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Money Talks: A Guide to Establishing
the True Dollar Value of Volunteer Time
(PartIl)

G. Neil Karn

Part I of this article examined the
trend toward fixing a dollar value to
volunteer time. The introduction
argued that no system could ade-
quately capture the total contribu-
tion of volunteers and stressed that
the intangible benefits, the volunteer
differential, must be included in any
examination of the volunteer return.

The remainder of Part I was de-
voted to establishing a fair value for
volunteer time. Standard methodolo-
gies such as assigning minimum or
median wage were exposed as serving
to underestimate the volunteer con-
tribution. A new system, the "true
value assessment process" based on
establishing the purchase price of
equivalent paid services, was intro-
duced. The intent was to demon-
strate that the replacement cost of
volunteer time would be substantial
because it would not only take into
account the salaries of paid equiva-
lents, but also the hidden costs of
fringe benefits, paid holidays, and
other leave benefits. The method-
ology was detailed and illustrated for
six volunteer examples ranging from
a Little League Coach, to a member
of a board of directors, to a Big
Brother/Big Sister. A model work-

sheet for the true value assessment
process and an example of its appli-
cation for a criminal justice one-to-
one volunteer are reproduced in the
appendix following Part II.

The true value assessment process
was recommended as a system which
more precisely captures the true
value of a particular volunteer as-
signment (the values established in
the six examples ranged from $6.45
to $18.46 per hour), does it in a more
defendable manner, and will usually
document the volunteer contribution
to be significantly higher than stand-
ard approaches.

THE FULL COUNT OF VOLUNTEER
HOURS

"The government are very keen on
amassing statistics. They collect
them, raise them to the nth power,
take the cube root, and prepare won-
derful diagrams. But you must never
forget that everyone of these figures
comes in the first instance from the
village watchman who just puts down
what he damm pleases."--Sir Josiah
Stamp, England's Inland Revenue De-
partment (about the turn of the last
century)

G. Neil Karn is the director of the Virginia Division of Volunteerism, He is
the former executive director of Offender Aid and Restoration of Virginia,
Inc. He was associated with VISTA for five years in various capacities,
including associate director of the Curber/VISTA Training Center for the
Mid-Atlantic Region. He is a volunteer, a trainer of volunteer managers, and
a consultant to volunteer programs and is a member of the board of directors
of the Association for Volunteer Administration,

This article is exerpted in serial form from Money Talks: A Guide to
Establishing the True Value of Volunteer Time published in 1982 by the
Virginia Division of Volunteerism, Commonwealth of Virginia. It is reprinted
here with permission of the author and the Virginia Division of Volunteerism
which retains sole copyright to the work.
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The impetus for developing this
lengthy article was a strong suspicion
that volunteer directors are inade-
quately documenting and reporting
the true monetary worth of their vol-
unteer programs. Standard practices
were investigated, and the first con-
clusion was that most methods for
establishing an hourly value resulted
in an underestimate of the worth of
volunteer time. That was the subject
of the first installment of this paper.
However, along the way, another
phenomenon was discovered which
may be equally significant in its ram-
ifications for the ultimate volunteer
product. Simply stated, this is the
problem of establishing an accurate
base of volunteer hours served.

Part I of this article was devoted
to establishing a fair market value
for an hour of volunteer time. Our
calculations were based on the pur-
chase cost or replacement cost of an
hour of paid time of staff performing
parallel work. One element of the
equation has been solidified. How-
ever, to compute the volunteer re-
turn, hours volunteered would be
multiplied by the established hourly
value. Thus, if the total of volunteer
hours is not correctly calculated,
then the volunteer product will still
be significantly misrepresented.

Computer specialists have coined
an expression, "gigo," which captures
this principle. Gigo is an acronym
for "garbage in, garbage out." It
means that the information a com-
puter feeds back can be no more
accurate than the original data with
which it .is programmed. It is the
same with our calculations of the
volunteer product. If either element
of the equation is incorrect, the ul-
timate product will be incorrect.

This section will propose that the
volunteer product is regularly under-
estimated because the base of the
volunteer hours is frequently miscal-
culated. Our grounds for this propo-
sition are twofold. First, many vol-
unteers under-report their hours.
Second, recorded volunteer time may
be, hour for hour, more productive

than paid staff time. We will illus-
trate later in this section the ul-
timate impact of these twin phe-
nomena, but first let's examine the
validity of the two premises.

THE UNDER-REPORTING OF VOL-
UNTEER HOURS

Do volunteers, in fact, under-re-
port their time? This premise is
virtually impossible to prove, but we
suspect they frequently do, or at
least many agencies are not correctly
recording the hours for them. Let's
study one set of figures which may
provide some insight. The data in
Table 1 is reproduced exactly as it
appeared in the 1979 Annual Report
of Offender Aid and Restoration
(OAR) of the United States, Inc.

Other examples could certainly be
cited, but this is a particularly good
case study because the data comes
from OAR programs in twenty-three
different communities. Each OAR
Chapter has local variations in its
volunteer services, but all have one
volunteer role in common: the one-
to-one volunteer to a prisoner in jail.
This is the hallmark of the OAR
program nationwide; it is its reason
for being. OAR's entire program
revolves around the volunteer who is
trained to be a friend and counselor
to a person in a local jail.

Close study of the statistics in
the third column of Table 1 ("Hours
Volunteered; One-to-one in Jail") re-
veals that the reported volunteer
hours vary substantially from pro-
gram to program, even among those
which report similar numbers of pris-
oners served (column two). For ex-
ample, twenty-three prisoners aided
in Vanderburg County, Indiana re-
ceived 170 hours of one-to-one vol-
unteer service, while another group
of 23 inmates in Washington County,
Virginia received 2,238 hours! Sixty
prisoners in Chemung County, New
York received 354 hours of volunteer
time, while 63 in Charlottesville-
Albermarle County, Virginia received
2,108. To what can such disparity of
hours volunteered be attributed?
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TABLE 1
Persons Aided by OAR Volunteers in 1979

Prisoners
Aided by a
One-to-one
Volunteer

69
153

Citizen

Volunteers
OAR Site
OAR/Anne Arundel Co., MD 40
OAR/Baltimore, MD 65
OAR/Allegheny Co., PA 30
OAR/Cayuga Co., NY i
OAR /Chemung Co., NY 8
OAR/Tompkins Co., NY 69
OAR/Allen Co., IN 52
OAR/Madison Co.—Re-Entry, IN 31
OAR/Vanderburgh Co., IN 30
OAR/Qakland Co., M1 38
OAR/Cumberland Co., NC 122
OAR/Durham, NC 22
OAR/Guilford Co., NC 20
OAR/Wilmington, NC 45
OAR/Arlington Co., VA 58
OAR/Bristol, VA 44
OAR/Charlottesville/Albemarle, VA 50
OAR/Fairfax Co., VA 68
OAR/Newport News, VA 12
OAR/Richmond, VA 110
OAR/Roanoke, VA 42
OAR/Washington Co., VA 32
OAR/Knoxville, TN 66
Total OAR Movement 1,054

1,199

Hours
Volunteered;
One-to-one
in Jail

1,265

4,264

566
e

354
1,447

229
269
170

1,824
1,373
19

2,400
3,222

652
387
2,108
1,610
[ 2]
3,300
1,335
2,238
966

32,198

Hours

Volunteered;

Other Services

to Ex-offenders
ae

2,685
2,537
L 1 ]

15
290

207
66
424

1,824
133
41
e
..

2,572
434
132
381
162

1,100

ae

1,054

98
14,155

Total
Hours
Volunteered

1,265
6,949

3,103
L 2 2

369
1,737

436
335
594

3,648
1,506

60
2,400
8,222

3,224

821
2,240
1,991

162
6,600
1,335
$.292
1,064

46,353

Dollar

Value*

of Volunteer

Time

$ 6,021.40
33,077.24

14,770.28

1,756.44
8,268.12

2,075.36
1,594.60
2,827.44

17,364.48

7,168.56
285.60
11,424.00
15,336.72

15,346.24
3,907.96
10,662.40
9,477.16
771.12
31,416.00
6,354.60
15,669.92

5,064.64
$220,640.28

®One hour of volunteer time is worth $4.76 according to a 1974 study by ACTION

®&Not Applicable




Certainly local differences, such
as the average length of jail sen-
tences and whether volunteers were
limited to a single relationship, will
result in some variations but, frankly,
these vast differences must be, at
least in part, a product of the manner
in which the hours are being re-
ported. To dramatize the difference,
Table 2 has been prepared with a
fourth column: average hours per
volunteer relationship.

The averages range from 1.58
hours per prisoner aided in Durham,
North Carolina to 240.00 hours in
Guilford County, North Carolina.
Even dismissing the highest and the
lowest averages as mere aberrations,
we still can find averages anywhere
from a low of 5.90 in Chemung
County, New York to a high of 97.30
in Washington County, Vir-
ginia--quite a spread. Furthermore,
there is not much clustering of the
averages, certainly far less than
might be expected of essentially the
same volunteer role within one na-
tional organization.

What conclusions can be drawn
from this example? Obviously, there
are significant discrepancies in the
reporting of volunteer hours which
cannot be attributed to local pecu-
liarities of programming. But what
does this mean for our premise that
the volunteer hours are under-re-
ported? They are obviously incon-
sistently reported, but does that
mean they are under-reported? It
might reasonably be assumed that the
more accurate reports in our OAR
example were those averages in the
middle of the range--some reported
high, others reported low--with the
truth probably somewhere in the mid-
dle.

We are going to propose, however,
that with the exception of the report
from OAR of Guilford County, North
Carolina, which has the appearance
of more imagination than fact, the
higher averages are more likely the
accurate ones, and the middle and
lower averages are a product of un-
der-reporting. Why? Very simply,

people forget to write down their
time. When asked to record time
monthly, or even weekly, the memory
can be a bit hazy. When people
cannot remember exactly, they tend
to understate because they overlook.
The tendency is to err on the con-
servative side.

Businesses and professionals that
make a practice of billing on an
hourly basis such as law firms and
accountants are familiar with this
phenomenon. As a result, they em-
ploy very specific systems for re-
cording their hours daily. They can-
not afford any slippage because hours
worked but not recorded are lost pro-
fit.

It is the same with many volun-
teer programs; they are "losing their
profit" through underestimation of
their hours served. Invariably, volun-
teer programs find that their hours
increase dramatically when they
tighten their recordkeeping by such
measures as instigating sign-in
sheets, supplying volunteers with
logs, or just calling for volunteer
reports more frequently and prompt-
ly. From personal experience, I know
that whenever I have inquired about
the reasons for a significant increase
in hours reported in a particular vol-
unteer program one year over an-
other, very often that director of
volunteer services notes that a good
part of the increase was due simply
to better recordkeeping.

Volunteer leaders concerned with
documenting the true worth of their
volunteer product need to take spe-
cial care to insure that volunteer
hours--the very basis of all their
calculations and projections--are
correctly reported. It is probably the
most imprecise element of the entire
equation. This will be particularly
true of volunteers who work rela-
tively independently, work outside of
the institution which they serve, or
who do not work a regular schedule.
These are the volunteer hours which
are most likely to be under-reported.
Remember, salaried employees get a
regular paycheck every week, but

4 THE JOURNAL OF VOLUNTEER ADMINISTRATION
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TABLE 2

PERSONS AIDED BY OAR VOLUNTEERS IN 1979

OAR SITE

OAR/Guilford County, NC
OAR/Washington County, VA
OAR/Cumberland County, NC
OAR/Richmond, VA
OAR/Tompkins County, NY
OAR/Wilmington, NC
OAR/Charlottesville-Albermarle Co, VA
OAR/Oakland County, Michigan
OAR/Baltimore, MD
OAR/Al1en County, IN
0AR/Anne Arundel Co, MD
OAR/Madison County, IN
OAR/Arlington County, VA
OAR/A11eghany Co, PA
OAR/Fairfax Co., VA
OAR/Roanoke, VA
OAR/Bristol, VA
OAR/Knoxville, TN
OAR/Vanderburg CO, IN
OAR/Chemung County, NY
OAR/Durham, NC

CITIZEN

VOLUNTEERS

20
32
122
110
69
45
50
38
65
52
40
31
58
30
68
42
44
66
30

8
22

PRISONERS
AIDED BY A
ONE-TO-ONE
VOLUNTEER

10
23
26
110
32
90
63
65
153
12
69
15
37
34
106
120
36
103
23
60
12

HRS. VOL-
UNTEERED;
ONE-TO-ONE
IN JAIL

2,400
2,238
1,373
5,500
1,447
3,222
2,108
1,824
4,264
229
1,265
269
652
566
1,610
1,335
387
966
170
354
19

AVERAGE HRS.
VOLUNTEERED
PER PRISONER
AIDED

240.00
97.30
52.80
50.00
45.22
35.80
33.46
28.06
27.87
19.08
18.33
17.93
17.62
16.64
15.19
11.12
10.75

.37

.39

.90

.58

ol A R R
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volunteers are more like hourly wage
employees, whom we pay only if they
submit their total of hours worked.
THE ILLUSIVE PRODUCTIVITY
FACTOR

Now, let us consider the second
factor in the problem of establishing
an accurate base of productive volun-
teer hours: the proposition that re-
ported volunteer time may be, hour
for hour, more productive than paid
staff time. On the surface, this may
appear to be a rather rash statment
and a harsh indictment of salaried
staff. That is not our intent at all.
Let us be clear, we are not in any
way suggesting that paid staff do not
earn their keep. Rather, we believe
that volunteer hours reported may
be, in a significant number of in-
stances, more productive hours than
the routine hours put in at work by
equivalent paid personnel. Let us
explain.

In Part I, a process was developed
for the purpose of establishing the
true market value of volunteer time.
It was based on documenting the fair
purchase price of equivalent paid ser-
vices. Replacement value and equiv-
alency were the key elements.

However, our hunch is that equity
has still not been achieved for volun-
teer time. Experience shows that
volunteers report, for the most part,
only fully productive time or hours
devoted to a concrete purpose. That
is, they report only the hours they
put in tutoring a child, conducting a
tour, counseling an offender, or de-
livering hot meals. The time of paid
staff, in many instances, might bet-
ter be described as hours put in at
the job. There is a decided dif-
ference.

Labor researchers refer to this
factor as "working to full capacity"
and it is seldom achieved. For ex-
ample, have you ever been involved
in a time-motion study in which you
have to report on what you did at
work in time increments of, say, fif-
teen minutes? It can be em-
barrassing. 1 know from personal

experience that I am frequently ap-
palled at my gaps in a day's report.
There are invariably entire blocks of
time for which I cannot account, al-
though I know I was at my desk,
supposedly working. This is the issue
of productive time versus hours put
in on the job. If I can only identify
and consequently record six hours of
time devoted to a definitive purpose,
I still get paid for eight. The vol-
unteer who can identify six solid
hours reports just that.

Let's take another analogy from
the world of paid work. Some pro-
fessionals such as accountants, attor-
neys, and counselors in private prac-
tice operate on the basis of "billable
hours"--hours of professional service
that can legitimately be charged to
clients. They will all tell you that
many more hours are logged in their
practices than can ever be billed.
Although it will fluctuate with the
profession, a general rule of thumb is
that thirty billable hours is a rather
ambitious expectation for a forty

hour week. In a sense, many volun-
teers are reporting only billable
hours.

Let us illustrate a very dramatic
example of this phenomenon and how
it can serve to undervalue volunteer
time. Some volunteer firefighters
serve on an "on call" basis. That is,
they respond to the scene of a fire
when the fire alarm sounds. As a
result, a very high percentage of
their volunteer hours will involve ac-
tually fighting fires. They are work-
ing very close to peak capacity as
firefighters,

In contrast, paid firefighters put
in a considerable amount of their
hours at the fire station waiting for
the call. This is not to suggest that
this time logged at the station is
totally unproductive. Equipment is
maintenanced and made ready for the
next call, fire prevention seminars
are conducted for school children,
skills are refined through in-service
training, and the like. However, it
clearly cannot be said that these
firefighters are working to peak ca-
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Spring 1983



pacity. It is estimated that urban
(salaried) firefighters spend less than
ten percent (}f their time actually
fighting fires.” Clearly, it is unfair
to equate the value of the time of
volunteer firefighters who report
only their hours at the scene of a fire
with the hours of paid firefighters
who spend 90% of their paid time not
fighting fires.

Now the volunteer firefighter is
admittedly an extreme example, but
productivity is a factor in a good
many other volunteer roles. Consider
that staple volunteer job in many
social service programs: the re-
doubtable volunteer driver. This vol-
unteer undoubtedly reports only the
hours spent actually transporting
clients. The driver picks up assigned
clients at a scheduled time and re-
turns home when the task is finished.
The employee equivalent of this vol-
unteer is probably the driver at a
social service center or the person
who drives the agency van or bus at
the senior center or rehabilitation
facility. If the scheduling of his or
her runs is exceptionally tight, the
paid driver may spend as many as
thirty hours a week on the road. The
remaining ten hours? Well, they are
spent fueling the van, writing reports
and, quite frankly, drinking coffee in
the staff lounge. Are the hours of
the volunteer and the employee
equivalent? The hours on the road
are, but the other hours (paid, but
only marginally productive) are not.
Again, we have the impact of the
illusive factor of working to full ca-
pacity.

