of which shows that the enthusiasm 
and the energy are there-what it takes 
to assure that student volunteers will 
have a real, ongoing impact is organiza
tion and support. 

Taking care of city parks is the project 
for the littlest volunteers of Champaign, 
Illinois. Kids as young as kindergarten 
age learn the rewards of volunteering, a 
lesson volunteer coordinator Patricia 
Sims hopes will stay with the children 
for the rest of their Ii ves. 

Champaign is a diverse city of about 
68,000, not counting the population of 
the University of Illinois. Most of its 
city parks are located next to schools. 
About five years ago, the city started the 
"Adopt-a-Park" program, geared main
ly to families or others in a neighbor
hood who wanted to organize cleanup 
days and generally care for their local 
turf. 

But because those parks are usually 
next to schools, children in those adja
cent classrooms were the next logical 
participants. So about a year and a half 
ago, classes in those schools began 
adopting the parks as their own class 
projects. 

There are now 11 classes from 10 dif
ferent schools in the program, Sims 
said. The youngest bunch is a kinder
garten class and the oldest volunteers 
are in the seventh or eighth grades; most 
are third or fourth graders. A class of 
disabled children-some in wheel
chairs- also takes part. 

Taking care of parks is an ecological 
endeavor, obviously, but the kids learn 
much more from the program than just 
how trees grow and do more than pull 
weeds. The parks become the laborato
ry for learning about just about every 
subject covered in the classroom. In 
other words, the park becomes an inte
gral part of the class curriculum. 

Math gets practical application, for 
instance, in teaching how to measure 
how tall the trees are. English gets a 
workout when the students write a sto
ry that takes place in the park. They also 
learn words like "conifer" and "decidu
ous." 

"Some kids live and breathe the 
park," Sims said. In one case, the volun
teers had a fashion show in the summer, 
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This project involves a unique switch 
' of traditional roles. It will consist of 

three workshops for kids and parents 
on the special needs of the disabled. 
The two groups of children will go to 
the circus together and help the disa
bled children. However, the disabled 
kids will help the non-disabled group to 
understand what it is like to live with a 
disability. This group will be the lead

. ers, for a change-not just the recipients 
of largess from someone else. 

Also planned is a scavenger hunt for 
historic architecture. The kids will take 
a special tour of downtown, armed with 
pictures that they will have to match up 

1-------------------------------1 with the real thing. This will help them 
develop such skills as finding an ad-A Champaign, Ill. elementaTY' school class decorates its adopted tree for 

Christmas. 

when concerts are also held in the 
parks. Others hold bake sales. Some be
loved evergreens were given names by 
the children-"Barky" and "Pincush-
ion." 

One third grade class decorated its 
park for Christmas. Instead of the ex
pected tree lights, however, their deco
rations were all nature-oriented. Cran
berry and popcorn garlands were fes
tive and edible decorations for hungry 
birds wintering over in lllinois. 

The parks teach about recycling, too, 
plus how to cross the street properly. 
Kids pick up trash and in the spring, 
they take care of one flower bed by 
weeding and watering. 

Sims estimates that there are almost 
300 students involved in the program, 
plus their teachers. To get the project 
started, she sent flyers about the pro
gram to teachers and used her personal 
contacts. When a teacher responded to 
the notice, Sims would visit the class 
and tell them about volunteering first. 
Then she would ask the class if any of 
them did any volunteer work. Most said 
"no." 

Sims would then tell the children to 
think about church work, picking up 
litter and other small tasks they do that 
could be called volunteering. She 
would then hand out stickers boosting 
volunteerism. From there, it was up to 
the children to decide what to do. 

It's obvious what most of them decid
ed. They opted for a program that not 
only benefits their community now, but 
is nurturing the seeds of future volun
teer skills. 
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Further west, in Tucson, Arizona, an
other project involving children focuses 
on the downtown portion of a city, rath
er than its parks. Kids in Downtown 
Spaces (KIDS) uses Tucson's down
town as a living museum for children 
from neighborhoods all over the city. 

Karen Dahood and three other mem
bers of a museum advisory board start
ed the program, organizing artists and 
business people in Tucson's down
town. Rather than a museum with 
walls, however, in this case the entire 
downtown Tucson area is the museum 
for the kids, even though the govern
ment and more traditional arts center 
are located there. As with many other 
cities, the downtown area had been on 
the skids, but is now experiencing a re
surgence. 

The program consists of adults doing 
volunteer work for kids, but it also 
works the other way around-kids vol
unteering to work for other kids or their 
community. Instead of one core group 
of children, groups move in and out of 
the project after taking part in one 
event. 

For instance, one group of kids taught 
another group to rap. In the future, Da
hood hopes to involve older adults who 
need errands run by children. Other 
events on tap are an international gar
dening project and a project with a 
group of children who are "differently 
abled." 

Judy Hoberek, a freelance writer in the 
Washington, D.C. area, is a frequent 
contributor to VAL. 

dress. They will be questioned about 
the sites-for instance, name three 
things special about this house. 

Also on tap is building a float for the 
city's annual Rodeo Parade. About 30 
kids will build the float out of recycled 
materials such as boxes. Computer pa
per from downtown businesses will be 
used to make traditional Mexican flow
ers for the float. The theme here: the 
desert blooms all kinds of colors-kids 
in downtown spaces-a multi-cultural 
program. 

Dahood welcomes inquiries about 
the project. For more information, con
tact KIDS at PO Box 2489, Tucson, Ari
zona 85702 or call (602) 624-1965. 

ADMINISTRATOR'S 
CORNER 

Cooking as Therapy 
(The following article was submitted by 
Alberta Weinstein, coordinator of vol
unteer services, Children's Aid Society 
of Metropolitan Toronto (West Branch), 
who soys, "This method of working 
with people can be quite effective re
gardless of the size of the agency or the 
group they are servicing.) 

We are always looking to offer new pro
grams to the families we work with and 
to use the variety of skills Lhat volun
teers are prepared to share. Food has 
often been a strong drawing card to in
volve people in programs. We have a 
volunteer, Gisela, who enjoys cooking 
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and baking and felt ii would be fun as 
well as educational Lo help others learn 
how to do this. 

Gisela put together a four-session in
troductory cooking class where the 
children learned elements of preparing 
easy and healthy foods. They made 
such delicacies as vegetable soup, meat
balls, pizza, salad, apple crisp, etc. In 
the process, they learned not only the 
importance of nutrition, but that they 
could be competent in the kitchen. 

At the last session, the assigned work
ers were invited to join the group for 
dinner and the participants were very 
proud to show off their accomplish
ments. The children took great care to 
set the table "for a party" and even pul 
flowers out to make it festive. To round 
off the evening, Gisela presented each 
participant with a folder of the recipes 
they had made and a diploma cerlifying 
they had successfully completed Phase 
I of the cooking program. They also had 
their pictures taken receiving their di
plomas. Their wide smiles and com
ments of ''I'll see you next time" told 
how thoroughly they had enjoyed this 
learning experience. 

To help some of the mothers we serv
ice share the same sense of accomplish
ment, Gisela also offered a Christmas 
baking class. They learned how to make 
cookies and bars that would be easy for 
them to duplicate at home for their fam
ilies. 

Many of the women had not attempt
ed holiday baking before, and they were 
excited about having the opportunity lo 
learn so much, from what was basically 
an introductory course in baking. 

In any group program offered by a 
social service agency (we work in child 
welfare), there is a focus and the hope of 
certain accomplishments. In the afore
mentioned groups, the people involved 
had to work cooperatively to accom
plish their goal(s). 

However, they could also see that 
they were able and competent individu
als, who with some direction and work 
on their part, were able to complete a 
specified task. 

Each small accomplishment in a per
son's life helps develop their self-es
teem. For people who aren't given such 
opportunities very often in their lives, 
this program was one way of helping 
them develop a skill. 

News from 
VOLUNTEER 

with their leaders. 
-Informal sessions to expose partici
pants to a wide variety of teclmiques, 

1----------------------1 resources, programs and new strategies 

■ VOLUNTEER has produced two col
orful posters containing different repre
sentations of a hot air balloon and the 
message, "Volunteers Give the World a 
Lift." One is printed in full color, size 
17" (wide) x 22", ru1d costs $7 plus $2.50 
postage/handling. The other is blue and 
red, size 12" (wide) x 17", and contains 

·
' *VOLUNTEERS* 

Give The W>rld A Lift 

space al the bottom for a local message. 
Price: $5.00 for 5 posters (minimum or
der) plus $3.00 postage/handling. To or
der, call or write VOLUNTEER, 1111 N. 
19th St., Suite 500, Arlington, VA 
22209, (703) 276-0542. 
■ The National VOLUNTEER Confer
ence, June 19-22 in San Francisco, of
fers a variety of forums through which 
volunteer leaders can meet, exchange 
ideas and information, and learn from 
each other: 
-Workshop sessions, both fundamen
tal and advanced, designed for the vol
unteer leader, manager, board member 
or program administrator to help devel
op new skills, expand knowledge and 
build on expertise. 
-Plenary sessions to give insight into 
new ideas about citizen involvement, 
discuss today's issues and provide mo
tivation to move forward with program 
plans. (Note: To help participants get 
the most out of the workshop sessions 
and mini-plenaries, they will be pre
sented in five tracks: Nonprofit Man
agement, Volunteer Center, Govern
ment, Corporate and Issues.) 
-Special group meetings for partici
pants to meet and share ideas, problems 
and successes. 
-Model program exchanges to expose 
participants to innovative solutions to 
community problems and provide op
portunities to discuss the programs 

for effective community problem-solv
ing. 
-Special events to relax with old and 
new friends, see the sights and taste 
some of the culinary delights for which 
San Francisco is famous. 

For a conference brochure, contain
ing complete agenda and fees, contact 
VOLUNTEER. 
■ Since VOLUNTEER and AAL joined 
forces last June to announce a national, 
media-based volunteer recruitment 
campaign for Volunteer Centers, The 
Volunteer Connection has experienced 
tremendous growth and enthusiasm 
across the country. 

Currently 105 Volunteer Centers rep
resenting 56 media markets have joined 
The Volunteer Connection, surpassing 
the project's first-year goal of 30 media 
markets by nearly 50 percent. Of the 56 
markets, 25 have secured television sta
tion commitments for the project. 

Since January, five new Volunteer 
Connection campaigns have been 
launched-Phi ladel ph ia; Jacksonvi lie, 
Fla.; Reno, Nevada; Lewiston, Ida.ho; 
and Albuquerque, N.M.-and several 
media markets continued previous 
campaigns. Nearly a dozen other mar
kets plan to kick-off their campaigns lat
er this spring. 
■ As coordinator of LIVEBB, the 10th 
Biennial Conference of the Internation
al Association for Volunteer Effort 
(JAVE), VOLUNTEER has helped de
velop and distribute the program for 
this five-day event, September 25-30, in 
Washington, D.C. 

