A process for helping mexperienced
student volunteers find placements

WHAT DO college and high
school students look for 1n a service-
learning experience? What personal
needs und values do they seek to
fulfill through community service?
What kind of service is most ap-
pealing and appropriate for each
individual?

You as a coordinutor ol a service-
learning or volunteer program are
expected to unravel these questions
daily as you work with students in
an effort to {ind the ‘‘rerfect
match™ ol interests, skill,. and
needs. I your program is generous-
ly supported and staffed, you may
have the resources to offer an
extensive personual interview and re-
ferral to each student who comes
to you. However. if you find your-
sell in a more limited situation, vou
and your staff. if you have one,
may employ a varicly of other tech-
nigues in an attempt 1o olfer refer-
ral services to large numbers of stu-
dent volunteers.

Our  Volunteer Center at the
State  University of New York
(S.U.N.Y.} ut Geneseo tried general
meetings, sign-ups, agency f{airs,
and walk-in interviews. [t became
apparent  that different  student
volunteers had dilferent interests
and needs, and that we had to
recognize their individual skills.
experiences. and values. Many stu-
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dents who came to our Volunteer
Center were experienced volun-
leers, eager 1o try i new program
for a change of pace and a different
experience. They were casily served
lrom the infermation available in
our clearinghouse files. There were
others who could identify the 1ype
of volunteer job or client group that
they wanted to work with. They too
could be referred with a minimum
of counseling from our stafl. How-
ever, as more and more new stu-
dents and inexperienced volun-
teers found their way to our Volun-

teer Center, their questions were
less precise and their interests less
defined. To meet their needs, ex-
tensive interviewing became neces-
sary in order to refer them to an
appropriate community placement.
To be able to tune into students’
needs, the stafl found it necessary
to learn more about the values that
motivated  2m to volunteer,

Dr. Edward Thomsan, former
dean for student development, and
I develope the group process de-
scribed below In 1975 in an ef-
fort te improve the quality of
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to meet their needs and the pro-
grams that utilize volunteers in
those particular jobs. Usually the
student is prepared at this point to
select a specific program or agency.

You may find that, as students
consult the referral book, they are
drawn to volunteer jobs with a par-
ticular client or interest group. For
example, some may be willing to do
any job, regardless of the volunteer
values, as long as they are working
with the aged. Of the many vari-
ables involved with each volunteer
experience and each volunteer, it is
almost impossible to speculate
about which variable —time, values,
job, or client group—is strongest.
Each is important and assumes a
relative importance to each volun-
teer. It is our intent that each be
identified, clarified, and actively
considered when a volunteer selects
a community service placement.

Fewer Interviews

What are the advantages of using
this process with your students? The
group setting reduces the number of
individual interviews you as a co-
ordinator have to conduct. The time
you save can be spent on other
tasks. Although valuing is designed
as a group process to be delivered
in a group setting, the focus of all
the exercises is strictly on the stu-
dents as individuals and requires
them to participate and contribute
actively to the search for the “‘per-
fect match.” We found that in an
effort to provide many students
with information, our clearinghouse
was short-changing the individual
student; this process gives them the
time and attention they need in a
way that is efficient for you. Since
the process is an active and self-
conscious one, it not only serves to
match skills, interests, and needs,
but it also becomes a valuable
learning experience for the student
as well. The student is required to
consider some of the motivating fac-
tors that are involved in a helping
relationship.

The values selected and defined
are not unique to volunteer experi-
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ences; they are present in careers
and paid work experiences. The
facilitator may wish to point out
these similarities so that students
may gain further insight into the
kind of work values that they
should be aware of as they plan and
explore possible career opportuni-
ties. If your program offers follow-
up and evaluation sessions for
student volunteers, these values and
exercises might prove to be a useful
device in these subsequent discus-
sions. Students should be encour-
aged to compare their expectations
to the actual experiences they en-
counter in their volunteer jobs.
Their feedback can be invaluable
to you as a program coordinator
responsible for modifying your in-
formation and the valuing exercises
themselves.

Your staff can be trained to con-
duct these sessions. They can adapt
the questions and variables of time,
values, and preferred interest group
into interview questions for those
occasions when a group session is
not feasible.

Agency personnel responsible for
voluriteers may find that the volun-
teer values and job titles might be
of some help to them as they at-
tempt to describe their volunteer
needs. The exercises may also give
them some tips on dealing with stu-
dent and community volunteers and
their respective needs.

In developing, adapting, or uti-
lizing this process, there are some
pitfalls to avoid. This process
should not be required for al/ stu-
dent volunteers. The returning vol-
unteer who comes to your office
may just want information on a
new, specific program. He or she
need not participate in an exercise
as basic as this. Experienced volun-
teers may be recruited to help as
group facilitators. In this capacity,
they can share their experiences
while learning from the group proc-
ess. Although their experiences can
be extremely helpful to new volun-
teers, it is up to you to ensure that
the process remains focused on the
interests and needs of the new

volunteers and not on the facilita-
tor’s experiences.

How can you develop a grid that
is suitable for your own program?
When we sat down to develop our
first grid, it came out quite differ-
ently from the one presented on
page 51. Job titles were originally
combined with specific agencies
and interest areas. This combina-
tion proved to be confusing, so we
separated the grid from the referral
catalog. The values were most easily
identified in the tasks themselves,
rather than in the agency, since one
agency may offer many different
jobs and work settings. We also
felt that the roles and values in-
volved in a particular volunteer
job would remain constant and uni-
versal regardless of the client group
or interest area. This certainly does
not discount the importance of cli-
ent group cultures or characteris-
tics, but, for the purposes of this
process, we have limited the grid to
individual values and job titles.
How these may vary according to
the different client and interest
groups poses another set of ques-
tions that cannot be addressed in
this article. You can use the values
presented here or develop others
that better describe conditions or
roles found in any special volunteer
opportunities. You may also modi-
fy the volunteer job titles to include
those found among the volunteer
opportunities in your particular
community.

Selecting Values

How were our particular volun-
teer values selected for these exer-
cises? Our process is modeled after
one developed by the career and
planning office at the State Univer-
sity of New York at Geneseo. Those .
exercises were used by small groups
of students interested in identifying
potential career opportunities in
much the same way that our volun-
teers explore potential opportuni-
ties. The occupational values used
by Newell Brown in After College,
What? (New York: Grosset and
Dunlop, 1969) were refined to in-
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