The OAR example cited in the
discussion of under-reporting is an-
other case in point. The OAR figures
are for "hours volunteered; one-to-
one in the jail.! To figure equiva-
lency, the hourly value would be set
at the purchase price of an hour of
parallel paid services--perhaps the
value of a counselor at the jail. For
the sake of illustration, the hourly
value is probably similar to the value
established for a criminal justice
one-to-one volunteer as estimated in

THE JOURNAL OF VOLUNTEER ADMINISTRATION 7
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Part I of this article, something in
the neighborhood of $8.44 per hour.
But here is the trap of productive
time. For the value to be truly
equivalent, the paid counselor would
have to spend full-time counseling

“prisoners, and there is not a jail

counselor in the world who spends a
full forty hours a week counseling
prisoners (unless s/he puts in scores
of unpaid overtime). Like it or not,
s/he is forced to spend a good portion
of each week on administrative mat-
ters and other activities that chip
away at counseling time. As a result,
the OAR volunteer time is truly un-
dervalued. :

To dramatize this point, if jail
counselors end up spending no more
than twenty hours of their forty hour
week actually counseling, and if the
hourly cost of retaining them is
$8.44, then the actual cost for per-
forming the service for which they
were primarily employed is more like
S16.88 per hour than $8.44. And
$16.88 would be closer to the equiva-
lent value of the volunteer hour!

The impact of this productivity
phenomenon is profound in its con-
sequences. It explains why the dollar
value of volunteer time in the OAR
report is so disappointing. OAR runs
a first rate volunteer program, but
the projections in its annual report do
little to substantiate this. In addition
to using the inadequate figure of
median wage as the value of volun-
teer time, its hours are undoubtedly
under-reported, and the entire report
has been prepared on the assumption
that an hour of fully productive vol-
unteer time is worth no more than
any hour of staff time.

Implications

The twin issues--under-reporting
of volunteer hours and the problem of
equating full capacity hours--have
implications for most volunteer pro-
grams, although not always as dra-
matic as in the OAR example. Con-
sider this simple proposition. If vol-
unteer hours are under-reported by
20% and parallel paid staff are pro-




ducing at full capacity 80% of the
time, then the reported volunteer
hour is actually worth 56.25% more
than the paid staff hour (assuming
equivalency of service).

Let us illustrate:

be done, I am afraid that the options
are not totally satisfactory, but here
are two suggestions for establishing
fair value:

OPTION #1: If volunteers are
reporting only hours of essential

X = hour of productive service (volunteer or paid)

When volunteers under-report their time by 20%, they are in fact producing
5/4 X. When staff work at 80% of capacity, they are producing 4/5 X.
Assuming equivalency of service, does 5/4 X = 4/5 X? No!

Using the hypothetical value of $10.00 per hour of service, the volunteer
product becomes $12.50, while the staff product is $8.00--the value of the
volunteer service is worth 56.25% more than the staff hour (§12.50 + $8.00).

To better understand this issue of
productive time versus hours put in
at work, the National Productivity
Center in Houston, Texas, and the
Office of Productivity and Tech-
nology in the Bureau of Labor Sta-
tistics in Washington, D.C., were
both consulted. Each acknowledged
the validity of the proposition and
each labeled the phenomenon "work-
ing to full capacity." But unfor-
tunately, each also noted that little
definitive research has yet been done
on this subject. They speculated that
the degree to which paid employees
achieve full capacity would vary
greatly according to the particular
activity performed. The more people
work independently and the more
professional latitude people enjoy,
the greater the chance for a con-
siderable shortfall between actual
productivity and working to full ca-
pacity. Conversely, the more routine
and structured the work activity and
closer the supervision, the greater
the chaan that full capacity will be
achieved.

With all that said, what con-
clusions can be reached for the pur-
poses of establishing a fair value for
the volunteer product? How can we
factor this phenomenon into the
equation? Until further research can

or productive service as in the
OAR example, try to establish the
proportion of total paid time that
equivalent paid staff are able to
devote to the same essential ser-
vice. Having established a ratio
of productive time to hours
worked at the job, increase the
value of volunteer time propor-
tionally.

OPTION #2: Since paid staff's
less productive time is attribu-
table, at least in part, to ad-
ministrative work, staff meetings,
training sessions, travel to meet
clients and the like, the produc-
tivity factor can be offset by
counting every volunteer hour.
For example, the frequently un-
reported time devoted to door-to-
door travel, training sessions, re-
port preparation, supervisory con-
ferences, and a myriad of other
incidental activities can be fully
reported and credited as part of
volunteer service. :

Option #2 is recommended as the
more prudent strategy. Why belabor
our conclusions about the pro-
ductivity of paid staff when all we
really have to do is discreetly employ
Option #2 in the compilation of vol-
unteer hours served? In this situa-
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tion, discretion is definitely the bet-
ter part of valor.

Use Caution

Several words of caution are in
order in closing the discussion of the
illusive productivity factor. First,
the need to compensate for the pro-
ductivity phenomenon may not be
present in every volunteer situation.
Volunteers who regularly do their
service inside an institution and fol-
low regular work routines such as
office volunteers, hospital volun-
teers, and many school volunteers
can probably be assumed to be work-
ing at a productivity level parallel to
equivalent paid staff,

Second, the productivity phe-
nomenon can conceivably work in an
inverse fashion. Staff could be work-
ing beyond full capacity--putting in
hours of uncompensated overtime. In
such instances the overachieving of
paid staff would have to be offset by
reducing either the value or count of
the volunteer hours.

Third, this section's detailed ex-
amination of the impact of the pro-
ductivity factor in fairly quantifying
the value of the volunteer product is
intended in no way to invite sweeping
generalizations about the compara-
tive productivity of volunteers and
paid staff. Do not conclude that
volunteers are more productive than

aid staff. That would be both an

impolitic and ungrounded assertion.
Rather, the intent is solely to demon-
strate that frequently utilized meth-
odologies for documenting the value
of volunteer contributions do a dis-
service by not establishing a fair base
of volunteer hours. Our purpose is to
point out the fallacies of standard
systems in order to generate more
valid data on which conclusions of
cost effectiveness can be drawn. it
is not to impugn the work habits of
our paid colleagues.

MAKING THE SYSTEMS WORK FOR
YOU

"The world is moving so fast these
days that the man who says it can't
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be done is generally interrupted by
someone doing it."--Elbert Hubbard

"It is not enough to have great quali-
ties, we should also have the manage-
ment of them."--La Rochefoucauld

"The trouble with opportunity is that
it always comes disguised as hard
work."--Herbert V. Prochnow

At this juncture, the first three
major points of this article--the vol-
unteer differential, the true value
assessment process, and the full
count of volunteer hours--may have
some appeal to you. You may believe
that the proper application of one or
more of these notions might serve to
strengthen the documentation of your
volunteer program's return. You may
also be feeling rather overwhelmed
at the prospect of trying to imple-
ment the systems--particularly the
true value assessment process.

The purpose of this section is to
provide tips on how to make the
entire process workable. The man-
agement maxim, "work smarter, not
harder,"” will be the theme. Most
directors of volunteers are already
putting a significant amount of time
into recordkeeping and reporting.
The new system will require an initial
investment of time in planning and
organization, but from there it should
require no more time to administer
than standard systems.

We have detailed the theory.
Here are some suggestions on imple-
mentation.

Organizing Y our Support

To get a good start, involve your
superiors, particularly your immedi-
ate supervisor. You might tell them
that one of your objectives for the
year is to improve your record-
keeping system and to establish more
concrete measures of the value of
the volunteer program. Ask for their
support in setting aside a significant
block of time in your work calendar
for this task. Tell them you will keep
them apprised of your progress.

Then assemble a task force of
advisers for the project. Potential



members might include a veteran
volunteer, a supportive staff member
who supervises volunteers, and some-
one from personnel or administration
who is familiar with your agency's
classification and compensation poli-
cies. Involve this task force in deter-
mining equivalent classifications for
volunteer jobs, in formulating the
true value assessment computations,
and in establishing standards for re-
cording volunteer hours. The ad-
visers will lighten your load by bring-
ing more hands to the task, bringing
special expertise and insight to your
deliberations and calculations, and
ultimately, affording a broad base of
support and sanction for the new sys-
tem when it is introduced.

Keeping Your Terms Straight

In conceptualizing and discussing
reporting systems, it is of the utmost
importance to understand the dis-
tinctions in the purpose of various
forms of measurement, evaluation,
and analysis which can be under-
taken. Too often, the valuation of
volunteer time is incorrectly associ-
ated with terms such as "program
output," "program effectiveness," and
"cost-benefit analysis." Ultimately,
the misuse of such terms results in
undermining the credibility of the re-
porter. Decision makers usually
know the difference, so beware. The
valuation of volunteer time has just
one correct application in the range
of evaluation options: cost ef-
fectiveness analysis.

Let's see why other forms of eval-
uation do not work when analyzing
the value of volunteer time. The
total dollar value of the volunteer
time in any particular program is not,
in itself, a "program output" unless
the program's purpose is to generate
a maximum of volunteering. This
might be a reasonable objective of a
Voluntary Action Center or a Volun-
teer Bureau, but program outputs for
most volunteer programs are more
likely to be in the nature of the
number of clients tutored, hot meals
delivered, or funds raised.

Neither is the valuation of volun-
teer time any measure of "program
effectiveness." Program effective-
ness evaluations identify absolute re-
sults of a particular program ac-
tivity. In other words, because X was
done, Y happened. An example of
program effectiveness would be the
increased reading levels of clients
after tutorials. The establishment of
the cumulative worth of volunteer
time in a program, as impressive as
that sum might be, is no measure of a
program's effectiveness.

The valuation of volunteer time is
not even a true element of "cost-
benefit analysis," a management tool
derived from business and industry
which measures the investment costs
of a venture or activity versus the
return or benefits. For example, a
manufacturer might weigh the cost
of new machinery against the result-
ing profits of increased productivity.
If $100,000 invested in new equip-
ment promises $150,000 of additional
profits over an eighteen month pe-
riod, this might be judged a worth-
while risk.

"Cost-benefit analysis" is difficult
to apply to volunteer programs be-
cause the benefits are frequently im-
possible to measure in dollar terms.
This is equally true of social service,
cultural, educational, or recreation
programs because market prices are
not available to appraise their social
contributions. Obviously, it is most
difficult to put an absolute dollar
value on the benefit of diverting a
juvenile offender from a life of
crime. Further, the "consumer" of
this volunteer service is not the sole
beneficiary, and the amount s/he
might be willing to pay does not
measure the entire value of the
crime prevention service to society.
A true cost-benefit analysis of a vol-
unteer-juvenile offender program
would measure the dollar cost of sup-
porting the volunteers versus the dol-
lar value of the changed behavior of
the clients resulting from the volun-
teer act[}vity. This is a virtual impos-
sibility.
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Even comparison of the dollar
value of the volunteer time versus
the cost of supporting the volunteer
program is not a true cost-benefit
analysis, because the value of the
volunteer time itself is not a true
"benefit" of the program. Something
concrete must be accomplished to
constitute a benefit.

"Cost-effectiveness analysis" is a
modified version of "cost-benefit
analysis." In the absence of a con-
crete monetary valuation of the ben-
efits of a volunteer program, cost-
effectiveness analysis compares the
cost of providi%g the same benefit in
different ways.

Thus, a volunteer program using
this approach would work from a
fixed objective (such as accomplish-
ing a certain number of job place-
ments or tutorials) and would show
the variation in cost between using
paid employees to accomplish the ob-
jective and the cost of coordinating
volunteers to do the same work. For
example, it cost "X" amount to pro-
duce a job placement with paid staff
and "Y" amount to prodgce a job
placement with volunteers.

A related form of cost-effective-
ness analysis would be to compare
the value of donated volunteer time
(derived from our true value assess-
ment process) against the cost of
coordinating volunteers to produce
the work. The establishment of this
measure of cost-effectiveness is, of
course, what interests most people in
fixing a dollar value to volunteer
time in the first place. A quantified
volunteer product is rather meaning-
less unless it can be compared to the
cost of generating it. For a dis-
cussion of what constitutes a positive
cost-effectiveness ratio, see the
later section of this article, "Measur-
ing and Reporting Success." It is not
the minimum ratio of a dollar re-
turned for a dollar invested that most
people might assume.

Remember the valuation of volun-
teer time has application only in
cost-effectiveness analysis. It should
not be discussed in terms of program
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effectiveness, program outputs, or
cost-benefit analysis. There really is
a difference in these terms, and it is
important to use the terminology
correctly.

OPERATIONALIZING THE TRUE
VALUE ASSESSMENT PROCESS

The following are seven organiza-
tional suggestions for streamlining
the true value assessment process.

1. CLUSTERING THE VOLUN-
TEER ASSIGNMENTS. Review all
volunteer assignments and their ac-
companying job descriptions to deter-
mine volunteer jobs which might vary
somewhat in duties and responsibili-
ties, but could be categorized simi-
larly to establish the equivalent paid
classification and ultimately the
equivalent hourly value. For exam-
ple, a welfare program might find
that telephone reassurance volun-
teers, respite care providers, shop-
ping service volunteers, and emer-
gency fuel intake aides might all be
classified as "casework aides" for the
purpose of establishing equivalency.
Similarly, a school volunteer program
might decide that oral history volun-
teers, homeroom parents, and field
trip coordinators were all "classroom
assistants."

Care should be taken to avoid
lumping all volunteers into the same
category arbitrarily, because dis-
tinctions in responsibilities may mean
distinctions in fair value. However,
it is not unreasonable to do some
clustering.  Classification systems
for paid employees frequently assign
the same position classification and
pay level to staff with varying re-
sponsibilities and job titles.

2. DEVELOPING COMPUTATION
WORK SHEETS. A model work sheet
for computing the fair hourly value
of a particular category of volunteer
work can be found in the Appendix.
This form may be reproduced as is or
modified to meet needs peculiar to
your program.

Complete a work sheet for each
equivalent classification of volunteer
work and maintain the work sheets in



a binder as back-up documentation to
your reports. When questions arise as
to the source of your hourly values,
pull out your binder and display your
calculations. The thoroughness and
detail of the computations should
convince the most severe skeptic.

3. FRINGE BENEFITS SHORT-
CUTS. After calculating the values
of the fringe benefits package for
several volunteer assignments, a
time-saver would be to establish a
standard fringe benefit percentage or
rate for use in computing all equiva-
lency values in your volunteer pro-
gram. One word of caution--the rate
would have to be an average of the
fringe benefits percentages paid at
several pay levels. Due to certain
fixed costs such as hospitalization
insurance and rates with ceilings such
as FICA, the fringe benefit per-
centages will vary. As a general
rule, the fringe benefit percentage
DECREASES as the annual salary IN-
CREASES.

For that matter, if you are really
interested in abbreviating the cal-
culations, a standard percentage
could be adopted as the "inflation
factor" for both the fringe benefits
costs and the consideration of hours
paid but not worked. This inflation
factor would then be applied to the
quoted hourly wage of the equivalent
paid classification to produce the fair
hourly value.

The attractiveness of these short-
cuts notwithstanding, readers are
urged to do the full computations. It
really is not that much more work
once the process is engaged, and the
resulting documentation will have
both the appearance and the fact of
more thoroughness.

4., CROSS REFERENCING THE
VALUES. Once the computations are
finished, it will be helpful to record
the various hourly values you have
established on key items in your
recordkeeping system. You may
want to note the figure at the top of
job descriptions, in the individual
files of volunteers, and on master
logs of volunteer assignments. The

notations can be made in code (831
for $8.31 hourly value) if you prefer
not to draw attention to the value, or
can be recorded openly. That is left
to your discretion. In general, we
believe volunteers will be positively
reinforced to learn the real value of
their time.

3. DEVELOPING RECORD-
KEEPING SYSTEMS. The section
headed "The Full Count of Volunteer
Hours" stressed the importance of
recording hours of volunteer service
correctly., That was essentially a
conceptual discussion stressing a new
approach for accounting volunteer
time. This in itself is not enough;
adequate systems for capturing and
recording volunteer hours must also
be in place.

This monograph will not attempt
to prescribe a recordkeeping system.
Rather, readers are referred to Proof
Positive: Developing Significant Vol-

unteer Recordkeeping Systems by
Susan J. Ellis and Katherine H.
Noyes (ENERGIZE: Philadelphia,

1980). this well-conceived and illus-
trated manual is singularly the best
resource on the subject of record-
keeping for volunteer programs cur-
rently in print. It examines design
questions and offers practical sug-
gestions and workable formats for
basic recordkeeping.

6. DEVELOPING A SUMMARY
REPORT FORM. After categorizing
the volunteer assignments and quan-
tifying their individual true hourly
values, develop a summary report
form which can be utilized for regu-
lar (monthly, quarterly, semi-annu-
ally, etc.) reports of the product of
volunteer hours in your program or
agency. An example of such a report
form can also be found in the Ap-
pendix.

7. MODEL PREFACING STATE-
MENT. Reports containing uncus-
tomarily high projections of the
worth of volunteer time may be met
with a few raised eyebrows. Skeptics
may question any aspect from intent
to methodology. In the words of
Frederick W. Lewis, "the time to win
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a fight is before it starts. The
following prefacing statement is sug-
gested for all summary reports:

Model Statement

The projections of the value of
volunteer time contained in this re-
port are computed on the basis of the
purchase price of equivalent paid ser-
vices. Documentation of the compu-
tations is on file in the Voluntee
Services Office and available for in-
spection. The computations are
based on a total compensation pack-
age and include consideration of sal-
aries, fringe benefits, and other holi-
day and leave benefits of parallel
paid employment. The comparable
position classifications utilized for
establishing the value of the volun-
teer contributions were selected on
the basis of duties performed and
knowledge, skills, and abilities de-
manded of the positions. The total
value of the volunteer time reported
herein represents a fair assessment
of the worth of added services pro-
vided by volunteers,

MEASURING
SUCCESS

"We never know, believe me,
when we have succeeded best...."
--Miguel de Unamuno

AND REPORTING

"To succeed in the world, we do
everything we can to appear suc-
cessful."--La Rochefoucauld

The final section of this article is
dedicated to exposing one last faulty
assumption which has’' encumbered
the process of establishing the true
value of volunteer time. This is the
factor of defining a reasonable stand-
ard for success. How do we know if
the volunteer product is worth the
investment? What is the proverbial
"bottom line"? This section will sug-
gest that frequently-utilized stand-
ards for success are deceptively high,
and that most volunteer programs are
more than measuring up when the
correct yardstick is applied.