With the program now finalized, 
VOLUNTEER has begun distributing it 
in French, Spanish and English ver
sions all over the world. The program 
features keynote speakers Olga de Pi
zano of Colombia, !AVE president; 
James D. Robinson, III, chairman and 
chief executive officer of American Ex
press Company; and Deborah Szekely, 
president of the Inter-American Foun
dation and a member ofVOLUNTEER's 
board. Other distinguished session 
leaders include Dr. Eva Schindler-Rain
maa, world renowned trainer and con
sultant; and Foster Murphy, director of 
the Volunteer Centre of the United 
Kingdom. 
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Communications 
Workshop 
Writing an Effective Newsletter 

By John A. Stibravy, Ph.D. 

0 rganizations live or die based not 
on how many members they 
have, but upon the quality of 

their newsletter. This article offers some 
practical advice about how to ensure 
your organization's newsletters are effec
tive. 

Setting the Goals 
The first important step in creating an 
effective newsletter is to define your or
ganization's or program's goals. 
■ What are the purposes of your organiza
tion or program? 
■ How does your program's or organiza
tion's planning lead step by step to attain
ing those goals? 
■ How does the monthly or weekly news
letter fit into attaining those goals? 

Once these questions are answered, the 
type of newsletter can be created that will 
assist in attaining those goals. 

Defining the Character of the 
Newsletter 
Newsletters are not random collections of 
materials. The materials included in 
newsletters must accomplish several 
things: 
1. They must provide basic organization
al information such as names and phone 
numbers of the elected officers and com
mittee chairs. 

John Stibravy is an associate professor of 
technical communication at the Air 
Force Institute of Technology in Dayton, 
Ohio. 
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2. They must provide basic event infor
mation such as location, times, dates, 
chairperson and purpose. 

These first two items are basic to all 
newsletters. The rest of the items are op
tional. For example, if one of the primary 
goals of the organization is to gain mem
bers, then listing the names of new mem
bers, membership renewals, and mem
bers who have performed some useful 
service is one newsletter technique in 
support of that goal. People generally like 
printed recognition for their efforts. 
3. If the organizational goals do not in
volve growth, if the organization essen
tially has finite expectations for longev
ity, then the newsletter may concentrate 
more on immediate technical informa
tion useful to volunteers and/or volunteer 
administrators. 

Who Writes It? 
The effective organization or program 
blends many different skills and talents 
to achieve goals. The more diverse the 
skills in an organization, the more capa
ble the organization is of handling di
verse situations. This implies that who
ever is going to write the newsletter for 
your organization should have the ability 
to do so. It is not the type of job to be 
pawned off on someone whose primary 
responsibilities are elsewhere. The news
letter editor's responsibilities should be 
primarily involved with the newsletter. 

Here is a checklist to follow to guaran
tee that the organization's newsletter is a 
quality product: 

■ Who will write the newsletter? Are 
they qualified? 
■ How will the newsletter be printed? 
(Offset? Photocopied?) 
■ How will the newsletter be processed 
for mailing? 
■ How will contributions to the newslet
ter be achieved? Or will the editor do all 
of the writing? 
■ Will the newsletter include photo and 
graphic work? If so, is the technology 
available to produce a quality product? 
■ What will pay for the newsletter costs? 
■ How long will it be? How will length 
affect costs? 
■ What lead time is needed to write, 
print, and distribute the newsletter? 
■ What technical support is needed? Is an 
electric typewriter enough? Or will using 
a good graphics package and word proc
essor increase organizational member
ship? 
■ Is the newsletter primarily an in-house 
product or is it designed for outside read
ership to inform people about the organi
zation? 

Common Errors to Avoid in 
Newsletter Writing 
■ Spelling errors 
■ Punctuation errors 
■ Inappropriate tone 
■ Wrong information 
■ Missing information 
■ Poor looking graphics and photo work 
■ Poor grammar 
■ Figures not labeled 
■ "It's" vs. "its" 
■ Poor organization 
■ Right-justified text resulting in odd 
spacing 
■ Overuse of "It is" to start a sentence 

From the manager's point of view, 
starting a newsletter for the volunteers or 
members of an organization finally is de
termined by only a few questions: 

1. What will the newsletter do for the or
ganization? 
2. Who will write the newsletter? 
3. How much will it cost? 
4. Who will control the content of the 
newsletter? 

A poorly written newsletter may do 
more damage to the morale and public 
image of your program or organization 
than no newsletter at all. On the other 
hand, a professional looking newsletter 
would improve your organization's cohe
siveness, increase membership and im
prove the effectiveness of your program 
and organization. 
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Follow-Up 
Follow-Up is a column of current developments and additional resource information 
on key topics reported in previous issues. This article provides follow-up information 
on "Setting Up a [College] Student Volunteer Program," which appeared in the last 
(fa/llwinter 1987) VAL. The strategies presented below were cont9ined in the report on 
California's new "Human Corps" bill (see page 5). 

Strategies for On-Campus 
Volunteer Management 

T he challenges that face individ
ual campuses are formidable. 
Some of the answers must come 

from system-wide decisions; others de
mand a more local focus. Most of the fol
lowing are delineated in AB 1820 (Cali
fornia's new "Human Corps" law), but 
also apply to privately sponsored initia
tives. 
■ Appoint a group to design campus and 
campus-community collaboration. Enlist 
participation from community groups 
during the planning phase, and make 
sure the planning task force is representa
tive of the communities where the volun
teers will serve. 
■ Stress that the task is one of the devel
oping partnerships, not a missionary ef
fort; the university must not be viewed as 
imposing its values upon the community 
unilaterally. 
■ Get the strong endorsement of the uni
versity/college president. 
■ Seek partnership with other colleges in 
close proximity. 
■ Establish clear definitions of what qual
ifies as civic service that will hold if stu
dents transfer, take a year off, or switch 
their majors. 
■ Clarify the roles of volunteers and in
terns; define precisely when academic or 
other credit is given. 
■ Establish a volunteer bureau on cam
pus or very near the campus. Make use of 
existing Volunteer Centers for specific 
training. Develop a directory, perhaps 
computerized, which students and the 
organizations that they serve can use to 
find each other. 

12 

■ Appoint a volunteer coordinator. En
sure staff gives continuity to the volun
teer effort between semesters and aca
demic years. 
■ Involve community agencies in design
ing the recruitment, selection and pre
training orientation, so that the off-cam
pus experience will benefit both the col
lege students and the agencies' clients. 
■ Design on-campus orientation to pre
pare a student for community work; an 
introduction to community needs and 
services can explain the role of public 
and private agencies and their limita
tions. A course can emerge from this ex
perience. 
■ Bring the business community in early. 
■ Include student civic service providers 
(as differentiated from student politi
cians) in the program planning. 
■ Create a reward system to acknowledge 
civic service work that is well done. 
■ Utilize recent graduates with a strong 
volunteer record to be emissaries or 
"green deans" to other colleges. 
■ Work with Campus Compact and 
C.O.O.L.; they have a national perspec
tive and valuable experience. 
■ Encourage faculties to become in
volved in community civic service, so 
they can serve as better mentors to the 
student volunteers. 
■ Don't be cynical about students; evi
dence shows that when they understand 
that community service is expected of 
them and that society respects them for it, 
they will make a commitment to volun
teer. Some will even demand that it be 
part of campus life. 

The Community's Role 
Broad-based community support must be 
developed in the early planning stage. 
Some general strategies for building a 
community-wide effort are as follows: 

■ Identify groups within the community 
that have something to contribute toward 
developing a student civic service pro
gram. 
■Use successful town-grown models to 
convince community groups of the value 
and importance of their support and co
operation. 
■ Enlist their participation in a commu
nity-wide committee to identify potential 
leaders, advisors, resource people and 
donors. 
■ Educate community agencies to see the 
benefits they can derive from collabora
tive action in order to overcome any ex
isting tendencies to be protective and 
competitive. 
■ Get mayors, city councils, county su
pervisors and political leaders from both 
sides behind the statewide effort. Identi
fication with the larger program will 
stimulate more active support within lo
cal communities. 
■ Develop cooperation among communi
ty agencies, the business sector and the 
universities in seeking foundation sup
port, so that funds for direct community 
service are not diluted. 
■ Develop and extend computer-based 
information networks on volunteer op
portunities and successful programs. 
■ Identify legal problems relating to the 
use of volunteers, such as workers' com
pensation, safety, transportation and job 
displacement, and deal with them local
ly. 

Target Specific Groups 
In terms of specific strategies aimed at 
involving individual groups in active and 
sustained participation, the conferees 
suggested: 

Business: 
■ Think of business as more than a bank. 
■ Develop mechanisms for in-kind dona
tions (furniture, equipment, space, etc.). 
■ Stimulate business groups to sponsor 
scholarships and other incentives in rec
ognition of student civic service. 
■ Bring business leaders on campus to 
talk about the value of civic service. 
■ Seek help from Kiwanis, Rotary, Pri
vate lndustry Councils, Chambers of 
Commerce, corporations and other busi
ness organizations in organizing a com
munity-wide effort. 
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■ Develop programs that enable business 
professionals with special expertise to 
serve as advisors to nonprofit organiza
tions, public agencies and student volun
teer programs. 

Community Agencies: 
■ Develop and maintain efficient com
munications between community agen
cies and Volunteer Centers. 
■ Identify large-scale volunteer coordina
tors (e.g., the Red Cross, YM/YWCAs, 
Volunteer Centers, hospitals); build on 
their experience and knowledge by en
listing them as advisors to campus plan
ners of civic service programs. 
■ Educate agencies on how to use college 
volunteers in one-shot or short-term pro
jects, adjust to semester schedule de
mands and give inexperienced students 
the recognition and support they need to 
develop commitment. 
■ Develop ways for larger, more experi
enced agencies to share their expertise in 
managing young volunteers with smaller, 
less experienced agencies. Encourage 
smaller agencies to get help from commu
nity volunteer bureaus in screening, 
training and evaluation of student volun
teers. 
■ Use experienced students to train their 
successors. Involve ethnic groups and or
ganizations; their students are vital to the 
student volunteer movement. 
■ Callon the religious community; many 
church-sponsored civic service programs 
can use student volunteers. 

Schools: 
■ Recognize existing school volunteer 
programs and build on them. 
■ Stimulate school boards, principals, su
perintendents, PTAs, teachers and teach
er unions to give visible support to col
lege volunteer programs. Bring all these 
groups into the planning and implemen
tation phases for extending college stu
dent volunteerism. 
■ Use county offices of education for in
ter-school district ideas on how to devel
op specific roles for college volunteers. 
Student volunteers can use their on-site 
experience to suggest other ways in 
which they could serve. 
■ Develop a teacher-student volunteer 
model to build mutual understanding 
and collaboration, and to educate teach
ers to perceive the young volunteers as a 
resource, not a threat to displace profes
sionals. 
■ Encourage volunteers to serve as a 
bridge between parents and teachers. 
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Advocacy 
The Impact of the Liability Crisis 
on Nonprofit Organizations 
A Gallup Organization Survey Conducted for the ASAE 
Foundation 

Nearly 20 percent of the nonprofit 
organizations in the United 
States have witnessed volun

teers witl1holding services or resigning 
due to the fear of liability exposure, ac
cording to a Gallup Organization survey 
conducted for the ASAE (American Soci
ety of Association Executives) Founda
tion. At the same time, the survey found, 
the average increase in insurance premi
ums for nonprofit directors and officers 
has been 155 percent since 1984. And 14 
percent of these nonprofits have had to 
eliminate programs or services due to the 
liability crisis. 

The ASAE Foundation commissioned 
the survey to determine how the liability 
crisis is affecting nonprofits' operations. 
The study was funded by the Gannett 
Foundation. 

"Associations are being forced to make 
difficult decisions between reducing risk 
exposure and continuing to offer the 
services their members and society 
needs," said ASAE President R. William 
Taylor, CAE. "[They] are faced with high
er rates for less coverage and fewer volun
teers to provide services due to the liabili
ty crisis." 

Conducted this past November, tlrn 
survey included a sample of 265 execu
tive officers and 359 volunteer board 
members. Each group was asked to re
spond to separate questionnaires. 

The survey of tlrn volunteer board 
members revealed the following: 
■ One in five board members reports ilie 
liability situation facing voluntary orga
nizations had made them more con
cerned about serving. 
■ Forty-nine percent report they see few
er volunteers willing to serve on boards 
of directors. 
■ Sixteen percent have withheld their 

services due to fear of liability. 
■ Only 2 percent have been sued as a 
volunteer for a nonprofit. 

The nonprofit executive officers re
ported: 
■ While tlrn average increase in directors 
and officers coverage was 155 percent, 17 
percent of the associations have had to 
cope with rate hikes of over 200 percent 
since 1984. 
■ Exclusions for peer review, standards 
committees, ethics committees, and em
ployee discrimination have been added 
to 13 percent of the organization's poli
cies. 
■ Only five percent have made changes 
in the structure of their board of directors 
as a direct result of concern for problems 
of liability. 
■ Five percent of the nonprofits have 
been sued within the past five years. 
■ Twenty-three percent have incurred a 
bias on underwriters due in part to the 
technical nature of their trade or profes
sion. 
■ Fifty-eight percent indemnify their 
board of directors and 32 percent indem
nify their volunteers. 
■ Ten percent of the associations have 
been forced to change the relationships 
with tl1eir chapters due to changes in lia
bility coverage. 

ASAE, based in Washington, D.C., is 
an individual membership organization 
of 15,600 association executives and sup
pliers. 

Gallup's Summary of Findings 
Given ilie concern for liability, it is some
what surprising that only about two
thirds of the organizations report carry
ing director and officer liability insur
ance. However, it may be noted that 
seven in ten board members report they 
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are insured either by their company or by 
a personal liability policy. Volunteer 
board members are also likely to report 
that the biggest effect of the liability situa
tion is a concern for insurance coverage. 

Most voluntary organizations report 
the cost of liability insurance has in
creased. In fact, the average reported in
crease in the past three years is 155%, 
and one in eight organizations report an 
increase of over 300%, roughly the equiv
alent of a 100% increase over 1984 rates 
per year. 

The risk of being sued or being held 
liable has led organizations, in some in
stances, to make changes. About one in 
20 report changing the structure of their 
board of directors, and as many eliminat
ed committees due to the potential expo
sure to liability risk. A larger proportion 
(14%) have eliminated programs they be
lieved would expose the organization to 
risk. 

From the volunteer board member's 
perspective, the fear of exposure to lia
bility is seen as resuiting in fewer indi
viduals willing to serve as volunteers. 
About half of the active board members 
report a decline in volunteers in the past 
few years. In fact, 16% of the board mem
bers report they have witl1held their serv
ices to an organization out of fear of lia
bility. 

More common, seven in ten report vol
unteers are more careful in what they do 
or say as board members. Related to the 
greater caution expressed by board mem
bers, organizations report establishing 
policies concerning volunteer activities. 
Eight in ten organizations have a policy 
regarding who may speak for the organi
zation and nine in ten give their commit
tees and boards specific charges and au
thorization and monitor compliance. 

While there is a great deal of concern 
for the risk of liability, only one in 20 
organizations report being sued on a di
rectors' and officers' liability question in 
the past five years. However, the re
sponse says nothing about the organiza
tions that may have adopted more cau
tious policies to avoid such situations nor 
does it indicate the extent to which po
tential suits may have been averted be
fore filing with the courts. 

It is of note that almost as many board 
members as organizations report being 
sued. It may also be noted that while only 
about 5% were sued within the past five 
years, one in four organizations has been 
sued at some time in the past. 

Thus, while the number of organiza-
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tions reporting problems with liability 
risk is not great, concern for liability is 
common. Organizations have taken steps 
to alter their operations or activities to 
minimize liability in the face of ever in
creasing insurance rates and potential 
risk. Volunteer board members approach 
the request to serve on an organization's 
board with caution, investigating the or
ganization's history of lawsuits and its 
potential for liability risk. 

Finally, volunteers are more likely 
than organization executives to express 
concern and see a problem affecting the 
number and quality of volunteers result
ing from the liability crisis. 
-From The Gallup Organization report, 
"The Liability Crisis and the Use of Vol
unteers by Nonprofit Associations" 

H.R. 911 Update 
Introduced a year ago by Rep. John E. 
Porter (R-IL), H.R. 911-The Volunteer 
Protection Act-now has 230 bipartisan 
cosponsors, although a hearing date still 
has not been set. However, Rep. Peter Ro
dino (O-NJ), Judiciary Committee chair
man, has pledged to take it up during this 
session of Congress. In the Senate, May 
24 has been set as the hearing date by 
Senator Howell Heflin (O-AL). who 
chairs the Senate Judiciary Committee's 
subcommittee on courts and administra
tive practice. Ten senators have agreed to 
cosponsor S. 929, an identical bill intro
duced by Senator John Melcher (O-MT). 

Rep. Porter first introduced the legisla
tion to Congress in June 1986. The 99th 
Congress did not act on the measure, so 
Porter reintroduced the bill to the 100th 
Congress on February 2, 1987. Intention
ally classified as H.R. 911 because "this is 

an emergency," the bill would encourage 
states to adopt legislation to exempt all 
volunteers for nonprofit and governmen
tal agencies from civil liability. 

The Volunteer Protection Act of 1987 
states that "within certain States, the 
willingness of volunteers to offer their 
services has been increasingly deterred 
by a perception that they thereby put per
sonal assets at risk in U1e event of liability 
actions against the organization they 
serve; as a result of this perception many 
nonprofit public and private organiza
tions and governmental entities ... have 
been adversely affected through the with
drawal of volunteers from boards of di
rectors and service in other capacities." 

A recent Gallup Survey confirmed that 
16 percent of volunteer board members 
have actually withheld services due to 
fear of liability. 

ll enacted, The Volunteer Protection 
Act would set the precedence for state 
legislation, which would extend immu
nity from liability to volunteers. Anyone 
serving in a volunteer capacity for a non
profit organization classified under Sec
tion 501(C) of the Internal Revenue Code 
would be covered. Even though volun
teers are rarely sued successfully, this 
type of legislation would insure that vol
unteers could not be named in any civil 
action brought in court. The Volunteer 
Protection Act does not provide any pro
tection against liability to nonprofit orga
nizations or governmental agencies. 

There are more U1an 30 states Urnt al
ready have adopted some type of volun
teer protection legislation. However, leg
islation differs substantially from state to 
state. Some provide protection only to 
sports team volunteers while others pro
tect only volunteer board members. Uni
form protection for volunteers is still 
needed, according to Representative Por
ter, who says, "Uniformity among the 
states will contribute greatly to stability 
and therefore affordable insurability." 

Incentive is provided in The Volunteer 
Protection Act for states to pass legisla
tion or have one percent of their Social 
Service Block Grant funds withheld. 
These funds would be reallocated to 
states that did act to protect their volun
teers. 

Volunteer leaders should continue to 
urge their constituents and volunteers to 
write letters to their Representatives and 
Senators in support of The Volunteer 
Protection Act.-Kay Drake-Smith, VOL
UNTEER Director of Information Serv
ices 
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Research 
Lives of Service: Portraits of 
Two Outstanding Volunteers 
What are the life experiences and background 
conditions that produce helping, giving persons? 

By William N. Stephens, Ed.D. 

Professor Stephens and his Dalhousie 
University students have spent several 
years gathering case histories of volun
teers in Canada and the United States 
(primarily in Halifax, Nova Scotia; Tal
lahassee, Florida; and Evansville, Indi
ana). He admits the sample selection (47 
case studies to date) "was skewed toward 
extremely active people. We went after 
the most high-visibility, outstanding, al
truistic persons." The following profiles 
are interspersed with his own impres
sions based on his field research and 
readings. 

What are the life experiences 
and background conditions 
that produce helping, giving 

persons? There is a large body of this re
search, but almost all of it has to do with 
children. It tells us a few things about the 
helping behavior of adults: what governs 
the actions of crowds at accidents and 
other public emergencies; how people 
evoke norms (of reciprocity, etc.) in mor
al reasoning to themselves, having to do 
with to-help or not to-help. 

If child-personality measures can be 
assumed to hold up into adulthood, per
haps it tells us more. Thus children who 
score altruistic on the psychologists' 
measures tend to be girls, tend to have 
younger siblings, tend perhaps to have 
altruistic parents, and so on. There 

Dr. William Stephens is a professor in the 
department of sociology and social an
thropology, Dalhousie University, Hali
fax, Nova Scotia. 
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seemed to be a real gap in this area, so I 
conducted a series of case studies as a 
first step toward filling it-providing in
formation from the lives of adults. I see 
this study as fitting into the research 
within psychology on the origins of altru
ism. 

The Lives of Service Sample 
These case studies were conceived with 
the hope that they would help with the 
big unanswered question from previous 
altruism research: What happens when 
children (who might have scored high on 
some altruism measure) reach adult
hood? Do the childhood determinants, 
such as having an altruistic parent, being 
an older sister, etc., stand up for adults? 

Altruism (or giving or helping) can be 
expressed in the following ways: 
1. Volunteer work for organizations. This 
in turn breaks down into office-holding, 
planning, organizing, directing; versus 
just being one of the workers. Most of the 
people had served, at various times, in 
both of these capacities. 
2. Nurturance, support, varieties of giv
ing directed toward family members and 
other relatives. 
3. Informal giving and helping-outside 
the voluntary organizations-directed to
ward persons other than family members 
and relatives. Two sub-varieties of this 
are the good-neighbor pattern, more char
acteristic of rural and small town life; and 
the phenomenon of the helping person 
who steps forward in a situation of need 
(and other persons who make their way 
through life looking for those helping 

persons to step forward). 
4. Altruism which is job-related. Certain 
occupations offer special opportunities 
to work in the interests of others, beyond 
the normal call of duty. To some extent, 
the opportunities are "in" the occupa
tion. Thus, ministers have certain ave
nues for giving and service; professors 
have others; and similarly, nurses, high 
school teachers, and so on. 