The most frequently utilized mea-
sure for determining success is cost-
effectiveness analysis. This entails
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comparing the cost of administering
a volunteer program with the cumu-
lative value of the time donated by
volunteers and is calculated by the
following formula:

Value of Volunteer Time

Cost of Administration

True Hourly Value
x Total Hours

Paid Supervision +
All Other Overhead

Cost
= Effectiveness
Ratio

In other words, the cost effectiveness
ratio compares the dollar value of
volunteer time returned for every
dollar invested in support of a volun-
teer program. To illustrate the ap-
plication of this equation, see Exam-
ple 1.

Conventional wisdom has always
dictated that the cost effectiveness
ratio for volunteer programs must, at
a minimum, be one-for-one or 1.0,
reasoning that the volunteer return
ought, at least, to match the invest-
ment. In fact, expectations for re-
turns of three-for-one, four-for-one
and upwards are commonplace, and
any volunteer program hovering
around the 1.0 ratio is suspect. By
these standards, the FJC program
(1.592) is only marginally successful.

However, the "one-for-one and
upwards" standard is unreasonably
high and patently unfair to volunteer
programs because parallel programs
staffed with paid employees virtually
never achieve a comparable one-for-
one standard--and exceeding it is a
mathematical impossibility.  Why?
Program services delivered by paid
staff have administrative overhead



Example 1

The Friends of the Juvenile Court (FJC) program in Hometown, Virginia
has a single purpose: placing one-to-one volunteers with juvenile offenders.
For a given year, FIC volunteers donated 8,320 hours valued at $8.44 per
hour. The cost of administering the program included $18,000 for a director,
$12,500 for an administrative assistant, $6,100 for fringe benefits, and $7,500
for all other administrative costs including office rent, volunteer mileage,
volunteer training and recognition, liability insurance, and miscellaneous
?perating expenses. The FJC cost effectiveness ratio would be calculated as

ollows:

$8.44/hr x 8320 hours $70,220 1.592

$18,000 + 12,500 + 6,100 + 7,500 $44,100 1

The conclusion: the FJC program returns $1.59 in volunteer time for
every dollar invested in it,

Example 2

A program comparable to FJC delivered with paid staff would have four
counselors (8,320 hours divided by 2080 hours in an annual work year equals
4.0 full-time equivalent positions). Those four counselors would also have a
supervisor, clerical support, and certainly other overhead costs. To establish
the additional administrative expense, let's assign their supervisor a modest
annual salary of $20,000 and the secretary a salary of $12,500. Add $6,500
for their fringe benefits, and assume an additional $10,000 for operating costs
such as office rent, supplies, travel, etc. The total budget for the program
would then be the sum of these administrative expenses plus the compensa-
tion package for the four counselors ($70,220) and would total $119,220. To
compute a comparable ratio of the value of paid staff's time to the total cost
of administering the program, $70,220 would be divided by $119,220. The
resulting ratio: 0.589 to 1!
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costs, too. A comparative ratio of
the cost effectiveness of a program
utilizing paid staff would measure
the value of the paid staff's time
versus the total cost of administering
the program--their salaries included.
In this equation, we would simply
substitute the value of paid staff
time for the value of volunteer time.
See Example 2.

In our hypothetical example, the
Friends of the Juvenile Court pro-
gram would, assuming equivalency of
service, have to return a ratio of only
0.589-to—-one for it to be as cost-
effective as a comparable program
run totally by paid staff. By actually
returning a ratio of 1.592, it is 270%
as effective (the ratio of 1.592 to
0.589)! That is success in the most
quantitative terms.

What constitutes a successful cost
effectiveness ratio for your volunteer
program? That is for you, your sup-
ervisor, or your governing authority
to determine, but do not be bound by
the "one-for-one and upwards" stand-
ard. This criterion Is misguidedly
based on a belief that if a dollar for a
dollar is not returned, then paid ser-
vices could be purchased just as eco-
nomically. That is clearly not the
case. As illustrated in our hypo-
thetical example, a dollar might pur-
chase no more than 59¢ worth of
parallel paid services! A general rule
of thumb would be that a volunteer
program that achieves its program
objectives, that can make a strong
defense for the volunteer differen-
tial, and that can report a cost ef-
fectiveness ratio of 0.70 or better is
probably on the right track. Success,
like beauty, may be in the eye of the
beholder, but it helps sometimes to
focus the vision.

TELLING YOUR STORY:
WAIT TO BE ASKED!

After you have invested time in
organizing a sound recordkeeping sys-
tem, in establishing the true value of
volunteer time, and in quantifying
the total volunteer product, do some-
thing with it. As the old football
coach would say, "the best defense is

DON'T
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a strong offense." Do not wait until
your program is in jeopardy of being
defunded to pull out your statistics.
Tell your story early and often. Vet-
eran speech makers have an expres-
sion that sums up the best way to
make your point: "tell them what
you're going to tell them, tell them,
and then tell them what you told
them."

When you and your task force of
advisers have completed the work of
formulating the value of volunteer
time in your agency, and you have
organized your recordkeeping system
to capture the full count of volunteer
hours, look for opportunities to intro-
duce the new system. This might be
in a one-to-one meeting with your
supervisor, at a staff retreat, at a
board of directors meeting, at a
meeting of the city council, or at a
meeting with funding sources. Pro-
vide your back-up documentation and
do not hesitate to call on your ad-
visers for sanction. This is your
opportunity to see your new system.
You are preparing these decision-
makers for the reports they will ul-
timately receive from you, and you
want them to be ready to believe
your figures when they get them.

As the program year proceeds,
make a list of key individuals to
receive regular updates and then be-
gin formulating reports with clout.
Such a report would consist of: (1) a
strong statement of the volunteer
differential; (2) a report on the
achievement of program goals and
objectives; (3) any data on program
effectiveness (case studies of in-
dividual client successes can help tell
your story in the absence of firm
data); and (4) a report on the cumula-
tive value of volunteer time com-
plete with a cost effectiveness analy-
sis.

Then submit your reports early,
regularly and, if at all possible, be-
fore they are requested. If they are
not asked for, so much the bet-
ter--send them anyhow! This is your
chance to make a positive impression
on decision-makers before end-of-
the-year budget pressures induce



skepticism. Imagine how favorably
your program will compare with
others whose leaders hurriedly pull
together a last-minute report. The

"halo effect" is real, and making a
positive impression where no image
currently exists is child's play com-
pared to reversing a negative one.

Finally, do not hesitate to inter-
pret what you have reported. The
statistics may not speak for them-
selves, particularly to the untrained
ear. In an executive summary or a
personal briefing, highlight that the
program achieved or exceeded a ma-
jority of its program objectives and
that the cost effectiveness ratio can
really be translated to mean that the
volunteer program generated a pro-
duct of service which could be fairly
valued at 270% of what could have
been purchased with a similar invest-
ment in paid staff. Now that is a
report with clout.

PARTING WORDS

There you have it: a system for
boldly, yet legitimately documenting
the value of volunteer time. Hesi-
tant to proceed? Afraid to rock the
boat? Ask yourself why. If you can
identify real external reasons for
caution, then of course it would be ill
advised to rush in. But if your appre-
hensions are self-imposed, remember
that you have an obligation to your-
self and the volunteers you represent
to tell their story--fairly and un-
apologetically. If you do not, who
will? Why stand silent when money
talks?!

FOOTNOTES

IOffender Aid and Restoration of
the U.S.A., Inc,, Annual Report:
1979, Offender Aid and Restoration,
Charlottesville, Virginia, 1979.

2Telephone interview with John
Hall of the U.S. Fire Administration.

3Telephone interviews with
Jerome T. Mark, Assistant Com-
missioner for Productivity and Tech-
nology, U.S. Department of Labor,
and George Sadler, National Pro-
ductivity Center, Houston, Texas.

4Nancy A. Moore, "The Applica-
tion of Cost-Benefit Analysis To Vol-
unteer Programs," Volunteer Ad-
ministration, Volume XI, Number 1,
Spring, 1978, p. 14.

Ibid,

6I_bi(_:l., p. 15.
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Iv.

APPENDIX
Model Work Sheet
True Value Assessment Computations

VOLUNTEER JOBS COVERED: L

ANNUAL SALARY FOR EQUIVA- 1.
LENT PAID CLASSIFICATION

VALUE OF BENEFITS PACKAGE III.

VALUE OF TOTAL COMPENSATION IV,
PACKAGE

V. ESTABLISHED ANNUAL WORK V.
HOURS FOR AGENCY
VI. HOURS PAID BUT NOT WORKED VI.
ANNUALLY
V. HOURS ACTUALLY WORKED ViL.
ANNUALLY
viil. TRUE HOURLY VALUE VIl
IX. NOTES ON THE COMPUTATIONS: IX.
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EQUIVALENT PAID CLASSIFICATION:

SALARY:

FICA:
Retirement:
Health Insurance:

Life Insurance:

Workmen's Compensation Insurance:
Other Benefits:

+

TOTAL VALUE OF BENEFITS =

Annual Salary =
Benefits Package =
ANNUAL COMPENSATION PACKAGE

+

___hours/wk x 52 weeks =

Annual Leave =
Paid Holidays =
Paid Sick Leave =

TOTAL HOURS PAID
BUT NOT WORKED =

ESTABLISHED ANNUAL HOURS =
HOURS PAID BUT NOT WORKED =

ACTUAL WORK HOURS
ANNUALLY =

TOTAL COMPENSATION =~
Actual Hours =

NOTES:

ININN




EXAMPLE

TRUE VALUE ASSESSMENT PROCESS
Criminal Justice One-to-One Volunteer

PROCESS

1. Having established the equivalent job
category, start with annual salary at the
beginning step of the classification
grade.

2. Figure the value of the benefits package
for that equivalent position. Consider
FICA, retirement, workmen's compensa-
tion insurance, life insurance and
health/hospitalization insurance. Add
the dollar value of the benefits to the
annual salary. The sum is the annual
compensation package for that equiva-
lent position.

3. Determine the standard number of work
hours in a year for an employee used in
computing hourly salaries in your agen-
cy. Standards are: 2080 for 40 hour
weeks; 1950 for 37% hour weeks; 1820
for 35 hour weeks.

4, Full-time employees are frequently paid
even when they do not come to work.
Consequently, it is important to the no-
tion of equivalency to establish the ac-
tual number of hours worked annually.
Compute the number of hours that em-
ployees are allowed for leave and holi-
days. Consider: legal holidays, annual
leave and sick leave. Subtract the num-
ber of paid hours for leave and holidays
from the standard number of annual
hours in step #3. The remainder is the
number of actual hours worked each
year.

5. To establish the equivalent hourly pur-
chase price, divide the total established
in step #2 (value of wages & benefits) by
the number of hours established in #&
(actual hours worked annually). The quo-
tient is the hourly cost of the equivalent
position for actual work. Since volun-
teers only report actual hours worked,
this is the equivalent hourly value of the
volunteer work.

1.

2.

3.

5.

EXAMPLE

Probation and Parole Officer Trainees
Grade 7: Annual Salary - $12,731.00

Hourly Wage - $6.12
FICA: $12,731 x .0670 $§ 852.98
Retirement: $12,731 x .0615 782.96
Health Insurance: $91.50x12 1098.00 (a)
Life Insurance: $12,731x .003% 38.19
Workmen's Compensation 100.00

TOTAL BENEFITS $ 2,872.13
Annual Salary $12,731.00
Benefits + 2,872.13
ANNUAL COMPENSATION
PACKAGE $15,603.13

Annual Work Hours for Agency= 2080 hours
(40 hours x 52 weeks)

Annual Leave @12 days per year 96 hours (b)

11 Paid State Holidays 88 hours

6 Paid Sick Leave Days (A verage) 48 hours (c)
232 hours

Annual Work Hours for Agency 2080 hours

Paid Hours Not Worked - 232 hours
ACTUAL WORK HOURS
ANNUALLY 1848 hours

$15,603. +1848 = $8.44 per hour

NOTES ON THE COMPUTATIONS
(a) The monthly health insurance costs to the employer range from $67.80 for a single policy to
$122.64 for family coverage. The Department of Planning and Budget utilizes an average monthly
cost of $91.50 per employee for budgeting purposes based on user experience. (b) All annual leave
days are considered an agency liability because unused annual leave balances are paid off upon
termination. (c) An average sick leave usage of six days per year was utilized although employees
earn 15 days per year. This figure is based on average usage and the State's liability for paying off
one-fourth of unused sick leave balances of terminating employees with at least five years of State

service.
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APPENDIX

OFFENDER ASSISTANCE PROGRAM
VALUE OF DONATED VOLUNTEER TIME
Summary Report for Period Ending

This .Reporting Period ﬂ Total Year to Date
True Hours | ] Hours ]
Volunteer Assignment Ugﬁly 33:%:‘: \Elg!l‘:;\el ) eg?atngate \Elgﬂ;
Board of Directors
Half Way House Advisory Committee
One-to-One Volunteers
One-to-One Team Leaders
R.0.R. Verification Volunteers
Job & Resource Developers
Administrative Support Volunteers
Work Readiness Trainers
Other Volunteers:
TOTALS
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The Motivation of Men and Women
in Volunteering
Karla A. Henderson, PhD

"People offer a quality of service
that cannot be reproduced by a ma-
chine--even in today's world of auto-
mation" (Rush, 1965: 212). the role
of volunteers is increasing in im-
portance as solutions are sought for
the ubiquitous problems that face
communities, institutions, organiza-
tions, and the whole society. How-
ever, volunteers cannot offer a
quality of service without being mo-
tivated. What motivates volunteers
and how will knowing about motiva-
tions aid volunteer administrators?

Many theories of motivation exist
which explain to some extent the
"why" of behavior. These theories
are not mutually exclusive but com-
plementary to each other. Most
theories suggest that to be motivated
in any activity, a person must decide
what will be given to the activity,
what one expects to receive from the
activity, and how great the risk will
be. This is the model of the rational
person.

Motivations for participation in
volunteering may be related to gen-
der differences. Volunteering has
generally been studied in a nonsexist
manner; however, women are gener-
ally the volunteering majority (at
least in social services). It may be
useful to view some of the character-
istics of male and female volunteers
in a particular organizational situa-
tion to ascertain if any differences or
similarities do exist and what this
means in providing a motivational

volunteer climate.

The purpose of this study was to
compare, in a systematic way, the
characteristics and motivations for
volunteering expressed by a stratified
random sample of male and female
volunteers in an organized state 4-H
program. The perspective taken is
meant neither to be a traditional
view of the inherent differences be-
tween men and women, nor a femi-
nist view of the evident similarities
between men and women.

CONDUCTING THE STUDY

To determine the motivations and
characteristics of 4-H volunteers, a
questionnaire survey method was
used. The study was conducted with
200 randomly selected male and fe-
male volunteers in 4-H programs
throughout the state of Minnesota
during the fall of 1978.

A review of the literature pro-
vided a list of possible motivations
which volunteers had indicated as
being important based on other
studies. A list of 27 motivation
statements plus other questions re-
garding characteristics were ul-
timately developed after a panel of
professional 4-H staff members eval-
uated the instrument for face va-
lidity.

The population under study was
4-H volunteers, including local lead-
ers, project leaders, and county com-
mittee members. The mailed ques-
tionnaire was sent to each identified
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volunteer. Three follow-ups were
conducted to attain a response rate
of 82%.

The data were coded, keypunched,
and processed through the SPSS com-
puter program. Descriptive statis-
tics, analysis of variance with an eta
squared statistic, and cross tabula-
tions were used in viewing the com-
parisons between men and women
volunteers. This information cannot
be generalized outside of Minnesota
or with any other group other than
4-H volunteers, but the results give
some indications of the descriptions
of volunteerism as it related to gen-
der differences.

RESULTS
The majority of the sample con-

sisted of women. The composition of -

this sample was due to the pre-
dominance of women who are 4-H
volunteers. However, in the initial
sampling, no attempt was made to
survey an equal number of men and
women. The stratified random sam-
ple was developed from the total
volunteers within the state.

The instrument consisted of 27
questions which addressed the speci-
fic motivations that persons might
have for volunteering. Volunteers
were asked to respond on a 7 point
Likert scale from strongly disagree
(1) to strongly agree (7). These ques-
tions each addressed one of the gen-
eral motivations for participation
outlined in McClelland and Atkinson's
theory of achievement, affiliation, or
power (Hampton, 1972). An analysis
of variance with an eta squared sta-
tistic was calculated to ascertain if
there were any significant differ-
ences between men and women re-
garding these motivation statements.

Only five motivational statements
resulted in significant statistical dif-
ferences between men and women
volunteers. However, the differences
were quite small between the male
and female volunteers.

In general, women had stronger
agreement with all the statements
regarding motivations. Table 1 pro-
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vides a listing of the top ten motiva-
tion statements and the mean score
for males and females. Nine of the
top ten motivations were the same
for men and women, but the state-
ments were ranked in a different
order. The tenth overall motivation
was not considered important to men.
Men volunteers were in greatest
agreement on volunteering because
they liked association with youth
while women ranked volunteering as
most important for being with their
children.

In the five statements which
showed statistical significance, the
differences were in higher scores
(more agreement) for women in all
but one case. Women placed greater
importance on motivations for being
with one's children, liking to help
people, a way to express caring and
concern for others, and preference in
working with groups rather than
alone. Although very low on the
ranking of motivations (26th out of
27), men said they were somewhat
more likely to volunteer because they
liked the recognition that they re-
ceived. As was mentioned before,
even though these five statements
were statistically significant, with
the large sample size, the differences
in motivations between men and
women were not meaningful in an
important way.

The statements regarding motiva-
tions could each be grouped into one
of three general motivations: the
need for achievement or the capacity
for taking pride in accomplishment;
the need for affiliation or the con-
cern for relationships with others;
and the need for power or the desire
to have influence over others. When
these three needs were compared be-
tween male and female volunteers,
there was no difference between the
power and achievement needs of men
and women, but there was a sta-
tistically significant difference for
the affiliation need. Although the
different between men and women
was not great, there was evidence
that volunteering met affiliation




Table 1

Ranking of Top Ten Meansl

Regarding Motivation Statements

N = 164
Statement Women Men Overall
Mean Mean Mean

*I am a 4-H volunteer because
I want to be with my child(ren)
in the 4-H program. 5.91 5.28 5.82
*I am a volunteer because
I like helping people. 5.88 5.16 5.75
I am a 4-H volunteer because I
like associating with youth. 5.74 5.40 5.69
I am a 4-H volunteer because 1
want to have influence on how
young people learn and grow. 5.31 5.28 5.32
I volunteer in 4-H because it
is a way to improve my
community. 5.34 5.36 5.32
*I am a 4-H volunteer because it
is a way I can express my caring
and concern for others. 5.34 4,84 5.25
Volunteering in 4-H gives me a
chance to meet other volunteers. 5.24 4.92 5.20
I am a 4-H volunteer because 1
want to learn new things. 5.23 4.84 5.17
*As a 4-H volunteer, I prefer to
work with groups of people
rather than alone. 5.21 4.44 5.09
I am a 4-H volunteer because I
want to teach and lead others. 5.10 4.92 5.08

1Based on a 7 point Likert scale with
disagree.

*Statistically significant at .05

7 = very strongly agree and 1 = strongly

22

THE JOURNAL OF VOLUNTEER ADMINISTRATION

Spring 1983



needs to a greater extent in women
than in men.

Other analyses were used to view
other differences in characteristics
between male and female volunteers.
A significant difference existed be-
tween males and females regarding
their altruistic or self reasons for
volunteering. Men were more likely
to be altruistic than were women.

There were no statistically sig-
nificant differences between males
and females regarding the number of
years they had been volunteers, the
hours per week which were volun-
teered, the spouse's involvement in
4-H, past membership of the volun-
teer in 4-H, residence, and educa-
tional level. Some differences ex-
isted between men and women in
regard to age--women who volun-
teered were generally an average of
three years older. Family income
was also different between men and
women volunteers. The family in-
come of women volunteers tended to
be somewhat higher than for men
volunteers. However, this difference
was not great.

Volunteers were asked to respond
to several questions regarding their
attitudes about volunteering. In de-
scribing volunteering for themselves,
men and women had similar agree-
ment regarding these statements:
volunteering is fun, is interesting, is
refreshing, is engaged in for its own
sake, releases energy, leads to other
worthwhile interests, leads to co-
operation, makes my life meaningful,
provides an opportunity to relax, and
is its own great reward. However,
analysis of variance indicated there
was a statistically significant differ-
ence between men and women re-
garding two statements: 1) women
described volunteering as providing
for interaction with others more of-
ten than did men; and 2) women de-
scribed volunteering as maintaining
one's personal growth more often
than did men.

The last two questions asked were
in regard to satisfaction with volun-
teering and how long the volunteer
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would continue to volunteer for the
4-H organization.  Although both
men and women were satisfied with
their volunteering, women were sig-
nificantly more satisfied, with a
great difference between the re-
sponses of the two genders. How-
ever, when volunteers were asked to
indicate how long (in years) they
would continue to volunteer, men
stated they would volunteer signifi-
cantly longer than women.

CONCLUSIONS

The main conclusion that can be
drawn from this analysis is that little
difference was found between the
motivations and characteristics of
men and women who volunteer in 4-H
programs. This may be no great
surprise to most persons, but it does
point out the need for similar kinds
of recruitment, supervision, training,
and recognition for  volunteers
whether they are men or women.
There do appear to be differences in
the kinds of affiliation needs and
some indication that women are more
satisfied than men with the kinds of
experiences associated with volun-
teering. However, these differences
probably do not warrant any unique
techniques for recruitment, super-
vision, training or the rewarding of
male and female volunteers. When
basic motivational theories are ap-
plied to volunteerism, gender (sex)
differences do not become evident in
light of important, basic human
needs.

The evidence of similarities in
motivations and characteristics be-
tween male and female 4-H volun-
teers supports the need to look at the
characteristics and basic needs of
volunteers in a broad light. As a
result of this study and other similar
studies, one major conclusion can be
drawn: men and women have similar
motivations and volunteer attitudes,
even though women tend to volunteer
more often.

RECOMMENDATIONS
Although gender differences ac-



counted for little difference between
the motivations of men and women,
other broad conclusions can be drawn
about motivations.

Some recommendations which
volunteer administrators may wish to
consider include:

1. People do not volunteer with-
out certain kinds of expectations.
The expectations provide a motiva-
tional climate. As a volunteer co-
ordinator recruits and orients volun-
teers he or she must be aware of the
kinds of expectations which will mo-
tivate particular individuals.

2. Volunteer programs must be
coordinated with the volunteers al-
ways in mind. Working with volun-
teers includes a careful match of the
volunteer's skills with the organiza-
tion's tasks.

3. Volunteers' motivations may
change over time, depending on the
situation. The volunteer administra-
tor must be aware of the changes and
seek to find new ways to motivate
volunteers.

4. In general, volunteers tend to
have high affiliation needs. People
volunteer because they like to be
with people or at least feel they are
doing something for the good of
others. Volunteer opportunities
should be developed which can nur-
ture these motivational needs.

No simple answer exists regarding
how to motivate people or how to
motivate volunteers. What motivates
one person may not motivate an-
other.  Psychologists have studied
motivation for many years and have
developed a number of theories. In
volunteer service, we have just begun
to find applications of motivation
theory which can be used in the field.
It is doubtful that we will ever find
the answer of how to motivate volun-
teers. By understanding how volun-
teers (both men and women) are mo-
tivated, volunteer administrators can
better help volunteers enhance their
quality of service in the human ser-
vice organization.
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< Abstracts )

To: Our Readers
From: Gordon Manser, Abstracts Editor

In this issue of THE JOURNAL, we are pleased to introduce a regular
feature: abstracts of articles appearing in other publications, dealing with
aspects of volunteer administration. It is our hope that this Abstracts section
will serve as a useful "Reader's Guide" to articles of direct professional
interest to volunteer administrators. o

Volunteerism is receiving widespread attention today and articles relevant
to our field have appeared recently in publications as diverse as: Psycholo
Today; Ms. Magazine; Working Woman; Ladies Home Journal; Saturday
Review; Business Week; Time; Redbook; Saturday Evening Post; Harvard
Business Review; and Family Circle. And we are sure this is just a beginning!

The key to the success of the Abstracts section is to have as many people
as possible reviewing the contents of as many different publications as
possible, so that we can find the articles referring to volunteerism. Because
no one person can have access to the growing literature within and about our
field, the success of this undertaking wil depend--to a unique degree--upon
the enthusiastic cooperation of many JOURNAL readers.

There are three major ways to assist in this effort:

1. A large number of people are needed to serve as "SCANNERS," who
will take responsibility for regularly reading/skimming 2 or 3 periodi-
cals, spotting articles relevant to volunteerism, clipping them, and
sending them to the Abstracts Editor. (This can be done for
magazines to which you already subscribe or to which family mem-
bers/friends subscribe--let us know the variety you have access to.)

2. Several persons will be needed to serve as "ABSTRACTORS," who
will be available to read articles from time to time, abstract them
according to guidelines, and return them to the Abstracts Editor for
publication.

3. A few persons will be needed to serve as "SUMMARIZERS," who will
occasionally be invited to read an extraordinarily significant article
and report upon it in some detail.

Every reader can help by being alert to articles and taking the time to send
them to the Abstracts Editor for abstracting. We thank you all in advance.

An Abstracts project cannot be developed in the abstract! Some
experience is necessary. As time goes on, we will develop criteria for
selection of articles to be abstracted, create a classification of subject
matter for reference purposes, and assemble a list of as many sources as
possible wherein articles of interest might be found.

Please complete the following and let us know what part you want to play
in this Abstracts section of, by and for volunteer administrators:
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Send to:  Gordon Manser, Abstracts Editor
Belgrade Lakes, Maine 04918
(207) 495-7736

Date:

E:l I am eager to serve as a regular SCANNER for the Abstracts section.

@1 subscribe to the ® I have access to the
following publications: following publications:

3 1 am available to be an ABSTRACTOR.
D I am available to be a SUMMARIZER.

Name:

Address:

Telephone: day( ) evening ( )
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What follows are the first three Abstracts. Subsequent JOURNAL
issues will contain quite a number more. We will abstract the most
current articles, but will also try to "recap" key articles appearing within
the last two years.

"Vista's Lost Horizons"
Ann Hulbert
The New Republic, August 30, 1982

Ms. Hulbert spells out the contradiction underlying the Reagan Adminis-
tration's efforts to dismantle the VISTA volunteer program and Mr.
Reagan's pledge "to restore, in our time, the American spirit of volun-
tarism." the reason, she believes, is simple ideological animus which goes
to the nature of volunteering itself.

The conservative view, embraced by the Administration, is that volun-
teering ought to be confined to individual acts of direct service. Liberals,
on the other hand, see volunteering in addition as progressing from "case
to cause," including social action, confrontation, activism, and having as
one goal the empowerment of people. The key word, Ms. Hulbert
believes, is "empowerment" and the key issue is what the role of the
Federal government ought to be.

"Volunteerism"
Julia Klein
Working Woman, June 1982

Ms. Klein provides an overview of new societal trends and accompanying
changes in volunteering, particularly as these affect, or are affected by,
women. She calls attention to new perceptions, motivations, and expecta-
tions as these are influenced by more women moving into the labor
market; the expectation that volunteering will increase marketable work
skills; and the demands of women for greater representation on boards of
directors and in managerial positions.

The influence of President Reagan's call for more volunteers and for an
increased commitment from business is noted. In face of severe cutbacks
in human service programs, the question is raised: how much of the slack
can new volunteers and business pick up?

As an addendum to Klein's article, Ruth Messenger describes recent
developments by which many corporations are making an increased
commitment to volunteering via leadership training programs, released
time, and social service leaves.
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"Volunteerism: An Interview with Deborah Szekely"
Earl C. Gottschalk, Jr.
Family Circle, June 8, 1982

In this wide ranging interview, Ms. Szekely, described by Mr. Gottschalk
as one of the "top women achievers in the country,” recounts the
importance of volunteering in her life. Beginning with her early days as a
housewife in Mexico, where she milked goats, worked in the fields and (in
her words) "was miserable," the interview takes her through a succession
of progressively responsible volunteer activities to a successful business
career and, although she never attended college, to a post as chairperson
of the Board of Overseers of the University of California at San Diego.

Ms. Szekely attributes much of her increase in "decisiveness, her motiva-
tional and managerial skills, and her leadership ability" to her volunteer
experience. She believes that every woman, notwithstanding job and/or
family, should spend 15 percent of her time volunteering, not by coin-
cidence the same amount that businesses spend in their budgets for
research and development.
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A Sampling from the
1982 National Conference on Volunteerism

In the first issue of THE JOURNAL OF VOLUNTEER ADMINISTRATION,
we promised to devote part of each Spring issue to some documentation of
the previous Fall's National Conference on Volunteerism. This is not an
attempt to print "Proceedings" in a formal sense. Rather, workshop leaders
and major presenters have been given the option of submitting their speeches
and materials to THE JOURNAL for dissemination to a broader audience.
Submissions are screened by the Editorial Reviewers, but are selected under
different criteria than are regular articles. For example, speeches are
accepted for their pertinent content, while their style can--and should--read
on the printed page as though they were being "heard."

Workshop-based articles can follow a variety of formats. Some lend
themselves to the tone of a more formal paper presentation. Others work
best as summaries, highlighting what was exchanged between the leader and
the workshop participants. Others outline the major points discussed and the
handouts distributed.

The 1982 National Conference on Volunteerism (sponsored by the Associa-
tion for Volunteer Administration) was held on October 20-23 in Anaheim,
California. A wide range of speakers offered a smorgasbord of topics to
conferees. The following pages contain only a few samples of the diversity of
thought-provoking sessions:

-- the sincere and moving acceptance speech given by Marlene Wilson
after receiving the Association for Volunteer Administration's Dis-
tinguished Member Service Award;

-- the challenging address by Kerry Kenn Allen on the future of volun-
teerism;

-- three of many workshops offered: one on disabled persons as volun-
teers; one on barter and collaboration; and one on older volunteers.

At the end of this Conference Highlight section, look for advance
information on the 1983 National Conference on Volunteerism, scheduled for
October 12 to 15 in Milwaukee, Wisconsin. The planning committee has
already developed an exciting outline of events. And this year, conference
speakers will be asked in advance to submit materials to THE JOURNAL for
the 1984 Spring issue--so this Conference Highlights section should grow
each year. See you in Milwaukee!
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1982 National Conference
on Volunteerism

Association for Volunteer Administration
Distinguished Member Service Award
Acceptance Speech

Marlene Wilson

I was pleased when my good friend and colleague, Marion Jeffrey,
introduced me yesterday as "a woman for all seasons." That assures me that I
do, in fact, belong in this wonderful and challenging field of volun-
teerism--for I see it as a field for all seasons. May I share this analogy with
you:

This is a field that experiences winter-time. Those are the periods each
of us in this room have lived through when needs seem endless and we ask
ourselves: "Why do we keep trying to make a difference? It's useless." I get
a mental image of Dr. Zhivago trudging wearily over barren, desolate snow
fields--no end in sight. Ideas seem to lie fallow, buried deep within us, and
we tend to forget the law of nature that something old must die before
something new can be born.

These periods illustrate what Carl Sandburg so wisely observed: "Life is
like an onion; you peel it off one layer at a time--and sometimes you weep!"

This is a field that celebrates spring-time. Finally those ideas and hopes
buried deep within us break forth and we regain our hope and vitality. Fresh
perspectives bring new growth and we change our question of "why?' to "why
not?" Ideas spring forth that were quietly germinating during the long, cold
winter and we eagerly begin again. We remember the importance of laughter
and humor in lightening our tasks.

This field experiences summer. This is the fulfilling time when we see the
new ldeas come to fruition. They take root and finally blossom into
something that matters--something that will make a difference. And it is
then we remember clearly why we do what we do--and why we willingly pay
the price to do it.

The one part of summer I keep hoping for each year, but never in 15 years
have experienced, is the "lull" that is supposed to occur--those lazy days
when "the livin' is easy." Somehow, when I was a VAC Director and now as a
consultant--that never quite happens with us!

But we do experience the heat. Whenever one is on the cutting edge and
innovating, one must expect to "feel the heat"--and that we do a lot! I have
found it is primarily the innovators from other fields (social work, education,
theology, etc.) that are drawn to our field--so our summer-time question is
often "what next?

Volunteerism is also a field of autumn. As I walked in our park in Boulder
shortly before I came here, I was awe-struck by the incredible beauty of our
fall colors. You know those moments when the beauty takes your breath
away and all you can do is stand in awe and enjoy.
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We have those times of special beauty:

-- When we see the harvest of our labors.

-- When we remember those special people who make our field so
colorful and alive (the volunteers, volunteer directors and clients).
This is anything but a dull group!

-- When we come together for days of celebration like this.

Fall is also when we look back on our year and ask was it good? What
were our "well-dones"? What are our opportunities for improvement?

Yes--I am so grateful to be a part of this "field for all seasons." How
wonderful to love my work so much that my husband, Harv, has to remind me
from time to time that it is work. Our advice to our Rich and Lisa is simple,
now that they are both young adults and seeking their future: "Look until you
find what you love to do--and then do it!"

I find my colleagues in this field to be exceptional people--you, too, love
your work; you are lifelong learners; and you are on a journey of becoming, 1
am so grateful to be honored with this award by such a group as AVA. Thank
you all.
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1982 National Conference
on Volunteerism

The Future of Volunteerism:
Impetus for a Strong Foundation
Kerry Kenn Allen

- It is a great pleasure and honor to
have been invited here and I'm par-
ticularly pleased to be able to kick-
off this special seminar day for this
year's National Conference on Volun-
teerism. Let me start by telling you
that as I look at the conference pro-
gram I'm impressed that this seems
to be the most comprehensive and
innovative conference ever sponsored
by AVA. The planners are to be
commended for their creativity and
for the diversity of views they've
built into the conference. The pro-
motion for the conference under-
stated the role of the so-called
"stars" with good reason because in
this case the program itself is the
star. Today is particularly unique
and important as the time to concen-
trate energies early in the con-
ference, while we still have the en-
ergy, on five critically important
subjects. And 1 hope this morning
that I can reflect the importance I
see in those subjects by paralleling
them in my remarks.

I have three tasks today: first, to
remind you of VOLUNTEER, our
goals and priorities; second, to report
to you on the aspects of the Presi-
dent's Task Force that are most rele-
vant to us in the volunteer com-
munity; and, third, to reflect with
you on what the future holds for
volunteering and on the roles we can
all play together in that future.