In some jobs, the opportunities--al
though real-are more limited (secretar
ies, for example). Power positions in cer
tain organizations give chances to be a 
facilitator for junior persons, a mentor, a 
protector; or "open doors" for other peo
ple. Some positions give leverage to work 
for social causes. Often, no doubt, the 
organizations seem lo offer opportuni
ties, only to frustrate the reformers' at
tempts. However, I have been impressed 
by persons' inventiveness. Occupational 
roles get reshaped, in individualized 
ways, into lives of helping and good 
works. 

One's occupation can also be a spring
board to other volunteer involvements 
outside the job. Ministers, for example, 
tend to have a pull exerted on them, to 
reach out beyond their congregations and 
do ever more kinds of community work. 
Some jobs are good springboards to out
side-the-job volunteering and helping. 
Certain other activities and organizations 
are good springboards, too-Junior 
League, business service clubs, church 
committees. 

Marcia 
Marsh represents several old-fashioned 
patterns. First of all, she was the unmar
ried daughter who stayed with her par
ents, kept the home going, passed up op
portunities of her own, and nursed her 
parents through their declining years. 
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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 I 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 really 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 uni var
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-makin~, 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 o·f 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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Middle Management Volunteers 
Fill Needed Roles, Gain 

Skills, Satisfaction 

V 
olunteers constitute one of the 
largest groups of untapped re
sources in most organizations, 

and 4-H is no exception. 4-H is the largest 
youth organization in the United States, 
and as part of the Cooperative Extension 
System of land-grant universities, we 
reach into every county in the nation. We 
cannot possibly have a large enough sal
aried staff to give adequate individual at
tention to each of the 4.5 million members 
who participate in more than 100 different 
skill development areas. That's where the 
volunteer 4-H leaders contribute im
mensely. 

4-H has been fostering a middle man
agement concept using adult and teen 
volunteers to provide the personal atten
tion members require. The 4-H definition 
of a middle management volunteer is one 
who fills the role between county or state 
Extension professionals and the local 4-H 
club leaders-a volunteer with formal 
training who is managing other adults or 
older youths to accomplish a specified 
task. Such a role takes some of the pres
sure off salaried staff; at the same time it 
gives a sense of accomplishment, re
sponsibility and sell-esteem to the volun
teers. 

Although we have seen some very posi
tive results of middle management in 4-H, 
many salaried staff members are hesitant 
to delegate responsibilities to middle 
management volunteers. We can name 
counties where the Extension agent still 

Dr. William Caldwell is a professor and 
assistant director/4-H and youth develop
ment of the Cooperative Extension Service 
at the University of Nebraska. 
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By William E. Caldwell, Ph.D. 

tends to do most of the work. 
We need to address the question, "Why 

do we want volunteers?" A common an
swer is, "We do not have enough re
sources to do all the jobs, so we will have 
to utilize more volunteers." Supervision of
ten is based on the philosophy, "I wish I 
had a paid helper, but I have to settle for 
you, Mr. Volunteer." 

This type of reasoning is at the root of 
many problems in exciting volunteers to 
action and in working with them success
fully. Recruitment based on this old idea 
is not positive or constructive, and it only 
serves to diminish effectiveness and the 
sell concept of the volunteers. 

The following are reasons for utilization 
of middle management volunteers in our 
programming: 
1. Volunteers add credibility because 
they are unsalaried. This makes them a 
tremendous public relations asset. 
2. Volunteers are objective policy makers. 
They provide us with a unique perspective 
of our work. 
3. Volunteers offer constructive criticism 
and feedback that can assist in altering 
programs, events and activities. 
4. Volunteers are private citizens. Private 
citizens are free to contact legislators, 
newspapers, TV stations, etc. They are 
powerful advocates. They can cut through 

More than 4.5 million 4-H members participate in 100 different skill development 
areas. 
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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. 
1 O. 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 middle management train
ing we help them maximize opportunity to 
grow in educational leadership 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 I 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. 

Resu Its of the pi lot 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 av~ilable 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 middle 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-

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 
leader in a 4-H club.) 

Duties 
■ Acquire names of new leaders, 
addresses and phone numbers from 
county Extension office or recruiter 
leader. 
■ 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. 
■ Conduct new leader orientation 
sessions. 
■ Stay in contact with new leaders. 
■ Arrange for specific needs of new 
leaders to be met. 
■ Report to agent monthly about new 
leader progress/activities. 

Necessary Skills 
•■ Ability to adapt readership style to 
needs of new leaders 
■ Possess knowledge of 4-H club 
organization in the county and the 
ability to communicate that to other 
adults 
■ Ability to work with many types of 
people. 
■ Organizational ability 

Training 
■ Self study on teaching with people 
■ 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 keyJeader. 

Extension Office Prlvlleges 
■ Mailing--Discuss with agents 
about mailing materials to new 
leaders 
■ Phone ■ Computer time 
■ Printing ■ Other 
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unteer middle management system in 
place, so the goal of the Kellogg project in 
Virginia was to provide volunteers and 
salaried Extension personnel with man
agement skill development opportunities 
on the local level. Twenty-three work
shops have been conducted for existing 
volunteers to learn more about manage
ment. Position descriptions were de
signed for many middle manager roles. 

"Our ultimate goals always have been 
the continual development of young peo
ple and the adults who have worked with 
them in the 4-H program," said Courtney 
Schwartz, Kellogg project leader in Vir
ginia. "One great example was the mas
ter-gardening program where the agent 
handled horticultural projects. He literally 
was trying to relate to hundreds of master 
gardeners. That's impossible. Now he has 
developed a system whereby he has four 
or five middle managers that he deals 
with, and they in turn have a number of 
master gardeners to work with. Middle 
management puts folks in small groups so 
leaders actually hear what's happening 
and respond effectively." 

Montana 4-H already had a strong vol
unteer system in place, but not an estab
lished middle management system. So 
area training teams were formed to select 
middle managers, create position de
scriptions, legitimize the program and 
train the middle managers in new roles. 
The teams were composed of Extension 
agents, area supervisors, volunteer lead
ers and state 4-H staff members. 

"There is a great deal of expertise 
among the volunteers on a variety of top
ics which could be shared with other 4-H 
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leaders," said Betty McCoy, Kellogg pro
ject manager in Montana. "We need to 
capitalize on the expertise of the 4-H vol
unteers and other adults in the community 
who have skills, to help 4-H meet its po
tential. 

"In addition to the capabilities of the 
volunteer staff, the paid staff in the state 
needs assistance to extend and expand 
the program to other audiences and pro
vide new learning opportunities for peo
ple who currently are involved ... both 
youth and adults. Since our paid staff is 
small, the most logical method to accom
plish this is to look to the volunteers for 
help." 

Approximately 40 of New England's 64 
counties had implemented some type of 
middle management system utilizing vol
unteers, as a result of the 1982 National 4-
H Staff Development Workshop on Middle 
Management at the National 4-H Center. 
However, each of the counties was using 
a different technique and strategy, and 
degrees of success varied. 

The goal of the Kellogg project in New 
England was to review and analyze the 
numerous middle management strategies 
and models in the counties, and to select 
the most effective elements of each to de
velop a central curriculum. A steering 
committee, composed of a state 4-H staff 
member from each New England state 
and experienced 4-H middle manage
ment volunteers, surveyed the counties 
and conducted conferences to share in
formation and compile the central docu
ment. The states involved were Rhode Is
land, Vermont, Maine, Massachusetts, 
Connecticut and New Hampshire. 

IDENTIFYING, 
SUPPORTING AND 

GROWING WITH 
4-H VOLUNTEERS IN 

COUNTY-LEVEL ROLES 
(WISCONSIN) 

Telephone interviews were conduct
ed with three individuals from each 
of 23 Wisconsin Counties. A 4-H 
county-level volunteer, a person who 
benefits from that volunteer and a 
county Extension 4-H staff member 
shared information about their cur
rent county program management 
role: what they do, how they do it, 
who benefits, barriers they encoun
ter and support they need. Their in
sights are summarized below. 

Who Are They? 
Volunteers in county-level roles may 
also be referred to as middle manag
ers or volunteer program managers. 
County-level volunteers plan and 
conduct events, set policy, recruit 
other volunteers, teach youth or 
adults, develop and evaluate 4-H cur
riculum, or promote the general pro
gram. They work in committees or as 
individuals, with an ongoing effort or 
a short-term event. 

Volunteers who were interviewed 
had roles such as outpost camp di
rector, judging team coach, project 
key leader, county ambassador advi
sor, dinner theater director, project 
committee member, summer youth 
tour host, leader recruiter, activity 
coordinator, interstate exchange co
ordinator, fair superintendent, coun
ty enrollment chairman, new club ad
visor, promotion coordinator, execu
tive committee member, workshop 
instructor, organizational key leader. 

Fair superintendents, project key 
leaders, and event coordinators are 
the predominant county-level volun
teer roles. Of the 13,502 county-level 
volunteers in Wisconsin in 1985 their 
roles could be categorized as: 
9,095 Volunteers in project key 

leader, activity key leader or 
program committee roles 

1,683 Volunteers as one-time 
judges, speakers, or instruc
tors 

2,724 Volunteers assisting with 
short-term events 

Who Benefits? 
County 4-H program roles benefit the 
4-H program, the community, and 
the volunteers themselves. The 

VOLUNTARY ACTION LEADERSHIP Spring 1988 



greatest benefits noted by interview 
participants are that county-level vol
unteers: 
■ Promote teamwork 
■ Encourage participant ownership 
of program 
■ Support other volunteers and un
derstand their needs 
■ Offer challenges, opportunities 
and role models for other volunteer 
leaders 
■ Understand youth and expand 
their learning opportunities 
■ Have a wealth of talent and experi
ence to share 
■ Coordinate efforts with staff to 
strengthen programs when re
sources are limited 
■ Area 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 tooth
er counties planning to involve vol
unteers in county-level roles?" 
These eight recommendations 
emerged consistently: 

1. Begin with a small 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." 
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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." 
-"I 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
cllltatlng 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-level 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 available resources by 
networking with subject matter ex• 
perts, community organizations and 
other 4-H leaders. 
-"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 intere_sted ... 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• 
veloplng 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." 
-"Ideas 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 thei~ 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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THEJUNTO 
Filling a Need Beyond the 'How-To' 

T: he junta has a long, noble history 
as part of the volunteer movement 
n America. It is an issue-oriented, 

problem-solving process that began with 
Cotton Mather in colonial New England. It 
is a voluntary gathering of adults for 
shared inquiry and self-directed learning 
where each participant shares the respon
sibility for questions and opinions on the 
topics. Inquiries often deal with ethical 
and philosophical issues about which 
there are no clear-cut "answers." 