Let me begin then by talking for a
few moments about VOLUNTEER.
Most of you know who we are and
what we do. So, instead of simply
reviewing our programs I want to
focus instead on what we think is

most important for us, on the things
we are trying to accomplish. Last
year our board of directors went
through a planning process which
concluded in their adoption of a long-
range plan that lays out our priorities
for the next three to five years. I'd
like to share them with you. They
are: first, to increase public aware-
ness; second, to increase acceptance
of the value of volunteering among
key decision-makers in government,
business, education and organized
labor; and third, to increase the
amount and effectiveness of vol-
unteer involvement, particularly
among those groups that may be
under-represented in volunteering to-
day.

All of our programs and activities
grow from these priorities. Why did
we establish these? First, we believe
volunteering still has an image prob-
lem and that we must all work to
improve the level of understanding of
the value of volunteering, both
among the general public and among
key decision-makers in other seg-
ments of our society. Second, we
believe that volunteering is increas-
ingly important both for what it ac-
complishes and for the values it
brings to society, so we want to
spend some more time talking about
those values. Third, we believe that
the volunteer community is not pow-
erless but rather that by working
together we can shape our own future
and can have an impact on the world.
But that can only happen if we begin
to behave as a community that has
shared values. So that's what VOL-
UNTEER is all about: improving the

Kerry Kenn Allen is Executive President of VOLUNTEER:

Center for Citizen Involvement.

The National
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image, selling the values, strengthen-
ing the community. We hope you will
want to join with us in that work.

THE PRESIDENT'S TASK FORCE

Let me turn my attention next to
the President's Task Force on Private
Sector Initiatives and tell you speci-
fically about those aspects of the
Task Force's work that have the
greatest relevance to the volunteer
community.

First, the Task Force has ap-
pointed a special committe on Mar-
shalling Human Resources chaired by
Frank Pace, the president of the Na-
tional Executive Service Corps.
Frank took the unique step of reach-
ing out to national voluntary or-
ganizations to identify their primary
concerns about volunteer involve-
ment and to build the work of this
committee around those concerns.
The work of greatest importance will
be the new relationship he is helping
us to forge with organized labor. For
the first time, representatives of na-
tional voluntary organizations and
labor unions at the national level are
sitting together, talking about the
role of volunteers, particularly at a
time of high unemployment and bud-
get-cutting, examining how we can
both continue to meet needs through
the great involvement of volunteers
and also provide economic security
for today's paid workers. This is a
tremendous break-through and one
which we believe will continue to
bear fruit for many years into the
future.

Second, the Task Force has man-
aged to capture the attention of the
media about the role of the private
sector in problem-solving in the
United States. For the first time we
see the media seriously interested in
examining the role of individual citi-
zens and of their organizations and
institutions in delivering services and
meeting local needs. It is going to be
up to the rest of us, after the Task
Force concludes its work, to capi-
talize on this new opening. Third,
the Task Force has been particularly
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sensitive to the way in which the
mobilization of human resources can
complement cash contributions. In
its contribution strategies recom-
mendation to corporations, the Task
Force recommends not only an in-
crease in cash contributions, but also
calls on companies to match all cash
contributions on a dollar-for-dollar
basis with an equal amount in value
of non-cash contributions: in-kind
services, donated goods and, most
importantly, volunteer time.

We must remember that the Task
Force will be in existence only for a
short time (ed. note: The Task Force
officially completed its work on De-
cember 31, 1982) and was appointed
to fill a specific need to help the
current Federal administration raise
public consciousness about the role of
the private sector in problem-solving,
consistent with President Reagan's
philosophies in this area. It has taken
as its primary responsibility the pro-
motion of greater private sector in-
volvement without regard to areas in
which citizens and groups choose to
become involved. Naturally, many
will be disappointed that the Task
Force has not done enough or that it
has not done what they feel to be the
right things. But the Task Force is
only a beginning and the true value of
its work will become evident only to
the extent that the rest of us take
advantage of the doors that they've
opened to further stimulate private
sector involvement.

Let me turn now to the discussion
of the future--what it holds for vol-
unteering and how we in the volun-
teer community can begin to have an
impact on that future.

VOLUNTEERING IN THE FUTURE
Let me begin by discussing those
factors that are most likely to affect
the nature and scope of volunteering
in the future. They fall into three
categories:  those that shape the
world in which we work and live;
those that shape the people with
whom we work; and those that will
shape the role we can play as a



community.

Factors that Shape the World

First, those that will shape the
world in which we work and live.
There are three of these. The first is
the changing nature and composition
of the population. Peter Drucker,
the renowned management consul-
tant, has said that in the last decade
of the 20th century, population will
be the least stable and most drasti-
cally changing element in society and
world politics, and probably the
single most important cause of turbu-
lence. In developed countries we
face declining birth rates--a baby
"bust" rather than a baby "boom."
Within a few years we'll begin to face
shortages of young people entering
the job market and available for tra-
ditional jobs and we'll witness tre-
mendous change in the proportion of
youth and elders. At the same time,
developing countries will face the re-
verse--how to deal with their success
in reducing infant mortality and their
rapidly growing population.

Demographic changes, then, will
lead to the second factor: the chang-
ing nature of work. Specifically, this
will involve: the continued rise of
high technology; the loss of industrial
capacity in developed countries; the
impact of longer life expectancies
and the improved vitality of older
people; the increase in skill and edu-
cational level of younger people, thus
increasing their expectations; and the
growth of part-time workers and the
desire to shift careers.

Third, we'll face rapidly changing
economic conditions. Two years ago,
in the National Forum on Volun-
teerism, our projections focused on
inflation as the key economic prob-
lem facing voluntary organizations.
Today we look back in wonder as we
are gripped by recession and, for
many, depression. Unemployment is
rampant and, many fear, becoming
permanent. There's little solace in
the fact that the passage of time will
solve that problem. The world's sys-
tem of credit seems on the verge of

collapse and every solution seems to
cause greater problems. Worst of all,
there's the psychological impact of
instability and economic uncertainty,
resulting in people being less willing
as well as less able to participate in
the full life of their community.

In short we are facing a turbulent
world in which developed countries
must confront the realities of their
limitations and the price they now
must pay for their development,
while developing countries must
choose whether it is wise to follow
that same course or whether it is
even possible to do so. We're facing
a world in which the search is on for
alternative ways of doing business,
delivering services and living our
lives.

Factors that Shape People

Second, then, we must be con-
cerned about the people with whom
we will work. There, the most im-
portant shaping factor is the prevail-
ing attitudes and values of the people
themselves. Drucker may be right
about the importance of population
shifts to the world at large. But our
work is most likely to be shaped by
people's attitudes. How do the
people who we hope will volunteer
feel about the role of the individual
in society? About their own personal
life-styles and the role of helping in
them? About unpaid work and its
relationship to paid work? About
demands of the powerless for se-
curity, opportunity and power?
About the possibility of better times?

Already we must deal with con-
flicting forces: the self-awareness
movement and those who believe we
must turn inward first; the rise of
conservative political views, long on
the rhetoric of self-help but short on
resources to promote or support it
(and unwilling to grant the power
that must come with it); and the rise
of the "new aquarians" who are cre-
ating their own form of elitism. Per-
vading all of this is the return of the
"me first" attitude. Into this we
wade with our talk of volunteering.
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Factors that Shape Our Role

Third, then, we must be con-
cerned with the role we will play and
the factors that will most shape us. I
believe there are four of those. The
first is our view of ourself as an
effective working community. Do we
have confidence in ourselves and our
influence or do we persist in seeing
ourselves as powerless?

The second is the way in which we
work together with the major insti-
tutions of society. Do we aggres-
sively seek areas of mutual interest
with one another or do we retreat to
our own self-interests? Have we
built effective communications and
working relations with business, or-
ganized labor, government and re-
ligion?

The third factor that will shape us
as a community is the availability of
leadership and funding resources. Do
we command the attention and in-
volvement of talented, creative,
committed people? Are we building
funding sources that will sustain us
and insure our independence?

The fourth factor is the nature of
the value system that guides our
work. Do we discuss it; do we pro-
mote it?

POSSIBLE FUTURES

In the face of this massive re-
shaping of our world what, then, is
likely to happen to volunteering? Let
me suggest to you seven possible de-
velopments, things that we may see
happen some time in the future.

First, volunteering potentially
will become more isolationist, both in
what individuals are willing to do and
within national boundaries. Already
we're seeing the rise of self-help and
mutual assistance, particularly
among those who traditionally have
sought to help others. The great
middle-class is seeking economic re-
lief, escape from personal problems
and personal growth. And from that
comes the increase in "close-to-
home" volunteering, both geo-
graphically and within one's own peer
group. This is complicated by the
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growing survivalist mentality that
many have in the face of continued
economic uncertainty. An unin-
tended consequence of these develop-
ments may be that we will begin to
retreat from those who are most in
need and from global problems be-
cause of the immensity of the task, a
lack of power and a lack of clear
solutions. Do we as leaders of the
volunteer community then place as
much value on this new form of vol-
unteering? Is this the kind of self-
help and mutual assistance we wish
to promote?

Second, we are as likely to see
volunteers creating alternative eco-
nomic and service delivery systems
that are more humane, responsive
and equitable as attempting to re-
form existing institutions. This is a
natural outgrowth of experiences in
the 1960s and 1970s and will result in
creative new approaches. But po-
tentially, it will strip existing institu-
tions of their most creative leader-
ship and resources. Those most in
need might be left behind again be-
cause they have no resources to par-
ticipate. This may also exacerbate
tensions between volunteers for
social change and direct service vol-
unteers.

Third, government is likely to
emerge as a primary consumer of
volunteer services as public sector
resources shrink. There's likely to be
a preoccupation with involving volun-
teers in the physical aspects of prob-
lems such as maintenance of public
facilities, thus exacerbating employ-
ment problems by removing the low-
skill jobs that so many need. So
government will likely be the setting
for confrontations between paid and
unpaid workers. Likewise, non-gov-
ernmental organizations may be un-
able to compete effectively for vol-
unteers with a public sector that,
while short on resources, still can far
outspend those of us in the private
sector if it chooses to do so.

Fourth, volunteering increasingly
will be viewed in the context of paid
employment: as a way of developing



skills or gaining experience; as a
means of personal fulfillment for the
underemployed; as a way of extend-
ing one's useful work life; as a way of
meeting personal economic needs
through mutual assistance work. For
those of us in leadership positions
this will necessitate an upgrading of
our efforts to document and cre-
dential volunteer work, and we'll
need to be advocates for the ac-
ceptance of volunteer work by em-
ployers. We're going to need to solve
our problems with paid workers,
guaranteeing economic security but
recognizing that both paid and unpaid
workers have a unique role to play.
We must recognize that by defini-
tion we cannot have a conflict with

professionals if by "professionals" we

mean skilled, caring people acting in
the best interest of others--because
that also describes many volunteers.
Rather, our dispute is with those
who, to protect their status, au-
thority or livelihood, act to maintain
the dependency of those in need and
hinder helping through bureaucratic
entanglement, senseless regulation
and technical mumbo-jumbo. In that
dispute we must stand squarely on
two principles: the right of con-
sumers to services that give them
control over their own destiny and
the right of unpaid workers to help
solve problems.

Fifth, the paid workplace will be
increasingly important as a source of
volunteers, and already we see the
growth of corporate volunteer pro-
grams and employee involvement ef-
forts. The hesitancy of the business
community to take risks may limit
the role these volunteers will play,
particularly in consumer-controlled
or advocacy organizations. But it
also means that we must build the
capability of volunteer-involving or-
ganizations and agencies to work ef-
fectively with the business com-
munity so that we make the most
effective use of their resources and
yet are not dominated by them.

Sixth, despite the steadily in-
creasing importance and visibility of

volunteering, there's not likely to be
proportionate increases in funding
available to support volunteer pro-
grams. Thus, we'll have tension be-
tween our need to demonstrate the
level of skill needed in volunteer
management (thus justifying re-
sources) and the equal need not to
over-professionalize our field. Fu-
ture volunteer managers outside in-
stitutional settings are likely to be
volunteers rather than paid em-
ployees, but potentially with rapid
turnover if they choose to enter the
paid workforce. Within institutions,
management of volunteers must be
integrated with other human resource
management functions. For resource
organizations this means that we
must pay increased attention to vol-
unteer leaders and individual volun-
teers.

Seventh, volunteers are likely to
become increasingly politicized for
three reasons: it will come in re-
sponse to political forces that seem
to be acting contrary to the best
interests of people volunteers are
seeking to serve; it will be part of
the general declining confidence in
our leadership and our institutions
and the search for alternatives; it
will come as part of the world-wide
search for a more positive and hu-
mane value system to guide both our
personal lives and our society.

SHARED VALUES

I want to remind you that these
images of the future apply not only
to the United States but around the
world. Volunteering after all is not
strictly an American phenomenon but
rather exists wherever there are car-
ing people. I had the opportunity in
September to participate in two in-
ternational conferences in England
and met volunteers from over 25
countries: from Great Britain and
Australia where they have volunteer
management and support structures
very parallel to ours; from Zimbabwe
where they're bringing together black
and white voluntary organizations as
one way to heal the wounds in that
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war-torn country; from Indonesia
where they're reminding residents of
rural areas that it is part of their
cultural heritage to help their neigh-
bors; from Hong Kong where they're
working hard to create neighborhood
volunteer efforts;and from Bangla-
desh where the mosques are becom-
ing the center of community volun-
teer effort. I came away from those
conferences feeling that there's much
more that ties us together around the
world than pushes us apart, that
slowly but surely we are becoming a
global volunteer community.

The most critical element tying
that global community together is
the sense of shared values that we
have. Let me close by talking a little
bit about our value system. There
are four values that seem to me most
inherent in volunteer work.

The first of these is caring. As
volunteers we are saying that it is all
right to care; it's not strange, it's not
out of step, it's not uncool. It's all
right to care about other people and
their problems and to translate that
caring into positive action.

Second, we believe the problems
can be solved. At a time when
people at all points on the political
spectrum are telling us that it's im-
possible to solve problems and that
we can only deal with the symptoms,
volunteers are saying that problems
can be solved and that individual citi-
zens and their institutions can play a
key role in finding those solutions.

Third, volunteering is synonymous
with freedom, the freedom to choose
our priorities and as individuals to
choose how we will give our time,
talent and energy to build a better
world.

The fourth value, and perhaps the

most important, is that of em-
powerment. Simply put, as volun-

teers we believe that every person,
no matter their background, educa-
tion, race or economic status, that
every person, has the right to be ef-
fectively involved in making those
decisions that are going to affect his
or her life and the lives of his or her
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neighbors, family and community.
People do not volunteer to maintain
dependency. Rather they volunteer
so everyone can be as self-sufficient
as you and I.

Now there's a danger implicit in
discussing these values because
through discussion we take on an ob-
ligation to make those values visible.
That leads us naturally to involve-
ment in complex and controversial
issues, because our values are threat-
ening to many.

Not without reason is there con-
cern among volunteer leaders about
involvement in politics. But let's
recognize the reality of the world
about us. Today even the question of
helping is a political one. No longer
are there "safe" areas for volunteers.
Do we celebrate those who feed the
hungry, clothe the naked, and shelter
the homeless, but not those who seek
to give them a voice in the corridors
of power? Do we celebrate those
who work with the physically and
mentally ill but not those who fight
for the rights of the ill to choose
their own treatment or for a healthy
workplace and environment to pre-
vent illness? Do we celebrate those
who rebuild from the ravages of war
but not those who seek to prevent
war?

Is volunteering by its nature and
values a political act? Consider that
we now live in a world in which we
have the capability to alleviate much
of the existing human suffering, if we
choose to do so. Let me give you just
one example. For the world's most
needy, the poorest segment of hu-
manity that makes up over 50 per-
cent of the world's population, accel-
erated progress is not a question of
possibility but one of choice. James
Grant, executive director of
UNICEF, has estimated that an extra
10 billion dollars annually is the
amount necessary over a decade or
more to break the back of hunger and
malnutrition and some of the worst
health problems the world faces. A
large amount? Possibly. But is it
large when you consider that it's



equal to one week's arms expendi-
tures around the world? Or is one
quarter of what the United States
spends on alcohol in a year? Or one
fifth of what the world spends on
tobacco each year?

Our values are political values. If
not because we wish them to be, then
because the world makes them so.
We can refuse to participate in the
decision-making and resource alloca-
tion of a political world, but in doing
so we will sacrifice our values and
give the world to those who seek to
dominate rather than empower
people. The choice is ours. But as
philosopher Beatrice Bruteau wrote,
we may not really have a choice. She
said: "We cannot wait for the world
to turn, for times to change that we
might change with them, for the rev-
olution to come and carry us around
in its new course. We ourselves are
the future, we are the revolution."

Thank you very much.

38

THE JOURNAL OF VOLUNTEER ADMINISTRATION
Spring 1983



1982 National Conference
on Volunteerism

The Handicap May Be Yours
Claudia Apfelbaum, MSS

ATTITUDINAL OVERVIEW

For the past year and a half, I
have been the director of volunteers
in an agency where half the volun-
teers are disabled persons. Through
my work, I have come to the realiza-
tion that the primary difficulty in
incorporating disabled persons into
the workplace (and elsewhere) lies
not with their disability, but with our
response to it.

We in North America have been
thoroughly socialized into accepting
one standard of beauty. Contained
within that image are a person's at-
tributes. Thus, beauty also connotes
intelligence, social status, appropri-
ate sexuality. In meeting other
people, we immediately evaluate
them on the basis of their similarity
or dissimilarity to that image. If
they approximate that image, they
are suitable people with which to
make social contact. If they look
different, we already have a pre-set
notion that they are not "good" and
we shy away.

This pervasive image affects our
interaction with disabled persons.
Until recently, the majority of dis-
abled persons were kept hidden from
the American public in institutions
and back rooms. Now, they are seek-
ing equal participation in American
life, and we need to deal with our
responses to them.
OVERCOMING  NEGATIVE RE-
SPONSES

I entered my agency with a strong

belief in the right of all people to
lead fully productive, participative
lives. I perceived myself as an advo-
cate for disabled persons. When I
found myself reacting negatively to
some of the staff's physical dif-
ferences, 1 was surprised and disap-
pointed. I can only deduce that my
difficulties were due to the socializa-
tion I had received, and were typical
of first ericounters between non-dis-
abled persons and disabled persons.

I anticipate that, as you begin to
incorporate disabled persons in your
volunteer program, most of you will
go through a similar process of ac-
culturation. I will briefly share my
experience, so that if you have some
inner difficulties, you will know that
you are not alone.

During my initial interview, I was
introduced to a woman sitting in a
wheelchair, who seemed completely
surrounded by equipment. I reached
out to shake hands and was met by
little, inflexible fingers. Their ri-
gidity made me gulp. I spent many
months trying not to look at the long,
spidery arms of another staff mem-
ber nor could I stop myself from
continuously wondering if his face
was truly longer than other peoples'.

It took me some months to be
completely at ease. I knew I had
gotten to that point when I found
myself remembering my initial reac-
tion to my colleague's face. I no
longer saw his abnormality. I liked
him. I enjoyed working with him. He
had become a person to me.

Claudia_Apfelbaum is the Director of Volunteers at Resources for Living
Independently Center, in Philadelphia, Pennsylvania. The Center is a social
service agency staffed primarily by disabled persons, offering social services

to other disabled persons.

Ms. Apfelbaum is recording secretary for the

Delaware Valley Association for Directors of Volunteer Programs,
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The woman also emerged out of
her equipment. As we shared an
office, we met each other as co-
workers. I grew quickly to appreci-
ate her keen and empathetic response
to people. I also learned her life
story.

A TYPICAL LIFE STORY

Typical of most disabled people,
my colleague participated only mini-
mally in social and community life.
As a child, she was tutored at home.
The public schools were not acces-
sible to her. Marriage was not con-
sidered, despite her beautiful blue
eyes, her intelligence, and her good
heart. Neither was employment an
option.

From that secluded and isolated
situation, her life has gone through a
metamorphosis. In 1976, she sat in
her first classroom, to begin work on
her master's degree at the age of
forty-six. In 1981, she held her first
paid position, outside her home. In
the fall of 1982, she drove herself to
work for the first time because, for
the first time, she had a driver's
license and her own vehicle!

These changes in her own life
were simultaneous to a general
change in the attitude and self-per-
ception disabled people had of them-
selves. Only in the late sixties did
disabled people begin to perceive
that the isolation and loneliness
which shrouded their lives was not
fundamental to their existence. As a
result, they began to work for social
and political change. To a degree,
they have succeeded in obtaining
governmental support and social ac-
ceptance. My agency, Resources for
Living Independently Center, is an
outgrowth of these efforts. It is a
social service agency serving disabled
persons through a staff composed pri-
marily of disabled persons.

USING MY EXPERIENCE WITH VOL-
UNTEERS

Both non-disabled persons and dis-
abled people come to the agency to
volunteer. Of necessity, I speak to
them somewhat differently.

When interviewing non-disabled
persons, I have begun to use my ini-
tial experience as a way of opening
discussion regarding their feelings
about working with disabled persons.
They need to evaluate their response
to this environment. Most of these
people will be supervised by a dis-
abled person and need to be aware of
that. To many, this is a new concept.
To a few people, this has been an
uncomfortable idea.

It has been important to discuss
this issue from the start. It has
enabled most people to relax and
openly accept this new situation.
Some have disclosed hidden dis-
abilities. = The few who have felt
significantly uncomfortable have
been able to say so and have gener-
ally determined not to volunteer
here. They have screened themselves
out.

The disabled people who come for
an interview know this agency is ori-
ented toward their needs. For in-
stance, I am able to offer transporta-
tion (a contracted service) to wheel-
chair users and other disabled per-
sons. Yet often when they first come
to the agency they are surprised by
its accommodations and by the staff.
To see other disabled people holding
positions of responsibility is a new
and wonderful experience. They can
relax. They can be who they are and
know that they are okay.

A disabled person expects to be
treated like any other person. Erving
Zola, a professor of sociology at
Brandeis University and a disabled
person, decided on an experimental
basis, to become a resident at a vil-
lage specially designed for disabled
persons. This required him to reduce
his present mobility and return to a
wheelchair. The moment he sat down
in the wheelchair, an attitudinal
change occurred.

The next half hour was weird.

Partly it was my getting used to

being in a wheelchair after a

twenty-year absence. But it was

much more than that. Subtly, but
all too quickly, I was being trans-
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formed. As soon as I sat in the
wheelchair I was no longer seen as
a person who could fend for him-
self.

Although Metz had known me well
for nine months, and had never
before done anything physical for
me without asking, now he took
over without permission. Sud-
denly in his eyes I was no longer
able to carry things, reach for
objects, or even push myself
around. Though I was perfectly
capable of doing all these things, I
was being wheeled around, and
things were being brought to
me--and all without my asking.
Most frightening was my compli-
ance, my alienation from myself
and from the process.

It is this attitude we need to fight
against when we interview disabled
persons. During the interview, the
same questions need to be asked as
we ask of any potential volunteer:
What are your skills? What is your
previous training? What are you in-
terested in doing? Additionally, it
may be useful to inquire what this
person's physical capabilities are, for
example, how long s/he can work at a
stretch of time or if s/he can write.
As this person is well-acquainted
with his/her physical needs, the best
thing to do is listen and not assume
answers. Disabled people are quite
capable of saying what they need and
what they can and cannot do.

THE VOLUNTEERS AT RLI

Working with a disabled person
sometimes takes a bit of creative in-
genuity. For instance, a man who has
been blind since birth volunteers
weekly as our receptionist. He
answers the phone by pressing the
row of buttons until he finds the one
with the caller on it. He takes the
message in Braille. At the end of the
morning, he reads the messages to
me and I write them down and give
them to the various staff. Taking the
messages from him in this way makes
it possible for him to work and is
what I mean by ingenuity.
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Another example of using re-
sources and making links creatively is
the work being done by our ramps
building project. We are building
ramps to enable our clients to leave
their residences independently. (For
most clients, steps are a major im-
pediment to their free entry and de-
parture from home.)

The ramps project coordinator is
a young man who has recently be-
come disabled. He has chronic ten-
donitis and walks with crutches. His
background as a carpenter enables
him to assess and design ramps. He
cannot do the actual construction, so
we have linked up with a weekend
workcamp, which provides the man-
ual labor, and he oversees the con-
struction of the ramps.

Another volunteer, a paraplegic
who drives his own van, is also in-
volved in the project. He uses his
van to drive the ramps project coor-
dinator to sites and to transport lum-

ber. Without using these various re-
sources, the ramps would not be
built.

Some of the work done by the
volunteers is more straightforward.
One extensively disabled woman calls
a group of clients on a monthly basis
to check with them if the services
they are receiving are satisfactory.
She reports her calls to one of the
staff. She does all her work at
home. It is more convenient for her.

Another woman, also a wheelchair
user, contacts housing developers on
a weekly basis. She questions them
about buildings which should have ac-
cessible units for disabled persons.
She asks how many units, what dif-
ferent types of accessible units, how
to apply, etc. She reports her work
to the housing coordinator. Her per-
sistent questioning makes her able to
obtain much needed information.
Disabled volunteers could ask similar
informational questions at other
agencies in equally competent ways.

A man born with spina bifida is
the legislativez liaison between an at-
tendant care” task force at the
agency and state officials. As the



liaison, he contacts state officials to
talk about proposed legislation for
attendant care, to enlist their sup-
port, and to educate them about the
concerns of the disabled community.
This type of assignment could be de-
veloped by any agency to utilize a
disabled volunteer to contact state
officials on any issue. Education
about the issue and methods of ap-
proach would be important in prepar-
ing this person for the work involved.

As you can see, disabled persons
hold a variety of volunteer positions
at my agency. They do research,
contact clients, act as intermediaries
between the state and the agency,
design ramps. They also write arti-
cles, proofread newsletters, type,
file, Xerox, and have organized social
activities for themselves and clients.
Their skills are many. As with all
volunteers, their work should be de-
termined by their ability and the
agency's needs.

CONCLUSION

It is up to us, as directors of
volunteers, to evaluate our programs
and consider how we may incorporate
disabled persons as volunteers. Just
as any other volunteer, a disabled
person could teach sewing to a group
of Girl Scouts, tutor someone prepar-
ing for high school equivalency
exams, edit a newsletter, or organize
a fund-raising project. The possibili-
ties are endless and are only limited
by our imagination.

The point is to begin to think
about disabled people as people first.
It may feel easier not to do so, but in
not doing so we are denying ourselves
and this "other" an opportunity for
real human contact. As directors of
volunteers we have a wonderful op-
portunity to integrate our programs
and to use an invisible minority in
effective volunteer positions.
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sistance some disabled people need to
take care of washing, dressing, meal
preparation, etc. The goal of the
task force is to enable disabled
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hiring of attendant care providers
with state money, rather than
through a third party.
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1982 National Conference
on Volunteerism

Barter and Collaboration:
Expanding Our Horizons
Susan J. Ellis

This ninety-minute workshop was
designed to broaden the horizons of
participants about the subjects of
barter and collaboration--to define
these terms and to demonstrate their
relationship to our field of volunteer
administration.

Both barter and collaboration are
valid responses to the need to stretch
shrinking budget dollars. Administra-
tors of volunteer programs should see
these two approaches as intimately
connected to volunteerism--the ways
in which one locates and motivates
potential bartering/collaborating
partners is the same as the process of
recruiting volunteers. In fact, for
many years we have been pointing
out to prospective volunteers what
they will "get" out of their volunteer
experience. So we have been estab-
lishing informal barter arrangements
already.

CLARIFICATION OF TERMS

Barter generally means the ex-
change of goods or services for other
goods or services having similar
value. Barter is often used as a
substitute for payment of money for
goods or services, which is why it
rises in visibility during economic
hard times. This is also why the IRS
is concerned with barter as a sub-
economy and is seeking ways to tax
the value of such exchanges. It
should be noted that businesses and
corporations use barter often--so
barter is not simply a way for those
without money to "make do."

Collaboration generally means the
joining of forces by two or more
parties towards a common end.
There are short-term and long-term
collaborations. Each participant (can
be an individual or an institution)
brings resources to the collaborative
effort and expects to draw upon the
resources of the other participants.
The best collaborations occur when
there is some parity among the part-
ners and when the value of each
partner's contributed resources is
seen as even,

GETTING STARTED

In order to barter or collaborate
effectively, it is necessary to be
clear on two critical points: exactly
what your organization needs; and
what your organization has that it is
willing to give or share in order to
get what it needs. The process of
identifying these two lists can be
very valuable to agency/group plan-
ning. Taking a hard look at what you
have to offer others can be an eye-
opening experience. Things that we
take for granted may be incredible
"finds" to others, and vice versa.

To help workshop participants be-
gin to identify their own needs and
resources, they were given several
minutes to complete a worksheet en-
titled "Preparation for Collaboration
and Barter" (see Workshop Handout
A). Then the group discussed some of
the responses to get a feel for the
kinds of items listed.

For example, under the "discard"

Susan J. Ellis is President of Energize Associates, a Philadelphia-based
training, consulting and publishing firm specializing in volunteerism. She
assists clients around the country to develop volunteer programs in all types

of settings.
Administration.
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heading the participants had such
items as: boxes; duplicate publica-
tions; junk mail; out-of-date maga-
zines; interpersonal skills; coffee;
cents-off coupons; cans and bottles;
and other types of paper (old phone
books, newspapers, etc.). Under the
"surplus" heading came such things
as: books and magazines; telephones
and office space; evening meeting
space; storage space; food; type-
writers and other office equipment
available after hours (usually the
evening); a mechanic's bay; and yard
space.

An examination of just these two
short lists indicates some possible
avenues for barter. For example, in
exchange for evening meeting space
might another organization be willing
to help staff fair booths? Or, would
a printer be willing to produce a
monthly newsletter at cost in ex-
change for storage space? This way
of thinking opens new avenues for
approaching small businesses to sup-
port an organization, since a volun-
teer program or an agency would be
offering tangible exchange goods/ser-
vices for what it needed. Note that
the value of what you have to offer is
relative. Its "market value" might be
Tow or high, but what matters is its
value to the other person/agency.

After spot-checking what the
workshop participants answered in
some of the other categories, the list
of share-able resources included:
space in the agency's newsletter; a
location one block from the football
stadium (demonstrating the point
that geographic proximity to some-
thing might be very appealing; in this
case it was thought that a vendor
might use the agency's location to
sell football-related items and, in ex-
change, might give small gifts for use
in agency fundraising); display booth
space; a camp ground; employee fit-
ness classes; cars and field routes;
and various sorts of information.
Also, if an agency could allow
"guests" at in-house training events,
such professional development would
be worth a great deal to those or-

ganizations without training budgets.

Other types of often-overlooked
resources that could be the basis for
bartering include:

carpentry, plumbing, electrical
skills--the maintenance depart-
ment

child care

gardening

photography/audio-visual work
clerical services

professional services including
law, accounting, medicine, etc.
bookkeeping skills

special subject education (foreign

languages, crafts, etc.)

computer time

coaching for sports

writing and editing
Such a preliminary list indicates that
an organization's resources are a
combination of the facilities and
skills of the agency itself plus the
personal resources of salaried staff,
volunteers and clients. These re-
sources are often overlooked. Until
you ask, you never know if a staff
member is willing to teach gourmet
cooking to someone in exchange for,
say, public relations consulting for
the agency. Or what about inven-
torying the expertise of the staff and
capitalizing on such sought-after
abilities as proofreading, writing
press releases, organizing file sys-
tems, etc.? If the organization is
willing to free the time of salaried
and volunteer staff accordingly, such
skills are highly exchangeable.

Also, clients should not be dis-
counted as possible bartering part-
ners. Think of what it does to self-
esteem to be seen as a resource in-
stead of as a constant recipient of
services. Ivan Scheier's well-known
"Mini-Max" game shows how to en-
able people to match needs and skills
in a reciprocal manner.

SOME POINTERS FOR INITIATING
BARTER

Barter can be established agency
to agency, individual to individual, or
agency to individual. Again, if you
are clear on what you need and on
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Workshop Handout A

PREPARATION FOR COLLABORATION AND BARTER: WHAT DO WE
HAVE TO OFFER?

WHAT DO WE DISCARD THAT MIGHT BE USEFUL TO SOME OTHER
ORGANIZATION {OR PERSON)?

WHAT DO WE HAVE IN SURPLUS QUANTITIES THAT WE MIGHT OFFER
TO OTHERS?

WHAT DO WE HAVE THAT WE MIGHT SHARE?

Space:

Equipment:

A/V:

Supplies:

Staff/Volunteer Training:

Reference Materials:

"Professional" Expertise:

"Personal" Expertise:

Contacts:
Funds:

National or other affiliations:

Unclassifiable:

@1982, ENERGIZE, Phila., PA

THE JOURNAL OF VOLUNTEER ADMINISTRATION 45
Spring 1983



what you have to offer, all sorts of
partnerships are possible. This also
means that a nonprofit agency can
approach both large and small busi-
nesses, not to plead for money, but to
offer an exchange. Can your agency
teach a company's employees about
physical fitness, or causes of de-
linquency, or problems of aging? Can
you offer display space for a new
product or service? The possibilities
are intriguing, no?

The handout entitled "Collabora-
tion Grid" (Appendix A) was next dis-
cussed in the workshop to give par-
ticipants a way to analyze possible
barter/collaboration partners. The
point of the Grid is to demonstrate
that those agencies and businesses
sharing an organization's "client
group" (e.g., they all have children as
a target audience) will not be the
same agencies and businesses sharing
that organization's service focus
(e.g., concerned with education, rec-
reation, or health care). So there are
a number of different ways to deter-
mine sources to approach because of
mutual concerns.

The handout describing "The Vol-
unteer Program Connection" (Ap-
pendix B) gives some concrete point-
ers about the best way to set up
bartering arrangements, including
some thoughts about liability and
taxes. One irony of the fact that the
IRS is seeking ways to tax barter is
that the IRS is equally opposed to
allowing any deduction for the value
of volunteer service. If the IRS ever
figures out a way to evaluate the
worth of a service performed in a
barter arrangement in order to assess
taxes, then the volunteer community
should battle for equal recognition of
the monetary value of "traditional"
volunteer service, as an allowable
credit or deduction!

The bottom line of barter is that
there should be no sacred cows. Ask
all vendors, tradespeople, consul-
tants, suppliers--anyone dealing with
your organization--if a barter ar-
rangement can be developed. For too
long the volunteer world has only

approached "white-collar" people and
has assumed that "blue-collar" tasks
had to be paid for in cash. Barter is
a new approach, with tremendous po-
tential.

COLLABORATION

While the workshop focused on
barter (as the concept newest to
most participants), some key related
aspects about collaboration were also
discussed. First, the similarity of
purpose between barter and collabor-
ation was noted--that each enables
an organization to go beyond its pre-
sent resources. Also similar is the
need to be as clear as possible about
what is to be gained through the
collaboration and what an organiza-
tion is willing to share in such a
venture.

Common pitfalls of collaboration
include: unclear definitions of pur-
pose; turf; hidden agendas; lack of
accountability; unequal power or sta-
tus of participants. All of these can
destroy the effect of a project and
can even be counterproductive by
generating bad feelings.