Benjamin Franklin is credited with nam
ing this special group of volunteers: 

I had form'd most of my ingenious acquaint
ance into a club of mutual improvement, which 
we called the JUNTO; we met on Friday eve
nings. The rules that I drew up required that 
every member, in turn, should produce one or 
more queries on any point of morals, politics or 
natural philosophy, to be discussed by the 
company .... Our debates were to be conduct
ed in the sincere spirit of inquiry, after truth, 
without fondness for dispute, or desire of vic
tory. (Grattan, 1959, pp 18-19) 

Nancy Macduff is a volunteer/nonprofit 
trainer and publisher in Walla Walla, 
Washington. She is the author of "3 Steps 
to Successful Screening of Volunteers," 
which appeared in the last issue of VAL. 
She thanks Barbara Winans, Joli Sandoz, 
Joann Snyder and Janie Millgard for their 
work in making the junta a reality. 
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By Nancy Macduff 

Franklin's junta, called "The Leather 
Apron Club-A Workmen's Social and 
Debating Club," was an opportunity to 
share ideas on the issues of the 1700s. As 
with most volunteers they moved quickly 
to action. From their discussion group 
came the first organized American fire de
partment, public library and the University 
of Pennsylvania. 

This spirit of self-inquiry is different from 
a committee meeting or a discussion 
group. It can be used to tackle problems 
that cross usual boundaries. Youth agen
cy staff and volunteers might form a junta, 
for example, to address the difficulty of 
recruiting adult leaders. 

A junta is a means of enlivening stan
dard training formats in which much of the 
training is delivered by a "teacher" from 
the front of the room. The junta turns the 
responsibility for learning back to the 
learner. 

A junta is also a means of involving 
adults in problem solving. Adult partici
pants in a junta make their own rules and 
decide the appropriateness of a topic. 
This experience provides a pattern for 
problem solving that can be used inside 
and outside the junta. 

In the junta, leadership is a shared re
sponsibility. The facilitator will change 
from session to session. Even in the "one
time-only" junta, it is important for the jun-

to facilitator to take a more organizational 
role. Leadership belongs to the members 
of the group. 

The Association for Volunteer Adm.inis
tration (Northwest-Region 10) included 
juntas in its 1987 regional conference. 
Participants had the opportunity to regis
ter for one of three juntas on "Volunteers in 
Risky Places," "Are They Volunteers, If 
They Get Paid?" or "Supplanting: When 
Volunteers Take Staff Jobs." 

A pre-conference survey of volunteer 
administrators indicated an interest in dis
cussing "substantive issues." The three 
topics were chosen to appeal to a broad 
range of participants. The size of each 
junta group was limited to 15 participants, 
and one-and-a-half hours were allotted for 
discussion. The facilitator had eight 
months to familiarize her/himself with the 
topic. 

About 25 participants registered for the 
sessions, which were held simultaneously 
with other conference activities. In evalu
ating the sessions, the junta facilitators 
reported difficulty in getting people to 
leave. According to Barbara Winans, 
"With a little food and no interruptions, I 
suspect we could have continued for 
hours." 

Participants at the convention request
ed more Juntas for the 1988 convention to 
be held in Spokane. Clearly, the junta for-
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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: 
■ 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 

TIPS:FOR ORGANIZING A JUNT() FORVOLlJN'TEERS OR: 
· _. VOLUNTEER LEADERS • • • 

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

2. The role of the facilitator is to monitor the content of the>discussion: • 
~Preparation would include personal readings on theto~it'and as to 

• 7-minute summary of the key issues. 
-The leader should also draft questions of an open-ended; nature to 
stimulate discussion. 
:._ The leader is respo·nsible for leading the group through Whatever 
seqLJen_ce of problem solving steps ~eems appropriate -f<> Jhe 
QC~~sio~.g., dif.lgnosis,. statemerw,:of princip_le, _qbstacle 
'ide'ritlfipati_ori(resources, action steps,.etc; • • • 

3-. It could:·be-tielpfuUo have a participantfillthe observerroledurin,ith~ 
junto. This person would be sensitive· to conditions that enhance or 
inhibit the discussion. 

4~ Each junto wmde~elop its own pattern of operation. ThefoUowi•ng are 
observatioi,- clue,s ·l ntended as sugQ~Sti~ns, not an olJtli_rie/Vah.ie . 
judgements sbqulc:t_ be avoided._ by the,abserverapd fac.OHatc,r. 

-· :-Are_new/difft3r$nfqu~stions bein~frEiised.rathefthaff:tho~e:· , _ _ _ 
_ traditionally raiseo?Dothey challenge values, practice.s'ortheories?. 
. -Is someone considering the translation of innovative and original 
ideas· into practical.application? .. _ 
-Is there a preoccupation with problem definition to ave>1d f;ln attack 

• - on_ thejssue? .... · .. · ·-.· . _ _ _ ; .' ... _ _ _ , . _ _. . . __ _ . 
-·_ ;~what re·9urring._barriers: seemto -blogk:-free expre8:sio~n}:>f'.ide~s? • 
• '.:~ts the·re:apolartzation,-·rigidi~y onej~ction of.-ideas ba~ed ,on·-· 

participant's a.gency, organization/group· or affiri'ationr < O i ' • 
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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: 
■ 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. 
■ 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
cive to lively interchange. The best setting 
is one with tables and chairs where every
one can be seen and heard. 
■ The group should be smal I. 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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VOLUNTEER RECOGNITION 
The Touch of Care 

That Makes a Difference 

R ecognizing volunteers expresses 
an agency's appreciation of those 
individuals who are involved and 

committed. It also motivates volunteers to 
continue or increase their involvement, 
promotes volunteer programs and encour
ages others to "try it out" 

It is important to remember that volun
teer recognition will not make or break a 
program, but it signifies an added touch of 
care that can make it all worthwhile to the 
volunteer. Even if volunteers quit the pro-

Pat Sims, now deceased, was the Cham
paign, Illinois, Park District's coordinator 
of volunteers when she wrote this article. 
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By Pat Sims 

gram, they will remember the good 
growth-producing experience they had 
with an agency that recognizes their ef
forts. 

Down to Details 
Volunteer recognition may bring to mind 
parchment certificates or annual ban
quets, complete with silver teacups, with a 
guest speaker from the community. These 
ideas are better than nothing, but this is 
1988. It is time to be creative and human
istic with the way we say "thank you" to our 
volunteers. 

Jhere are two cue words that can be 
applied to all areas of volunteer recogni
tion (and volunteer administration): pro
fessionalism and humanism. It is not nec
essary that the volunteers know these 
words, but they should feel the results of 
them. 

Professionalism 
The first-professionalism-can be dem
onstrated simply by maintaining a folder 
and file card on each volunteer. The folder 
contains a list of all recognition the volun
teer has received (along with the date), 
copies of volunteer hours, letters of rec
ommendation, evaluations, contracts, etc. 

The file card lists basic data: name, ad
dress, phone, birth date, special requests 
and an ongoing list of all volunteer activi
ties. This card is reviewed weekly. 

What's the reasoning behind all of this 
record keeping? So each volunteer has 
the confidence that all data is being kept, 

and that the staff is familiar with the volun
teer's needs and continually tries to match 
this with available opportunities. 

H,umanism 
Humanism is the second cue word and 
the fun part of a volunteer program. A per
son can only be thrilled with a paper certif
icate so many times, so change it! Play 
with it! Mold it! Turn it into a chocolate kiss 
or an orange with a face drawn on it. 

Recognition, when possible, should be 
personally tailored to the volunteer with 
feeling. Look into the volunteers. If you 
don't work closely enough with them, 
check with staff or the participants. For 
example, if the volunteer camp counselor 
loves teddy bears, strategically place a 
teddy bear sticker on the front of her next 
thank-you note. 

When recognizing volunteers, there are 
two general rules to follow: 
1. The recognition should be ongoing
not just at the beginning or the end. 
2. Recognition should follow a precise 
system, but at the same time be caring 
and flexible, taking individuality into ac
count. For example, keep records of each 
form of recognition given to the volunteer, 
but don't hesitate to slip a candy kiss on 
top of his or her gloves. It's the humane
ness, the spontaneity behind the forms 
that makes a superior volunteer program. 

It takes time and money, but over the 
months the results will show. After all, 
you're thanking your most valuable re
sources. 

VOLUNTARY ACTION LEADERSHIP Spring 1988 



The Beginning 
Recognition of a volunteer starts with Day 
One-the interview, the orientation, or the 
early arrival before a program or special 
event. This is the opportunity to make vol
unteers feel welcome from the beginning. 
It is a chance to answer questions, give 
them a job description and a sheet with 
phone numbers, show them where they 
can put their coats or lunch, introduce 
them to the people they will be working 
with, and give them a manual or a volun
teer staff T-shirt. It is a chance-from the 
beginning-to say "You are significant to 
our agency." 

Following the interview, a new volunteer 
with our agency will receive by mail a 
packet from the Champaign Park District 
containing a welcome/thank you note, a 
contract outlining the predetermined 
dates and times of volunteering, a sheet 
for keeping track of his/her volunteer 
hours, a map and list of phone numbers (if 
not already distributed during the inter
view), plus a few freebies such as a sticker 
or a bumper sticker. 

In rr:ost cases, the volunteer is met at 
the first assignment by the volunteer coor
dinator or the person who conducted the 
interview. Then the new volunteer is intro
duced to the staff he/she will be working 
with, the building, the restrooms, refriger
ator and so forth. This component seems 
to be very popular with our volunteers, as 
it alleviates the fear of walking into a room 
full of strangers, thus easing some of the 
first day "back outs." 

Individual Recognition 
Individual recognition is a one-on-one ap
preciation of volunteers. In our agency, we 
use it with volunteers who teach classes, 
coach a team, chair an Adopt-A-Park 
group, work with Special Olympics and so 
forth. The key to individual recognition is 
to make the volunteers feel that the sign of 
appreciation was designed especially for 
them. 

Some examples of volunteer recogni
tion include: 
■ Individual post cards (using stickers or 
clip art) mailed to the volunteer's home 
saying, "Hey, you're doing a great job!" or 
"We are really glad that you are here!" 
■ Birthday cards. When the volunteer is 
interviewed, the second question asked 
(following name) is birth date. This infor
mation should be categorized into the 
computer or other record-keeping system, 
and then make sure that the volunteer gets 
a birthday card. This takes time, but it has 
big payoffs. 
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■ Food.A plate of chocolate chip cookies, 
brownies or a sandwich bag filled with 
M&Ms always works wonders. 
■ Small yellow "post-it notes" of thanks 
stuck to lockers or desks, car windshields, 
purses and so forth 
■ A fresh cup of coffee waiting upon their 
arrival 
■ A mention in the agency newsletter 
■ Time to listen to their problems or good 
ideas 
■ Their pictures clipped from the local 
newspaper 
■ A letter of recommendation 
■ Balloons on a tree which mark their care 
of it 
■ Praise for their work to their boss 

Even if volunteers 
quit the program, 
they will remember 
the good growth
producing 
experience they had 
with an agency that 
recognizes their 
efforts. 