The main advice is to select col-
laboration partners carefully on the
basis of mutual goals and compara-
tive size. Then, focus attention at
the first few meetings on how every-
one will work together. Clarify
roles, timeframes, reporting systems,
attendance at meetings, etc. Most
collaborative teams make the mis-
take of plunging right in to the con-
tent of the collaboration (what is the
event's theme? who will we get to
keynote? etc.), without allowing time
to set up the process of working
together.

THE ROLE OF THE DIRECTOR OF
VOLUNTEERS

The workshop explored the very
current topics of barter and collabor-
ation in order to demonstrate the
validity of making these part of the
role of the director of volunteers.
Who else in an organization has the
skill and knowledge to reach into the
community to find such new re-
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sources? This implies a broadening
of the concept of "volunteerism" to
include not only services but also
goods that are not actually paid for.
It also implies that the director of
volunteers is an integral member of
an  organization's administrative
team, since assessing needs and in-

ternal resources is an agency-wide
responsibility.

While the workshop only skimmed
the surface of two quite complex
issues, participants were urged to re-
turn home and test the waters, being
alert to ways to expand their or-
ganizations' assets.

APPENDIX A (Workshop Handout)

Collaboration Grid

From NO EXCUSES: The Team Approach to Volunteer
Management, E11is & Noyes, ENERGIZE, 1981.

AGENCIES
SHARING INTEREST

us

BUSINESSES
SHARING INTEREST

OTHER LINKAGES

Qur client/
consumer group:

Qur types of
service:

Our geographic
area:

J—

Other special
focus:

1
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Appendix B (Workshop Handout)

BARTER AND COLLABORATION:
THE VOLUNTEER PROGRAM "CONNECTION"

Barter and collaboration are two topics receiving some renewed attention in
these strange economic times. Both have very real connections to volunteer
programs and leaders of volunteers should develop a point of view about this.

First, do not let vocabularly overwhelm you. In many ways, you are
ALREADY involved in barter and collaboration. Every time you recruit a
volunteer or a group of volunteers by pointing out mutual benefits, you have
set up an EXCHANGE. In the last analysis, "barter" and "collaboration" are
simply variations on the theme of "exchange."

Barter generally refers to a trade, made as evenly as possible and in lieu of
an exchange of money. Collaboration generally implies a longer-term
relationship in which two or more people/groups contribute their expertise
and resources towards achieving a mutual goal.

Some hints:

1. Before you are ready to barter or collaborate, you must assess
exactly what your organization has to offer to others. Analyze your
resources and determine what you are willing to give or share.

2. Define clearly what you hope to gain by the barter or collaboration.
Stay away from vague goals. Put any agreement reached or trade made in
writing--this will help assure satisfaction all around and will provide
documentation for the IRS, too.

3. If trading skills or services, consider liability insurance.

4. Barter and the IRS: Don't consider barter as a way to avoid taxes.
To the IRS, barter equals income; it must be declared and taxes paid on it
as though you were dealing in cash. However, exactly how you determine
the cash value of the transaction and how you declare it is up to you and
your accountant. The IRS code leaves much room for interpretation.
Generally, the IRS is more interested in barter as conducted by profit-
making businesses.

5. In collaborative arrangements, be sure all groups involved have some
parity. It is very hard to achieve successful sharing of work if you all
begin unequal (as to size, resources, expertise--whatever). Constantly
clarify HOW you will work together, not only what the content of the
project is. Assign work equitably and keep group members accountable.

6. It is possible to look at barter as a new way to recruit individual
volunteers. Your agency might offer the use of a desk twice a week to a
person starting a p.r. firm, in exchange for free p.r. services. Or an artist
might offer free illustrations in exchange for access to your address-o-
graph once a month.
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Some resources:

Great Exchange
655 Madison Avenue
New York, NY 10021

Barter Communique

Full Circle Marketing Corp.
6500 Midnight Pass Road
Penthouse Suite #504
Sarasota, FL 33581

Comstock Trading Company
P.O. Box 8020
Walnut Creek, CA 94596

How to Barter and Trade, by Jack Trapp, Cornerstone Library, 198 1.

"Toward Collaboration: Risks We Need to Take,” Eva Schindler-Rainman,
1981.

THE JOURNAL OF VOLUNTEER ADMINISTRATION 49
Spring 1983



1982 National Conference
on Volunteerism

Older Volunteers and New Frontiers

Mary M. Seguin, DSW, Polly F. McConney, MA,
and Lillian M. Watkins, MA

Older volunteers can add a unique
dimension to the life of an organiza-
tion run by paid, generally younger
personnel. Older volunteers can help
to build bridges of understanding be-
tween generations within the or-
ganization, between paid workers and
volunteers, between the organization
and other organizations, and between
the older volunteers themselves and
other older persons in the com-
munity.

The great majority of the 25
million older Americans (Weg, 1981)
can expect to be retired and in rela-
tively good health for a number of
years. Yet for many persons, lack of
an occupation means a loss of their
principal source of income as well as
the basis for personal identity in a
socially-valued work role. Volunteer
work, though unpaid, offers a means
of maintaining identity and partici-
pating in the life of the community.

Established organizations oper-
ated by paid personnel can success-
fully utilize this resource if they are

willing to modify their operations to
accommodate the new older volun-
teers. In organizations that use ser-
vice volunteers, paid staff cus-
tomarily recruit, deploy, and super-
vise them just as they do paid per-
sonnel. Often volunteers perform
limited or unchallenging tasks be-
cause paid staff wish to retain ad-
ministrative, professional, or super-
visory roles for themselves.
Volunteers can engage in a full
range of roles and create innovative
ways to complement work of paid
personnel as they develop new. roles
for older persons in the workplace.
We will discuss guidelines for such
involvement derived from the suc-
cessful experience of a group of
about 100 senior volunteers in the
Ethel Percy Andrus Gerontology Cen-
ter at the University of Southern
California. Here retired men and
women, evolving as the Andrus Vol-
unteers, have helped to accomplish
the missions of the Center and Uni-
versity as they engage in a growing

Polly McConney is Director of the

Andrus Volunteer Program, Andrus

Gerontology Center, University of Southern California, a position she has
held since 1976. Her extensive volunteer and community service background
includes the presidencies of the Junior League of San Francisco, Inc. and
Plays For Living of Southern California, a Division of Family Service
Association of America. Mary Seguin has been Field Work Consultant and
Lecturer, UCLA School of Social Welfare, since 1978. Her background in
volunteerism includes serving as Coordinator of a four campus University of
California Extension Project to train Advisory Councils for six Area Agencies
on Aging in Southern California (1977-79), Director of the Older Volunteer
Research and Demonstration Project, Andrus Gerontology Center, USC
(1973-76), Coordinator for development of a curriculum for staff of Older
American Volunteer Programs/ACTION (1972-73). Lillian Watkins, Chairman
of Andrus Volunteers (1982-84), is a former Director of Curriculum and
Director of Education Library Services for the Pasadena School District.
Since her retirement in 1971, Lillian has been an active volunteer with the
California Retired Teachers Association and the National Retired Teachers
Association,
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variety and number of self-enhan-
cing, satisfying personal experiences.

Although these guidelines are
based on a single case study, they
have broad application. The success
of this experiment has demonstrated
the challenges and excitement that
are possible through helping today's
older adults to pioneer social inven-
tions and improve the quality of life
for everyone including themselves.

To describe the project, a profile
of the Andrus Volunteers and their
programs will be presented. Guide-
lines for practice which have
emerged from this prototype will fol-
low, and a brief summary will re-
capitulate the possibilities for similar
efforts in expanding new frontiers.

ANDRUS VOLUNTEERS--A CASE
STUDY

The Andrus Volunteer program
began in 1973 as a research and dem-
onstration project. Its goals--to aug-
ment the services of the Andrus Ger-
ontology Center and to develop new
roles for retired persons--can be
seen today in the continuing integra-
tion of the program within the Cen-
ter and in the expansion of its ac-
tivities and projects. The effective-
ness of Andrus Volunteers lies in the
basic concept that it is a program
"by" and "for" older adults.

Profile

In the fall of 1981, there were 103
volunteers: 63 active and 40 sustain-
ing members. The active members
included 21 men and 40 women. Ages
ranged from 48 to 85, with 70 being
the median age. The majority of
Andrus Volunteers had been in pro-
fessional/managerial positions prior
to retirement, though some had not.
Some members in retirement have
sharply reduced incomes, yet they
have been able to maintain a lifestyle
compatible with that of their more
affluent peers. While the university
setting attracted many volunteers
who had attended college, a signifi-
cant minority had had no prior ex-
posure to a college setting.
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Funding

The Andrus Volunteers, like other
components of the Gerontology Cen-
ter, are expected to find their own
fiscal support. The salary of the paid
coordinator is the major expense. In
addition, ongoing funds pay for part-
time support staff; reimbursement
for volunteer out-of-pocket expenses,
principally some mileage; office sup-
plies; and telephone. Initially funded
for two years by a substantial grant
from The Andrus Foundation, Na-
tional Retired Teachers Associa-
tion/American Association of Retired
Persons (NRTA/AARP), subsequent
sources of funding have included:
small grants from the Administration
on Aging, Title IA of the Higher
Education Act, and from local foun-
dations; Goldenera Associates, a
Center support group; profits from
volunteer publications; a seminar se-
ries; occasional reimbursement for
speakers; newsletter subscriptions; a
small membership fee; and gifts. The
Andrus Volunteers raised approxi-
mately $5,000 last year through ac-
tivities such as the Summer Institute
Food Services Program, bazaars, and
plant sales.

Center Request For Volunteers

Activities and projects of Andrus
Volunteers follow the Gerontology
Center's major thrusts: education,
research, and community services.
Volunteers have served the major di-
visions and the Center as a whole.
They have responded to facuity,
staff, and student requests for parti-
cipants in multi-generational courses
and classes, acting as teaching assis-
tants, librarians, panelists, and in-
structors. They have served as re-
search subjects and have collected
data for the Research Institute.
They have participated in model de-
velopment and applied research in
the Institute of Policy and Program
Development as peer counselors, as
members of advisory committees,
and as technical assistants.

Guiding visitors on tours of the
Center, an early service provided by



the volunteers, has continued. Now
Docents provide friendly, knowledge-
able persons at the entrance to the
Center to greet newcomers and per-
form other tasks. As part of their
orientation, new docent volunteers
become acquainted with Center per-
sonnel and program.

Volunteer Initiated Activities

The Andrus Volunteers have also
initiated many projects. Their edu-
cational activities are designed to
increase understanding of the aging
processes and thus improve the qual-
ity of life for themselves and other
older persons. Their first effort, an
experimental class funded through
the adult education division of the
public schools, brought together 25
men and women from different back-
grounds who became recruiters, or-
ganizers, curriculum developers, stu-
dents, and teachers. Six years ago
they began a seminar series called
"Aging: Today's Research and You,"
designed to translate research find-
ings in gerontology into lay language
for older adults.

Publications written or edited by
the Volunteers include the lectures
from two of the seminar series; a
monograph describing the first two
years of the program's development
entitled Releasing the Potential of
the Older Volunteer; Who Me--A
Leader?, a workbook on volunteer
leadership training; A Blood Pressure

Program For Senior Adults; and the
Volunteer News which appears five
times a year.

The Speakers Corps was formed
to fill many requests to speak to
community groups on age-related
topics such as "Successful Aging,"
"Never Too Late to Learn," "Nutri-
tions Food for Mind and Body,"
"Planning for Retirement," and "Sex-
uality and Aging."

The Leadership Development Pro-
ject, PEERS: Preparing Experts Ed-
ucated as Resources for Seniors, was
designed by fifteen Andrus Volun-
teers who planned the curriculum,
prepared themselves to teach other

older adults, produced an audiovisual
slide/tape presentation and a work-
book to develop volunteer leadership
for program serving seniors. Through
this project, Andrus Volunteers dis-
covered how to work with their vol-
unteer leader counterparts and paid
staff in different kinds of organiza-
tions in the community, thus expand-
ing opportunities for older volunteers
to serve other older adults.

Research projects initiated by the
Volunteers include "Organizational
Response to Older Volunteers" and
"Life Enrichment Through Humor In
Long Term Care Facilities." The lat-
ter was a pilot study to explore the
therapeutic use of humor as an inter-
vention technique using carefully se-
lected programs and activities at a
nearby nursing home. A how-to man-
ual based on the Volunteers' experi-
ences is now in progress.

Community Service Roles

As a result of their involvement
in the program, several Andrus Vol-
unteers have been asked to partici-
pate on behalf of older adults in
other city, county, state, and na-
tional organizations such as the Cali-
fornia Life Care Contract Board, the
Los Angeles County Adult Day Care
Health  Planning Council, the
UCLA/USC Long Term Care Geron-
tology Center, the State and White
House Conferences on Aging, the an-
nual meetings of the Western Geron-
tological Society and the Adult Edu-
cation Association. The findings and
recommendations of the "Humor"
project were presented at the Inter-
national Gerontological Meeting in
Hamburg, Germany by an Andrus re-
searcher.

Structure

The structure of the Andrus Vol-
unteer Program is compatible with
that of the Gerontology Center. The
Program is administered by a coor-
dinator and an elected Executive
Committee who operate according to
by-laws developed by the volunteers.
All active members serve on one or
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more of the following committees:
Advocacy, Docents, Education, Mem-
bership, Nominating, Office, Ways
and Means, Leadership Development,
Newsletter,  Research, Speakers
Corps, Standing Rules, and Special
Activities. The committee system,
an integral component of the volun-
teer structure since its inception,
provides the volunteers with the op-
portunity to participate in a variety
of tasks and options. Co-chairpeople
of each committee share responsi-
bilities of leadership.

Wednesday is "meeting day."
These morning meetings of Andrus
Volunteers, as a whole or in com-
mittees, from September to June,
provide the structure for a formal
and informal exchange of information
and personal interaction. They serve
a triple purpose in that they provide
a forum for the exchange of informa-
tion about gerontology and the vari-
ous activities of the Andrus Volun-
teers; structure the volunteer pro-
gram by receiving and evaluating re-
quests for volunteer service made by
staff and students and by groups from
the wider community; and afford
members an effective support group.

The Andrus Volunteers adhere to
the concept that each member has
the right and responsibility to find
his/her own niche and to make a
contribution to the program.

These are a few of the highlights
of Andrus Volunteer involvement. It
is apparent from their productivity
that they have generated ways of
relating to one another and to their
work that releases person power and
potential. More exciting even than
the ever-evolving things they do is
the feeling of mutual support and en-
couragement they give to one an-
other. To some they have become a
network of friends and an extended
family. The norms and expectations
which they have established for
themselves encourage cooperation,
innovation, and some risk-taking.
They have demonstrated how to com-
bine their goals with those of the
institution by developing tasks that
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serve the central purpose of the or-
ganization and consequently have
meaning for them. As they have
discovered their functions, they have
evolved structures that permit both
flexibility of time commitment and
movement from task to task. They
have established both a context and
content of work that has met their
needs.

GUIDELINES FOR BUILDING
OLDER VOLUNTEER PERSONNEL
Activating Older Volunteer Personnel

The Coordinator of Volunteers
who is employed to help senior volun-
teers establish themselves and flour-
ish in an organization should think
about the potential volunteers, the
work they may undertake, and the
organizational setting in which they
will work (both the existing arrange-
ments and the structure the volun-
teers will create in order to govern
themselves and their work). The Co-
ordinator should operate in the belief
that the older volunteers will gener-
ate meaningful work to reflect their
own needs and interests (if they as-
sume development of the older vol-
unteer personnel) and respond to the
needs and interests of the organiza-
tion (if they are able to work closely
with the paid personnel and '"con-
sumers").

The volunteers must share from
the outset the challenge of opening
opportunities for non-traditional
workers in this setting and take the
responsibility for inducting older
adults into the organization if they
are to be in charge of what they do.
The Coordinator's first task is to lo-
cate a few individuals who respond
favorably to the challenge of finding
out what contribution older volun-
teers can make to the organizations.
(The Andrus experience suggests that
men and women who take up this
challenge are likely to be ex-
perienced problem solvers who enjoy
helping people organize and get
things done.) The next task for the
Coordinator is to help these potential
volunteers get acquainted with one




another, the work and workers in the
organization, and to assess where
their own talents can be used. Once
they decide where and how to begin,
interact enough to offer one another
support for their efforts, and con-
sider ways to evaluate the results of
their work, they have become active
volunteers. The Coordinator brings
to their attention volunteer oppor-
tunities suggested by staff and also
encourages the volunteers to explore
their own ideas about creating pro-
grams that meet the objectives of
the organization. Together, Coordi-
nator and volunteers address ob-
stacles they face in gaining ac-
ceptance in the organization and in
developing the cadre of volunteers to
perform the tasks that become more
numerous as the volunteers establish
a track record of service.

The Coordinator provides con-
tinuity for the volunteers, giving
them information about events that
take place between the times that
they are present, and a locus for the
paid staff to request volunteer ser-
vices and provide feedback as to re-
sults. As the numbers of volunteers
and the kinds of work increase, the
Coordinator performs more complex
tasks serving as bridge, advocate, in-
terpreter, trouble shooter, colleague,
leader, mediator, and lender of
vision.

The organizational structure cre-
ated by the volunteers to govern
themselves and their work should be
independent but closely articulated
with the structure of the parent or-
ganization. An independent, volun-
teer-directed structure is important
for several reasons:

1. The volunteers need to take
charge of the recruitment and
maintenance of the volunteer per-
sonnel who may then work under
the supervision of paid personnel,
or under volunteer direction for
volunteer-initiated work.

2. The older volunteers need to

develop their own peer group, one

that responds to their common
circumstance of being retired un-

paid workers in the midst of non-
retired employees, and one that is
designed for their personal growth
and support as well as to meet the
needs of the workplace.
3. The volunteers need to gen-
erate a range of tasks to ac-
commodate individuals with dif-
ferent talents, especially ad-
ministrative, managerial, and pro-
fessional work which may not be
available when volunteers are or-
ganized by paid personnel who re-
tain the management roles.