In Champaign, a Volunteer of the Month 
Award was initiated in October 1985. 
Each month an outstanding volunteer is 
selected to receive a small engraved pa
perweight. The award is presented by the 
president of the Board of Commissioners 
at one of its meetings. As a follow-up, an 
article in the local newspaper's "People in 
the News" column features the volunteer 
and his/her related work. 

In summary, the key component for suc
cess in individual recognition is individ
ualization. Treat the volunteer as if he/she 
is your number one priority. 

Group Recognition 
When dealing with group recognition, the 
thank-yous do not have to be any different 
than individual recognition. However, 
large numbers often necessitate modifi
cation. Some examples of group recogni
tion include: 
■ A Community Service Award via the mu
nicipal government, a parks and recrea
tion association, a community betterment 
group or a civic group such as Kiwanis or 
Rotary 

■ A framed certificate of appreciation 
wl1icl1 can be hung in the group's office 
■ A group picture of the volunteer team 
either after the project or in action during 
the project. Frame this with autographed 
thanks and present it to the group. 

The Big One 
The large special event should be held 
annually for all volunteers who have 
helped throughout the year. A special 
event that families can attend is prefera
ble to a breakfast or banquet. 

The Champaign Park District has had 
success with a volunteer splash party. The 
district's pool is reserved after hours for all 
volunteers and their families and friends. 
The staff provides home-baked cookies 
while soft drink distributors and grocery 
stores donate watermelon and pop. 

The staff is in charge of setting up and 
cleaning up. There is a free swim, water 
games and door prizes all wrapped 
around festivities and appreciation. 

Having fun is not the factor that will keep 
volunteers volunteering. However, having 
fun can help prevent burnout, keep volun
teers coming back, and more so than any
thing, let them know that they are appreci
ated. 

Budgeting for Recognition 
There is a common misconception that the 
volunteer program budget should be low; 
many say, "We're not paying the volun
teers." However, a good volunteer pro
gram, particularly a good recognition pro
gram for volunteers, will need to include 
expenses for recognition as well as for 
promotion, training and supplies. In our 
agency, it must also be included in the 
master Park District budget. 

In 1985, we had an $18,000 line item 
expense figure for the volunteer program. 
This did not include any grants or spon
sorships used to defray program ex
penses that year. 

Final Thoughts 
It is the little things that do the trick in 
effective volunteer recognition. It is the 
small but personal things indicating the 
agency's caring that assures volunteers 
they play an important part in the Park 
District. 

We can have the perfect recognition 
program ranging from gold pins to hotel 
banquets, but if there is not that element of 
humanism, the efforts are wasted. 

In the final analysis, the enthusiasm you 
give equals the enthusiasm you'll get. En
joy! 
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THE EURO-AMERICAN ELDERLY: 
What Service Providers Should Know 

About This Special Group 
By Christopher L. Hayes, Ph.D., David Guttmann, D.S.W., 
Theodora Ooms, M.S.W., Pauline Mahon-Stetson, M.A. 

The following information is excerpted 
with permission from "The Euro-American 
Elderly in the United States: A Manual for 
Service Providers and Ethnic Leaders, " 
published by The Catholic University of 
America's Center for the Study of Pre-Re
tirement and Aging under a grant from the 
Administration on Aging, U.S. Department 
of Health and Human Services. The man
ual is now out of print, but the book, Euro
pean-American Elderly: A Guide for Prac
tice (1986), is available from Springer 
Publishing Company of New York, 536 
Broadway, New York, NY 10012, (212) 
431-4370 

H 
ave you met either of these elder
ly recently? Concetta Starvaggi, 
a 76-year-old Italian immigrant, 

lives in a small tenement building in New 
York City where she has resided for the 
last 52 years. Recently, she broke her hip 
and needed to be hospitalized. Unable to 
speak or read English, she could not com
municate with the hospital staff. Due to her 
family's having moved from the city and 
her unwillingness to accept welfare or any 
kind of help from others once she returned 
home, she has no assistance in caring for 
herself. She can barely move around; .she 
is running out of food. The many bills and 
insurance forms that come in the mail are 
piled up unanswered. Frustrated, con
fused and anxious about her future, she 
now talks about wanting to die. 

Joe Polanski, a 67-year-old retired 

Christopher Hayes, a psychology profes
sor at Long Island University-Sag Harbor, 
served as principal investigator of the 
Euro-American Elderly Project; David 
Guttmann was the project consultant; and 
Thedora Ooms and Pauline Mahon-Stet
son were project staff members. 
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mineworker, lives in a small suburban 
house with his wife and two adult, unmar
ried children. After a stroke several years 
ago, he contracted pneumonia and em
physema, which have caused him to be in 
and out of hospitals several times over the 
past two years. His deteriorating condition 
demands constant care from his wife and 
children-daily bathing and feeding, an
swering his calls at night and listening to 
his complaints. The doctor has suggested 
that Mr. Polanski be placed in a nursing 
home, but his wife and children refuse 
because the facility has no staff member 
who is fluent in Polish. 

Since the early 1700s, the United States 
has opened its shores to immigrants and 
refugees seeking a better way of I ife. With 
the recent influx of refugees from South
east Asia and various third-world coun
tries, we have once again recognized that 
we live in a very pluralistic society con
taining individuals of different ethnic and 
racial backgrounds. 

There are more than two million elderly 
Americans born in Europe who are 65 or 
older and who speak a language other 
than English in their daily communica
tions. Among them are large numbers of 
elderly from eastern, central and southern 
Europe who, despite many years of living 
in the United States, do not speak English 
well. 

Lack of education is seen by these peo
ple as a major barrier to a sense of fulfill
ment in life. Many people whom we call 
Euro-American elderly have not complet
ed grade school, are functionally illiterate, 
and lack the skills and knowledge for suc
cessfully coping with life in our modern 
society. 

Traditionally, the Euro-Americans relied 
heavily on their family, ethnic organiza
tion, and church or synagogue for assis-

lance in times of crisis. However, due to 
the mobility and shrinking size of the fam
ily, and to changes occurring within ethnic 
urban neighborhoods, this assistance is 
no longer as readily available. 

In addition, many of the younger family 
members are less willing or able to contin
ue to provide culturally expected assis
tance to their aging parents due to marital, 
child-rearing or employment responsibil
ities. As with the older adult population in 
general, the Euro-American elderly are 
living longer and will need increasingly 
more formal and informal supports in 
dealing with age-related problems. 

In every major city in the United States 
there are large ethnic enclaves where 
thousands of limited English-speaking el
derly live. Increasingly, the suburbs are 
also home to the Euro-American elderly. 
The majority of these people do not bene
fit from available services due to their cul
tural values, which often prevent them 
from admitting a need and, consequently, 
from seeking assistance. There are others, 
however, who probably would use the 
services if they knew how to obtain them. 
Common to all of these elderly people, 
sooner or later, is a need for assistance
public, private or a combination of both. 

Unfortunately, as research has shown, 
they often do not know that these re
sources exist. or how they can apply for 
them. Euro-Americans would benefit if ac
curate and relevant information were 
made available to them about the services 
to which they are entitled as taxpaying 
American citizens. 

Recently, we have witnessed the prolif
eration of governmental and private pro
grams for the elderly in this country. It has 
long been argued that these programs 
and services which compose our aging 
network have a responsibility to serve all 
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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. 
■ 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 exp I icitly 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. 
■ 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. 
■ 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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PROFILE 
Who Are ,the Euro-American 
Elderly? 

■ While 11% of the entire U.S. popu
lation. (227 million) in 1980 was 65 
years of age or older. 37% of Euro
AmeriQiln 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). 
■ ApproximatelyJ(1>/4 of .all Euro- . 
American immigran~ were born in 
Austria, Czechoslovakia, France, 
Germany, Greece, Hu11gary, lt~ry, the 
Netherlands; Poland, Portugal and . 
Yugoslavia. 

What is Their Sltu,tlo.n? 
■ Approximately two thirds of older 
Euro-American men are; married, In 
comparison to.less th~n one third of 
the women. Converseiy,.the. propor
tion of women who are Widowed, di
vorced or separated is more thari 
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 IJu1je>rity c,f Eµro"cAmeri
can elderly are living in singl~per
son households and .d~pend 9n In
formal social support networks for 
many of their needs. 
■ A significant proporfipn of Etlderly 
women live with their children oroth
er relatives. and.the pr_Qportion 
ranges .from 2QC>/4 to 300/4 for Greeks, 
Italians and Yugqsl~vians. 
■ These immigrants.. compare to the 
. general populatiQr:i fn lhe propormm 
living below the poverty line, but the 
proportion who receive pubUc.assis~ 
tance as a source~ofine_ome is lower 
than the gen~ral popµlation. • -
■ Approximately 75% sp-eak their 
original language at home. The abili
ty to speak English varies greatlY,, 
and generally those of so'-'thern Eu
ropean origin have a higher propor
tion who speak little Qt no English. 
With Greek andYugosl~vian women, 
the proportion who admit some lan
guage barrier re~c~~s as t,igh as 
500/o or more. Less. than 100/4 choose 
institutional arran.gen,ents. 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. 
■ 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. 
■ 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 eider'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. 
■ The stronger the Euro-American ei
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 benefits. 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. 
■ The stronger the Euro-American ei
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 eider'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. 

■ 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. 

■ 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 eider'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 VAL Index 
forl987 

This index to Voluntary Action Lead
ership lists every article that appeared in 
each quarterly issue of 1987. Please 
note that during 1987 we began to revise 
the issue dates so that winter would be
come the last issue of the year, rather 
than the first. Thus, 1987 VALs were la
beled as follows: Winter 1987 (#1), 
Spring/Summer 1987 (#2), Summer/Fall 
1987 (#3) and Fall/Winter 1987 (#4). The 
index is organized by title (then author, 
department, issue and page number) in 
chronological order by category. Book 
reviews are listed by book title in italics. 

Back copies of VAL are available for 
$4 each from Voluntary Action Leader
ship, 1111 N. 19th St., Suite 500, Arling
ton, VA 22209. 

ADMINISTRATION 
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 I See It, FALUWIN
TER 1987, p. 2. 

Organizing a Volunteer Auxiliary: The 
Basics Apply. Bobbie Schacher, 
FALUWINTER 1987, p. 30. 

Three Steps to Successful Screening of 
Volunteers. Nancy Macduff, FALU 
WINTER 1987, p. 26. 

ADVOCACY (See Also LEGISLATION) 
Glenn Day: From Airline Employee to 

Wildlife Volunteer. Judy Haberek. 
News, FALUWINTER 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, FALUWIN
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, FALUWIN
TER 1987, p. 17. 

The Effective Audiovisual Presentation. 
FALUWINTER 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 I See It, SUMMER/FALL 
1987, p. 2. 

USAA's Top-to-Bottom Commitment. 
Judy Haberek, News, FALUWINTER 
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, FALU 
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, FALLJWINTER 
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. 

HEALTHCARE 
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

olutions (Obtaining Credit for Volun
teer Experience). SPRING/SUMMER 
1987, p. 20. 

Liability Crisis in the Making. Peat, Mar
wick, SPRING/SUMMER 1987, p. 16. 

Protecting Volunteers from Suit: A Look 
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, FALLJWINTER 1987, p. 15. 

LIBRARY VOLUNTEERS 
Railroader Leads Shelf-Reading Volun

teers at Univ. of Illinois 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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PROFESSIONAL DEVELOPMENT 
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, FALUWIN
TER 1987, p. 14. 

STUDENT VOLUNTEERS 
Illinois 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-

gram. Mary M. Evans, CVA, FALU 
WINTER 1987, p. 28. 

TAXES (DEDUCTIONSNOLUNTEERS) 
1987 Tax Deductions for Volunteers. 

SPRING/SUMMER 1987, p. 33. 
VITA's 17th Year-Best Yet. News, SUM-

MER/FALL 1987, p. 10. 

TEENAGERS (See STUDENTS) 

TRAINING (See ADMINISTRATION) 

VOLUNTARISMNOLUNTEERING/ 
VOLUNTEERISM 

A Blueprint for Increasing Volunteering 
and Giving. INDEPENDENT SECTOR, 
WINTER 1987, p. 20. 

The Perils of Doing Good. Phyllis Ther
oux, As I See It, WINTER 1987, p. 2. 

Checkbook Altruism. Jerry Adler, As I 
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 I See It, SUMMER/FALL 
1987, p. 2. 

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

YOUTH (See CHILDREN) 

Contract 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-let Patton Consultant 
Services help you at a reasonable cost. 

For information, call (617) 468-3720. 

df 
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 
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10Ways 
To Improve Your Performance 
As a Volunteer Administrator 

I 
CHURCH 
VOLUNTEERS, 
Unleashing Tho 
Potential 

1. Involve special groups. 
Spring 1986 VAL 

Tool 
Box 

5. Order from our Tool 
Box. 
Every VAL 

VOWIIITlaER CENTERS 
lrndm, Moods, /1,so"rus 

for Our VoltmtttT 
Commzmiry .. 

--·---- -- --·-·-·-·-____ ., ___ _ _________ ... 
- _7:=_-:_-:-_ -··--.-·--•--·--

9. Seek assistance from 
Volunteer Centers. 
Winter 1986 VAL 

**~ * .. 
, 

Be, 

~ s-t:r. 
In 

Soroeone:s 
life. 

VOL.VbTeer 

2. Place posters in 
prominent places. 
Every VAL 

Recruiting and 
Placing 
Volunmers 
by Computer 

w-:~.:; ::=-==-== =.=:-::::::: 

~--::__~ ~-=== -- ~~~.:j 
6. Computerize your 
operations. 
Summer 1985 VAL 

3. Educate your board 
members. 
Winter 1983 VAL 

••• 12 TIPS FOR ACTIVE LISTENERS: 
Lclfflhg to ~ the ~- ~ri,g 

Bc:Nnd ,1 VOU1lHf's Words 

D:~~ :c"'"...:::=-::_ :'.:.="'"£:.--:: 

-7tit.~ - ~ - - , -----

7. Learn skills to share 
with volunteers. 
Fall 1986 VAL 

Advocacy 
So You Want to Hold a Press 
Conference? 

Hew•T• ~ ~ b)' VOW'NllDt: 

4. Learn new ways to 
promote volunteering 
Fall 1985 VAL 

Books 
In Search of Speaking 
Excellence 

- mu.""' tNn'l...-, w,_, _ _,_ .. __ 
5'1AUl.tr,...L_._. ..,.__,__,. __ _ 

~l'O--IU.-i.--.WI --•-•M-..-n.. 
-•• ltUJ ,,._._ I- __ ....,,__ .. __ ., 
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8. Read the latest books 
for volunteer 
administrators. 
Every VAL 

10. SUBSCRIBE TO VAL. 
In every issue of Voluntary Action Leadership, you'll find 
innovative volunteer program profiles and the most up-to-date 
tips and techniques on managing a volunteer program-all 
contributed by colleagues eager to share their new 
experiences and skills in the rapidly growing profession of 
volunteer administration. 
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Books llli 
What Makes for Heroism? 
By Kenn Allen 

LOCAL HEROES: THE REBIRTH OF 
HEROISM IN AMERICA. Bill Berkowitz. 
Lexington Books, 1987. 350 pp. $17.95. 
D.C. Heath & Company, 125 Spring 
Street, Lexington, MA 02173. 

Local Heroes poses a perplexing 
problem for a reviewer who has a 
vested interest in the success of 

any effort to promote greater involvement 
of citizens in their communities. The 
idea-to tell the stories of people who are 
making a difference in the lives of oth
ers-is right on target. Such stories can be 
motivational, instructional and influen
tial. 

Unfortunately, the execution of the 
idea is flawed, both in approach and, to 
my mind, substance. Both may be inev
itable consequences of the scope of work 
attempted in the book and the limited 
resources of those in our field who are 
blazing the trail of creating a literature for 
our work. Thus, my criticisms are made 
reluctantly but with recognition that we 
need the best possible literature to sup
port us, not just more of it. 

First, the overview. In Local Heroes, 
Bill Berkowitz, a "community psycholo
gist" in Lowell, Massachusetts, presents 
a series of 20 interviews with people 
whom he has defined as heroes in their 
communities. There are also three essays: 
an introductory overview on the necessi
ty of creating stronger "community life"; 
a mid-book review of contemporary per
spectives on heroism; and a concluding 
effort to analyze and draw implications 
from the interviews. 

Those interviewed represent a broad 
spectrum of local efforts to build better 
communities-from the St. Ambrose 
Housing Aid Center in Baltimore to the 
International Zucchini Festival in Harris-

Kenn Allen is the president of VOLUN
TEER-The National Center. 
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ville, New Hampshire. There is a good 
sampling of self-help programs: Tough
love, Mothers Against Drunk Driving, 9-
to-5 and Homeworkers Organized for 
More Employment. While all the inter
views, obviously, are with individuals, 
the efforts represented are fairly well bal
anced between organizations and indi
vidual entrepreneurs. Many of the inter
views are interesting and, because there 
is little repetition, there's a bit of some
thing for everyone here. 

This being said, we are left with three 
basic problems. 

First, and most importantly, there is 
the question of what makes for heroism. 
Unfortunately, it is not until the very last 
paragraph on the very last page that 
Berkowitz suggests that his view is based 
on Emerson's observation, "Heroism is 
an obedience to a secret impulse of an 
individual's character." As my scrawled 
margin note reminds: "Should have be
gun here." 

This view of heroism has two weak
nesses. The first is that it hardly can be 
used to differentiate activities. Is Candy 
Lightner's heroism in creating Mothers 
Against Drunk Driving greater than Don
ald Trump's in accumulating wealth? To 
me, yes, but perhaps not so if one follows 
Emerson's dictum. Likewise, is it hero
ism when people display "obedience to a 
secret impulse" that results in harm to 
others or to oneself? Again, Emerson 
leaves us without much help in respond
ing. 

Clearly Berkowitz did not intend any 
such thing. He has carefully chosen peo
ple whose lives are rooted in doing good, 
in trying to build better communities. But 
we still wish for a tighter definition. Do 
we really need to include the Zucchini 
Festival or the bus driver whose heroism 
is that he sings to his passengers every 
day? Must we give the spotlight first to a 
community theater in a Maine town of 
670 people? Let's have more of Lucy Pon-

lin and her efforts to create self-sufficien
cy and mutual assistance efforts among 
rural poor and less of skills exchange in 
an affluent suburb. 

The second problem is that the book 
presents only a narrow slice of American 
life. Fifteen of those interviewed live ei
ther in New England or close to the Am
trak line between Boston and Washing
ton, DC. Four more live in California. 
Only one, Candy Lightner, doesn't fit the 
geographic pattern and her "interview" 
is a reprint of a lecture she gave. 

Presumably, Berkowitz lacked the re
sources to travel more extensively. No 
problem with that. But there were alter
natives, such as the telephone, that he 
might have used to broaden tlrn geo
graphic reach of his work. One feels that 
these interviews were very much a spare 
time undertaking rather than a systematic 
effort to really represent what's happen
ing in this country. 

Similarly, Berkowitz has seriously un
derrepresented the involvement of mi
norities in community improvement ac
tivities, particularly the work of poor mi
norities. He seems, from his selection, 
much more comfortable with middle
class efforts to help the poor than with 
the work of the poor themselves. This is 
indeed unfortunate because the group he 
ignores may be the most important he
roes of all. 

Finally, the interview approach itself 
has weaknesses, not the least of which is 
that most of us need significant editing 
when we talk. While only one of the in
terviews appears to be a direct transcript, 
all are burdened by people's reluctance 
or inability to talk about themselves ef
fectively. This book would have been far 
more effective had Berkowitz profiled the 
same people, interspersing quotes from 
them witl1 descriptions of their work and 
possibly even with observations from 
others. As it stands, we have little sense 
of the drama and excitement of their 
work. 

Where does that leave us? Local Heroes 
contributes to our understanding of what 
people are doing and why they are doing 
it. The book retells some by now well
known stories and introduces us to some 
new faces. It encourages us about the po
tential for the developing literature of our 
field. But, as it now stands, it is a book 
that will be most read and appreciated 
within the field and not by the public at 
large, leaving for another the task of writ
ing a public book about the heroes of 
community activism. 
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Tool 
Box 

How to Take Care of You ... So You Can 
Take Care of Others. Sue Vineyard. Heri
tage Arts Publishing, 1807 Prairie Ave, 
Downers Grove, IL 60515. 1988. 149 pp. 
$8.95 + $1.25 postage. 

"A Survival Guide for Human Service 
Workers and Volunteers!" is the subtitle 
of this book, which addresses change, 
stress, burnout, grief, survival in a dys
functional organization, wellness, coping 
and more. The author draws from her 
own experience and study after a close 
brush with death. 

Managing Volunteers in the Field of 
Child Abuse and Neglect. Family Focus, 
Inc., 1649 Downing Street, Denver, CO 
80218, (303) 860-0023. 1987. $25. 

A complete "how-to" guide for the devel
opment and administration of an effec
tive program using community volun
teers as service providers for abusive and 
neglectful families. Chapters include pro
gram start-up; establishing a client base; 
volunteer recruitment; screening and se
lection of volunteers; training, placement 
and supervision of volunteer staff; case 
supervision, methodology and evalua
tion; and volunteer retention/motivation. 
Includes 48 tools Uob descriptions, re
cord keeping forms, etc.) that can be re
produced. 