Close articulation between the
structure generated by the volunteers
and the existing structure is es-
sential. = Communication must be
maintained between volunteers and
their paid counterparts in order to
exchange information, develop com-
plementary tasks, and evaluate out-
comes in relation to organizational
goals. The volunteers' existence is
almost totally dependent upon their
capacity to operate within the con-
straints of the organization, and to
gain access to and expand its re-
sources. They must, therefore, es-
tablish structure and relationships
that are compatible.

The work itself brings together
the interests of the volunteer and the
organization. To be meaningful, the
work must (1) induce the volunteers'
psychological development, and (2)
help to accomplish the central goals
of the organization. Meaningful
tasks provide the volunteer a means
for accomplishment, recognition, in-
terest, challenge and growth (Herz-
berg in Pitterman, 1973; Seguin &
O'Brien, 1976). If the work is to have
clear and important meaning, both
volunteers and paid personnel must
be able to see the connection be-
tween the work the volunteers do and
the outcomes for the organization.
In addition, the work of the vol-
unteers must complement (not com-
pete with) the work of paid staff.
Volunteers and paid workers may per-
form identical tasks, but if done by
volunteers the work must be for the
volunteers' own projects, not for
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work normally done by a paid worker.
As retired persons explore the dimen-
sions of their evolving volunteer roles
and the work they can do well, they
acquire new knowledge and skill and
they help paid staff accept and value
their contribution.

Organizational Prerequisites

In order to help develop a cadre
of older volunteers in an established
organization the following conditions
must either be present at the outset
or established through demonstration.

Older volunteers must be able and
permitted to help accomplish the
central mission of the organization,
otherwise they will be auxiliary.
Older adults, for example, cannot
readily be denied access to a geron-
tology center that studies aging pro-
cesses and prepares professionals to
work with old people and on their
behalf. How older adults can con-
tribute to the productivity of an or-
ganization where the connection is
less clear would need to be explored.

The organizational structure must
permit innovation and tolerate dif-
ferences. Introduction of volunteer
personnel will require innovations,
such as:

1. A set of policies for volunteer

personnel different from those

that govern paid personnel.

2. Work that complements or

supplements tasks performed by

paid employees.

3. Cooperation between paid

staff and volunteers in getting

and deploying resources required

to reach their common goals.

4. A location for the volunteer

personnel as close as feasible to

the center of the administrative

structure.

The organization must be willing
to allocate enough resources for
older volunteers to demonstrate their

unteers who is integrated into the
central structure of the or-
ganization. To perform a bridging
function, the Coordinator of Vol-
unteers must have access to paid
personnel as well as volunteers.
To provide continuity for part-
time volunteers, the Coordinator
should be full-time.
2. Fiscal support for volunteers'
out-of-pocket expenses, an impor-
tant consideration for retired per-
sons with limited incomes who of-
ten cannot afford to give both
time and money.
3. Physical space, supplies, and
equipment both for efficient work
and for social interaction as a
group. Suitable facilities for
social interaction in the work
place are vital, both for the mor-
ale of the volunteers and for the
exchange of work-related infor-
mation to stimulate innovation
and effective growth.
4. Rewards to the volunteers
through recognition by paid per-
sonnel. The most obvious recog-
nition of the value of volunteers
is their utilization throughout the
organization and acknowledge-
ment of their services.
The organization must attract po-
tential older volunteers by providing:

1. Stimulating relationships with
others in the organization.
2. "Real" work that is important,
needed and recognized; and that
can be done within the time, tal-
ent, and energy constraints of the
older volunteer.
3. Positive identification for the
individual through affiliation with
the organization. This is an im-
portant consideration for retirees
who can no longer identify them-
selves by stating their occupation.
Personnel in_the organization
must accept older volunteers. The

value. A minimal commitment of
resources is required to start up and
to continue the support of volunteer
personnel. These resources include:
1. Financial support for a com-
petent, paid Coordinator of Vol-
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psychological climate should be posi-
tive both toward older persons and
volunteers. The retirement process
by which older workers are separated
from the workplace may have over-
tones of prejudice against older



adults that could reactivate feelings
of rejection in retired volunteers and
reinforce  ageist stereotypes in
younger workers should they feel
threatened by more experienced
workers in their midst. On the other
hand, retirees who volunteer may be
welcomed for their unique contribu-
tion without posing a job threat to
young employees.

Similarly, attitudes about volun-
teer work are a factor. Most people
have definite (often unspoken) feel-
ings about unpaid volunteer work that
are likely to surface when the idea of
bringing volunteers aboard as full
partners with paid personnel is intro-
duced. Without the exchange of
money, paid workers and volunteers
alike may have difficulty conceptu-
alizing the contract between the in-
dividual worker and the organization.
Money is also used to symbolize the
worth attached to the work, or to the
worker, or to both. Feelings about
"free" work may range from "what-
ever is worth doing is worth being
paid for" to "tender loving care can-
not be bought, but only freely given."
The climate should be tested at all
levels--with decision makers, boards,
and staff; with line workers and sup-
port staff; and with "consumers"--to
determine whether or not volunteers
have at least a fifty-fifty chance of
ultimate acceptance in the organiza-
tion.

SUMMARY

The Andrus Volunteers, by their
presence and through their work,
have facilitated understanding among
the generations and have demon-
strated how successful cooperation
can take place between paid employ-
ees and unpaid volunteer workers.

At the same time, the Volunteers
have created within the Center pro-
ductive volunteer work roles for re-
tired persons. They have done this by
taking charge of the volunteer per-
sonnel, then designing a volunteer
structure closely articulated with
that of the parent organization, and
finally by identifying tasks that com-

plement those of paid workers. Vol-
unteer membership has increased and
stabilized during the process, expand-
ing the resources of the Center for
the benefit of the community.
Bridges have been built between the
Gerontology Center and the wider
community, especially the older pop-
ulation, through volunteer projects
which help translate research find-
ings into understandable concepts for
the lay person and bring the concerns
of older persons to the attention of
the gerontologists.

In these and other evolving ways,
the Andrus Volunteers have added a
unique dimension to the work of this
organization. At the same time, they
have produced valuable evidence and
guidelines for similar partnerships
between paid workers and volunteers
within other organizations--thus
opening up opportunities and new
frontiers for older volunteers.
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)A special session for Voluntary Action Centers.

)CONSULTATIONS for individuals and the chance to
"meet the experts" in the field of volunteerism.

)Presentation of current RESEARCH <in volunteerism.

Structured interaction times to encourage maximum
networking.

Y AND...a wide choice of FUN activities to show off
the unexpected charms of MILWAUKEE!

This year there will be no "call for workshop proposals,"
but the Planning Committee is eager to hear from you with
ideas and suggestions. For communication regarding the
program itself, contact:

Virginia Cronk, Director
Milwaukee VAC

2600 W. Wells Street
Milwaukee, WI 532383

(414) 933-4224

For additional information/brochures (and to offer your
help in publicizing this exciting event), contact:

AVA Publicity Committee

c/o Jo Ann Marshall

Family Service of Milwaukee
P.0. Box 8434

Milwaukee, WI 53208

THIS IS ONE CONFERENCE YOU WON'T WANT TO MISS!!! START
PLANNING NOW TO JOIN US ON OCTOBER 12-15. SEE YOU IN

MILWAUKEE!
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Mark your calendars now for the EXTRA SPECIAL

1983 NATIONAL CONFERENCE ON VOLUNTEERISM

October 12-15, 1983
MILLURAUKEE , W
Marc Plaza Hotel

B

The Planning Committee in Milwaukee 1s well on
the way to developing an extraordinary event for
everyone in the volunteer field. Already on the
agenda are such diverse program listings as:

» 4 course in PUBLIC RELATIONS tailored for
the volunteer administrator by the Wisconsin
Chapter of the Public Relations Society of
America. This will be a full-day event, on
Wednesday, October 12.

A luncheon on October 13 featuring
BARBARA BUSH as the keynote speaker.

)Workshops during all three days focused on
three major areas: PERSONAL GROWTH; ETHICS,
ISSUES AND TRENDS; and ADMINISTRATIVE SKILLS.
In response to many requests from previous
Conference attendees, the 1983 National
Conference will designate workshops as
"fundamental"” or "experienced."

>0ne—day "tracks" offering speakers and
workshops on CORPORATE VOLUNTEERISM; RELIGION
AND VOLUNTEERS; VOLUNTEERS IN HEALTH; and
SERVICE-LEARNING.

» Up-to-date information on AVA CERTIFICATION.

)A dynamice Exhibit Area featuring participatory
exhibits, with space devoted to the application
of TECHNOLOGY (videotape, computers, etc.) to
the recruitment and training of volunteers.
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BUILD YOUR LIBRARY -~
GET A “GRAB BAG”OF BACK ISSUES

The AVA office has an inventory of back issues of
VOLUNTEER ADMINISTRATION, the publication that
preceeded this JOURNAL. This is your chance to
complete or add to your library of reference works
in the field of volunteerism—at rock bottom prices!

Space does not permit us to give full tables of
contents, but the following are the Volume and Issue
numbers available for purchase (please refer to the
last issue of VOLUNTEER ADMINISTRATION—Vol. XIV,
No.4—for the cumulative index):

Vol. IX, No.
Vol. IX, No.
Vol. IX, No.
Vol. X, No.
Vol. X, No.
Vol. XI, No.
Vol. XI, No.
Vol. XI, No.
Vol. XI, No.

Vol. XII, No.
Vol., XII, No.
Vol. XII, No.
Vol. XII, No.
Vol. XIII, No.
Vol. XIII, No.
Vol, XIV, No.
Vol. XIV, No,
Vol, XIV, No.
Vol. XIV, No,

B WONHEBNDWN
PWONHWRPWNDE

EXTRA SPECIAL OFFER: There are still copies of the
inaugural issue of THE JOURNAL OF VOLUNTEER ADMINIS-
TRATION available (Vol. I, No. 1, Fall 1982). This

is an opportunity for our newest subscribers to assure
themselves of a complete collection of JOURNAL issues,

PRICES:

1 to 4 issues = $2.00 each, plus $1.25 p/h
5 issues $7.50, plus $1.50 postage/handling
10 issues $12.50, plus $1.75 p/h
15 issues $15.00, plus $2,00 p/h
18 issues $17.00, plus $2.25 p/h
Vol. I, No. 1 of THE JOURNAL = $6,00, plus $1,25

FIRST COME: FIRST SERVED. Supplies limited. Offer good
until September 1, 1983.

~-»>
Send coupon with payment to:
AVA, Box 4584, Boulder, CO 80306.
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YES! I WANT TO BUILD MY LIBRARY. HERE IS MY
ORDER FOR A "GRAB BAG" OF BACK ISSUES.

(Circle number of issues wanted and amount of

payment enclosed. Canadian and foreign readers,

please add postage surcharge of $3.00. Thank

you!)

1@ $3.25 4 @89 9.25 15 @ $17.00

2 @ $5.25 5@$ 9.00 18 @ $19.25

3 @ $7.25 10 @ $14.25 Vol.I,No.1l @
$7.25

I understand that you will select a choice

of issues for me, depending upon availability.
But if possible, here are my preferences for
specific issues:

Name :

Address:
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THE JOURNAL OF

VOLUNTEER
ADMINISTRATION

P.0.Box 4584 - Boulder CO 80306 + 303 497-0238
GUIDELINES FOR SUBMITTING MANUSCRIPTS

THE JOURNAL OF VOLUNTEER ADMINISTRATION encourages the submission of
manuscripts dealing with all aspects of volunteerism. We will gladly
work with authors to assist in the development of themes or appropriate
style. The following are key guidelines:

I

11

. CONTENT

A. THE JOURNAL OF VOLUNTEER ADMINISTRATION provides a forum for the
exchange of ideas and the sharing of knowledge about volunteer admin-
istration. Articles may address practical concerns in the management
of volunteer programs, philosophical issues in volunteerism, and sig-
nificant applicable research.

B. Articles may focus on volunteering in any type of setting. In
fact, THE JOURNAL encourages articles dealing with areas less visi-
ble than the more traditional health, social services, and education
settings (though, of course, these are welcome as well). Also, manu-
scripts may cover both formal volunteering and informal volunteering
(sel1f-help, community organizations, etc.?. Models of volunteer pro-
gramming may come from the voluntary sector, government-related agen-
cies, or the business world.

C. Please note that THE JOURNAL deals with volunteerism, not volun-
tarism. This is an important distinction. For clarification, here
are some working definitions:

1. volunteerism: anything related to volunteers or volunteer
programs, regardiess of setting, funding source, etc. (so, for
example, this includes all government-related volunteers).

2. voluntarism: refers to anything voluntary in our society,
including religion; basically refers to voluntary agencies (those
with volunteer boards and private funding)—but voluntary agencies
do not always utilize volunteers.

Our readership and focus is concerned with anything regarding volunteers.
A general article about, for example, changes in Federal funding patterns
may be of value to executives of voluntary agencies, but not to adminis-
trators of volunteer programs necessarily. If this distinction is still
unclear, feel free to inquire further and we will attempt to categorize
your manuscript subject for you.

D. THE JOURNAL is seeking articles with a "timeless" quality. Press
releases or articles simply describing a new program are not sufficient.
We want to go beyond "show and tell" to deal with substantive questions
such as: why was the program initiated in the first place? what obsta-
cles had to be overcome? what advice would the author give to others
attempting a similar program? what variables might affect the success of
such a project elsewhere? what might the author do differently if given

a second chance? what conclusions can be drawn from the experiences given?

Articles must be conscious demonstrations of an issue or principle.

._ PROCEDURE

A. The author must send three (3) copies of the manuscript to THE
JOURNAL office.

B. With the three copies, authors must also send the following:
1. a one-paragraph biography, highlighting the author(s)'s
background in volunteerism;
2. a cover letter authorizing THE JOURNAL OF VOLUNTEER ADMINIS-
TRATION to publish the submitted article, if found acceptable;
3. mailing address(es) and telephone numbers for each author
credited.
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C. Manuscripts may be submitted at any time during the year, but the
following are the deadlines for consideration for each issue:
SEPTEMBER issue: manuscripts due by the 15th of JULY
DECEMBER issue: manuscripts due by the 15th of OCTOBER
MARCH issue: manuscripts due by the 15th of JANUARY
JUNE issue: manuscripts due by the 15th of APRIL

D. Articles will be reviewed by a panel of Reviewing Editors. The
author's name will be removed to assure full impartiality. The review
process takes six weeks to three months.

1. Authors will be notified in advance of publication of accept-
dnce of their articles. THE JOURNAL retains the right to edit all
manuscripts for basic writing and consistency control. Any need
for extensive editing will be discussed with the author in advance.
Published manuscripts will not be returned.

2. Unpublished manuscripts will be returned to the authors with
comments and criticism.

3. If a manuscript is returned with suggestions for revisions and
the author subsequently rewrites the article, the second submission

will be re-entered into the regular review process as a new article.

E. Authors of published articles will receive two complimentary copies
of the issue of THE JOURNAL carrying their article.

F. Copyright for all published articles is retained by the Association
for Volunteer Administration.

ITF. STYLE

A. Manuscripts should be ten to thirty pages in length, with some
exceptions.

B. Manuscripts should be typed, double-spaced on 85" x 11" paper.

C. Manuscripts should be submitted with a title page containing title
and author and which can be removed for the "blind" review process. No
name should appear on any text page, though the article title may be
repeated (or a key word used) at the top of each page.

D. Footnotes should appear at the end of the manuscript, followed by
references 1isted alphabetically. If references are given, please use
proper style and doublecheck for accuracy of citations.

E./ Authors are advised to use non-sexist language. Pluralize or use
he/she.

F. Contractions should not be used unless in a quotation.

G. First person articles are acceptable, especially if the content of
the article draws heavily upon the experiences of the author. This is
a matter of personal choice for each author, but the style should be
consistent throughout the article regardless of form used.

H. Authors are asked to use interior headings to aid the reader in
keeping up with a lengthy article. Refer to sample sub-titles in this
issue to see how various texts have been broken up at intervals.

I. Illustrations (photographs, artwork) will only be used in rare in-
stances in which the illustrations are integral to the content of the
article.

J. Figures and charts should be submitted only when absolutely neces-
sary to the text of the manuscript. Because of the difficulty we have
in typesetting figures and charts, authors are requested to submit such
items in camera-ready form. Figures and charts will generally be placed
at the end of an article.

Please feel free to submit outlines or first drafts to receive initial re-
sponse from us. If your work is not accepted on the first try, we are open
to resubmissions.

Further questions may be directed either to our administrative offices in
Boulder or to Susan El1lis, Editor-in-Chief at 215-438-8342.
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ASSOCIATION FOR VOLUNTEER ADMINISTRATION

AVA CERTIFICATION IN VOLUNTEER ADMINISTRATION
1982—-83 FIELD TEST YEAR

In 1982 AVA introduced its new Performance-Based Certification Program. In this
unique Program, all candidates work through a process of self-assessment, portfolio
compilation, and philosophical development. This culminates in a portfolio that
demonstrates the candidate’s knowledge of the field, management principles, and
volunteerism.

During the 1982~-83 Field Test Year, several entry-level workshops for this Certification
Program are being offered around the country:

April 16-17, 1983 Tacoma, WA
May 6, 1983 Farmington, MN
June 3, 1983 New York State
TBA Hartford, CT
TBA Boston, MA
TBA Montpelier, VT
For more information about these workshops and the AVA Certification Program,
contact AVA, P.O. Box 4584, Boulder, CO 80306.
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