Training Volunteers in the Field of Child 
Abuse and Neglect. Family Focus, Inc., 
1649 Downing Street, Denver, CO 80218, 
(303) 860-0023. 1987. $25. 

A trainer's manual that outlines 24 hours 
of training designed to prepare volun
teers to work as paraprofessionals in the 
field of child abuse and neglect. It in
cludes agendas, lesson plans, purpose 
and objectives, outlines and reproducible 
handouts for 21 individual training top
ics. Trainer's notes include content out
lines for all lectures and step-by-step in
structions for group exercises. Topics 
covered include the definition and dy
namics of child abuse and neglect; values 
clarification; parents and prevention; in
fancy; discipline; the legal system; and 
setting case goals and action plans. Also 
included are tips for planning and pre
senting effective training programs. 

"Volunteerism in the Arts." Special is
sue of The Journal of Arts Management 
and Law, Vol. 17, No. 2 (Summer 1987). 
Heldref Publications, 4000 Albemarle 
St., NW, Washington, DC 20016. 106 pp. 
$16.25. 

Contents include "Cultural Volunteer 
Program History in the United States: 
Where Does Your Organization Fit?" by 
Joan Kuyper; "The Trustee: The Ultimate 
Volunteer" by Brann J. Wry; "Creating an 
Organizational Climate to Motivate Vol
unteers" by Susan Brainerd; "Evaluation 
of Volunteer Efforts" by Susan Ellis; and 
"Roundtable: Perspectives on Volun
teers" by Winifred Brown, Minette Coo
per, Betty Jane Gerber, Phyllis Mills and 
Milton Rhodes. 

Upbeat Manual. Volunteer Jacksonville, 
Inc., 1600 Prudential Drive, Jacksonville, 
FL 32207. 1987. $10 + $1.25 postage. 

Upbeat, a volunteer program for single 
adults, was developed by Volunteer Jack
sonville, Inc. to provide single adults 
with a flexible and meaningful means of 
community involvement. The Upbeat 
manual was developed to assist organiza
tions in starting a similar volunteer pro
gram for their community's single popu
lation. 

Corporate Employee Volunteer Council 
Manual. Volunteer Jacksonville, Inc., 
1600 Prudential Drive, Jacksonville, FL 
32207. 1987. $10 + $1.25 postage. 

The Corporate Employee Volunteer 
Council was started by Volunteer Jack
sonville, Inc. to increase corporate volun
teering in the Jacksonville community. 
The CEVC manual is designed to give 
other Volunteer Centers a step-by-step 
guide in increasing volunteering by 
working through a corporate council. 

Resource Development Assistance Pro
gram Manual. Volunteer Jacksonville, 
Inc., 1600 Prudential Drive, Jacksonville, 
FL 32207. 1987. $15 + $1.25 postage. 

Volunteer Jacksonville, Inc. started the 
Resource Development Assistance Pro
gram to facilitate the matching of many 
available resources to the needs of area 
nonprofit agencies. The RDAP manual is 
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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. 
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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 ma!ches 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. 

~•et~~~J~~'.'i'.-:~~;~-.;•·· •• o~c~~~f i.' 
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 Chrisbnas 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 
itetns, and more. Viewers see a tour of 
NAEIR's 10-acre warehouse and testimo
nials from school and nonprofit adminis
trators whoi;e organizations have benefit
ed from NAEIR membership. 
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As I See It 
International Trends in 
Volunteering 
By Foster Murphy 

Foster Murphy is the director of The 
Volunteer Centre of the United King
dom. He made the following speech 
to VOLUNTEER's board of directors 
last November and will convene a 
session at the upcoming LIVE con
ference, sponsored by the Interna
tional Association for Volunteer Ef
fort, in Washington, D.C. (See "News 
from VOLUNTEER" in the Volun
tary Action News section of this is
sue for details.) 

It is possible to take a global look al the status of volunteer
ing, its environment and important trends as a result of 
opportunities provided by LAVE (International Associa

tion for Volunteer Effort), its regional structures and the bilat
eral contacts between the national centres in the UK and the 
USA. I pick out ten: 

1. The growth in the number of national volunteer centers 
that are developing a network together. In 1982 no more than 
half a dozen were represented at the LIVE Conference in 
Oxford; in Bogota in 1984 a dozen were present; and in 
Sydney two years later it was up to 20. Such national resource 
agencies are important insofar as they are advocates for vol
unteering; provide sources of information, publications and 
training; and seek both to promote good practice and protect 
the rights of volunteers. 

2. In many countries there is a keen political interest in the 
potential of volunteering. I have, in recent months, heard the 
president of Italy, the prime minister of Portugal, the presi
dent of the USA, the wife of the prime minister of Australia, 
and senior government ministers in the UK speak out in favor 
of the role of volunteers in their respective countries. The 
content of these speeches has laid heavy emphasis on the 
economic wortr. of volunteers and has a common pragmatic 
approach. The underlying values of volunteering are often 
ignored, in my judgment. 

3. Unemployment and underemployment is a global phe
nomenon affecting rich and poor countries with varying de
grees of severity. Volunteering is not the solution for unem
ployment. But all work is not employment (i.e., equated with 
earning an income)-domestic work and voluntary work are 
vital components of the concept. And volunteering offers 
many of Urn features of employment, other than income
status, satisfaction, self-esteem, and association. Gradually, 
these ideas are emerging in the volunteer community. 
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4. There is, however, a danger that in societies where un
employment or underemployment is a serious issue that gov
ernments equate voluntary work with a solution. Measures 
are introduced with a lack of understanding that free choice is 
eliminated when people are forced to undertake community 
service in return for a low/subsistence income. This cannot, 
by definition, be called volunteering as the element of free 
choice is eliminated. The tasks people undertake through 
enforced community service as well as volunteering may 
look similar Oust as volunteers working in some settings may 
perform a range of tasks alongside and similar to profession
als). But U1e volunteer community must jealously guard, in 
each country, the freedom of choice which is at the nest of 
volunteering. 

5. In many countries ilie issue of the ways in which volun
teers' activity relates to that of professionals togeilier with the 
consequent need for mutual understanding wiili labor/trade 
union interests remains important. It will always be impor
tant for partnerships, clarity about roles, removal of antago
nisms that run deep to be part of the development of good 
practice in each country's context. 

6. Consequent on this the volunteer world must be very 
clear about the rights of volunteers. Best practice in training, 
the management of volunteers, support systems, insurance 
and guarding the legal rights and privileges of volunteers 
need safeguarding and development. European countries fol
lowing a UK lead have adopted a Charter for Volunteers. 

7. As part of the recognition and celebration of the role of 
volunteers, a number of countries now organize a National 
Volunteer Week. The USA has undertaken this already for 
more than a decade, but Belgium and the UK have also begun 
such a promotional idea. Put alongside the UN declaration of 
December 5 as International Volunteer Day the idea of nation
al and international celebration of volunteering is now a 
reality. 

8. The world of business and Urn private corporate sector is 
also bei11g recognized as a new source of partnership with 
volunteer interests. Led by the USA where national invest
ment in this partnership is led by Urn White House and local 
partnerships are serviced by the national and local Volunteer 
Centers, the potential of such partnerships is being recog
nized in European countries including the UK, France and 
Italy as well as in Australia. 

9. In many places it is now recognized that self-help and 
mutual aid are a mainstream part of volunteering. Groups 
clustered around a common problem which enable people to 
support one anoilier and encourage the helped to be helpers 
are seen in most countries. Healili and social welfare issues 
often predominate, but economic mutual aid and community 
enterprise can often find a blend in hybrid organizations 
which seek to offer volunteer involvement as part of commu
nity development. 

10. Finally, it is significant that the roots of volunteering 
are seen as Urn significant element in the culture of many 
countries, rich and poor alike. A recognition that the mainte
nance and continuation of democracy, based on the free 
choice of citizens, will be strengthened by the recognition of 
the role of volunteering is important. It needs to be made 
explicit and not merely regarded as a given immutable fact. In 
fact, democracy needs cherishing, and volunteer community 
involvement is a vital nourishment to a nation's deeply root
ed culture. 
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You may reproduce 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 

D or check here if label appears 
on back of this form. 

New Address 

Name (please print) _____________ _ 

Add res.,_ ________________ _ 

City/State/Zip _______________ _ 

Return to: Voluntary Action Leadership, 1111 N. 19th St., Suite 500, Arlington, VA 22209, ATTN: Subscription Dept. 



June 18-22 

June 19-22 

July 10-15 

Sept. 14-16 

Oct. 13-16 

Nov. 6-11 

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

Toronto, CN: Annual VORP Gathering 
Sponsored by the PACT Institute of Justice, the VORP Gathering is a conference for victim
offender reconciliation and mediation programs and those with an interest in such programs. 
Training workshops and resource exchanges are provided for those who want lo start a local 
program 
Contact: PACT Institute of Justice, PO Box 177, Michigan City, IN 46360, (219) 872-3911. 

San Francisco, CA: 1988 National VOLUNTEER Conference 
This eighth annual conference will look toward "Horizons" at the San Francisco Airport Marriott, 
features five track sessions: Volunteer Centers, Corporations, Government, Issues and General. 
Plenary speakers are Henry Cisneros, mayor of San Antonio; T George Harris, editor of American 
Health magazine; Faye Wattleton, 1987 John W. Gardner Leadership Award recipient and execu
tive director of Planned Parenthood Federation; Robert H. Waterman, Jr., author of The Renewal 
Factor and co-author of In Search of Excellence; Fran Solomon of Playfair, Inc.; and John L. 
Garrett, marketing consultant. 

Boulder, CO: Volunteer Management Program, First Level Workshop 
Part of a three-level certificate workshop series, this one-week course is for individuals who are 
relatively new to the profession. Presents specific skills training and current topics of concern. 
Write for brochure. 
Contact: Office of Conference Services, University of Colorado, Campus Box 454, Boulder, CO 
80309, (303) 492-5151. 

Koinonia, MN: 11th Annual Lake Sylvia Conference 
Plan to join your colleagues in the relaxed setting of the Koinonia Retreat Center for this annual 
conference designed for volunteer leaders. Sponsored by the Minnesota Association of Volunteer 
Centers. 
Contact: Vi Russell, Community Volunteer Service, (612) 439-7434 or Mary Evans, Voluntary 
Action Center, (218) 726-4776. 

Denver, CO: 1988 AVA National Conference on Volunteerism 
"Designing Tomorrow Today" is the theme of the Association for Volunteer Administration's 1988 
national conference. 
Contact: AVA, PO Box 4584, Boulder, CO 80306. 

Boulder, CO: Volunteer Management Program, Third Level Workshop 
One week of highly concentrated, in-depth learning experiences for those who have completed 
most of the available training in the field of volunteer administration and are asking for more. 
Tracks are led by top trainers in the volunteer field. Limited enrollment allows for intensive small
group work. 
Contact: Office of Conference Services, University of Colorado, Campus Box 454, Boulder, CO 
80309, (303) 492-5151. 
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