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As I See It 
Building Your 
Leadership Power 

By Marlene Wilson 

Nationally known volunteer leader, management 
consultant and author, Marlene Wilson gave the 
following speech at VOLUNTEER's 1985 National 
Conference on Citizen Involvement in Los Angeles. 

Not long ago, I accompanied three of my workshop 
participants to a waterfall in Thunder Bay, Ontario. 
We stood on the observation deck, appropriately 

dazzled by the sight. Three of us exclaimed, "Amazing!" 
"Majestic!" "Incredible!" The fourth member of our group, 
who was from Thunder Bay, remarked, "I guess it is incredi
ble-as long as you haven't seen how it can be." 

She then explained that she had visited the waterfall the 
week before when the flood gates above the dam were fully 
open. Instead of the three separate, narrow falls we were 
seeing, she saw one gigantic cascade of water, stretching 
almost as far as you could see. She finished the description by 
saying, "Now that was incredible!" 

This scene came to mind as I was preparing this speech 
because I think there are lessons to be learned in everything 
(or as Arlene Schindler so often says, "Everything is rele
vant!"). The relevance as I see it is this: It is appropriate that 
we come together at conferences, so we can remind ourselves 
that what has been accomplished in our field in recent years 
is "amazing," "fantastic," "incredible." For example, 
• Fifty-five percent of all adult Americans (92 million) vol
unteer (1983 Gallup poll). 
• If these volunteers were paid, their worth would be at least 
$63 billion. 
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• Charitable giving reached a record $47 billion in 1984 (an 
increase of 10 percent over 1983). 

All of this is true and cause for celebration. But what would 
happen if we knew how to open the flood gates and let 
volunteerism really flow to its full capabilities 
-where we tap into that 50 percent that is not involved, 
-where charitable giving doubles, 
-where volunteers and staff, boards and executives see 
themselves as truly synergistic teams? 

My hunch is, "We ain't see nothin' yet!" 
So it is with both gratitude for what our field has accom

plished and hope for what is still to be done that I come to you 
today. 

My topic is "Building Your Leadership Power," and it is 
my belief that we have both some problems and some chal
lenges in this field with leadership and with power. Let's start 
with the problems: 

1. Attitudes 
First is our attitude about ourselves and how we view the 
importance and significance of what we do in the voluntary 
sector. It started with the 'Tm only a volunteer" syndrome 
and moved on to become "I'm only the volunteer director" 
feeling. It is an attitude of feeling powerless and it is danger
ous, for it affects one's feelings of self worth as well as the 
ability to influence others when appropriate. This has gotten 
much better over the past decade, with the advent of sound 
training, professional associations and greater recognition of 
volunteer administration as a legitimate field. But we still 
have a long way to go. We cannot be powerful if we feel 
powerless-it's not possible! 

Another attitude we combat is that we take care of everyone 
but ourselves. I'm talking about burnout, which is still ram
pant in the helping professions. There's an old saying that 
illustrates this problem so poignantly: "You can't anymore 
give what you ain't got, than you can come back from where 
you ain't been!" 

Concerning attitudes toward power, I ha1ve conducted 
workshops on the subject and have participants perform a 
fascinating exercise. I ask them to give me their immediate 
responses to three words: powerful, powerless and empower
ing. The results have been amazingly consistent. 

The word powerful drew a mix of negative and positive 
comments, i.e., strong, effective, manipulative, able to get 
things done, pushy, aggressive, money, mover and shaker, 
intimidation. The word powerless elicited consistently nega
tive comments, i.e., weak, ineffective, poor, pushed around, 
victim, frustrated. The word empowering brought forth con
sistently positive comments, i.e., makes things happen, en
ables, shares power, opens doors, works on behalf of others, 
mentor. 

I then point out how it is impossible to empower others if 
we are (or feel) powerless. Yet, we use the terms empowering 
and enabling in the helping professions all the time. We have 
to have power before we can share it! To learn how to get and 
use power well, we have to shape up our own attitudes about 
it. Power, which comes from the Latin word meaning "to be 
able," is simply: 
-The ability to cause or prevent change. 
-The ability to influence outcome and people. 

As you can see, power is neither good nor bad-it's what 
we do with it that is. When we have it, do we use it to 

(Continued on page 33) 
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Voluntary Action 

One-to-One Volunteers 
Keep Mich. Court Program 
In Fine Tune 
·Even "normal" adolescents can tax the 
psychological resources of adults who 
work with them. In Oakland County, 
Mich., over 100 volunteers each year 
work with adolescents who represent 
the extremes of that turbulence-those 
youths involved with the Juvenile 
Court who have been neglected by their 
parents or who have been detained in 
county institutions as a consequence of 
delinquency. 

Another 120 adults volunteer to enter 
into a one-to-one relationship with a 
child in their own community who may 
not have been in serious trouble, but 
whose family background or school ad
justment contains warning signs of pos
sible future problems. In both of these 
programs, volunteers are asked to make 
a year-long commitment to see their as
signed youth on a weekly basis. 

Case Aide Program 
For many court-involved youngsters
neglected or delinquent-family sup
port and even basic affective bonds are 
often absent or pathological. Oakland 
County Probate Court judges have long 
recognized that there are gaps in the 
lives of these children that court and 
institutional caretakers are simply un
able to fill. The Case Aide volunteer is 
assigned to help fill that gap by being a 
friend and listener to a youngster either 
in institutional care or on probation. 

the services of the busy probation offi
cer, who needs to be occupied with le
gal and procedural aspects of the case 
and has limited time to spend with oth
er matters. 

In the last 17 years, court and child 
care staff have come to view volunteer 
involvement as an essential component 
in the treatment of many of their wards, 
especially now that the vast majority of 
institutionalized children are in "open" 
(unlocked) programs. 

These youths have the opportunity to 
earn weekday excursions and week
ends off grounds by working on treat
ment goals and maintaining good be
havior. However, if these youngsters do 
not have even one person on the "out
side" who makes a regular commitment 
to visit and take them for a weekday 
excursion or to their home for the week
end, the program cannot work. For 
these children, a relationship with a 
caring adult can provide the motivation 
for the child to work on his or her reha
bilitation-to care about him/herself in 
a positive way. 

The volunteers make a commitment 
to visit the child at least once a week. 
They can visit in the institution, take 
the youths off grounds for shopping 

This provides an important adjunct to Oakland County Probate Court volunteer listens to his "matched youth." 
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trips, sports events, or a simple "ham
burger and coke." If they feel comfort
able and the child is showing improve
ment, court staff will do further investi
gations that will authorize the volunteer 
to take the youth home for weekend vis
its. 

A confused and angry youth in the 
court's residential facility may be more 
eager to trust someone who is not an 
actual part of the system. A volunteer 
can be less of an authority figure and 
more of a friend to a child who believes 
that nobody cares. Although the rela
tionship between the volunteer and 
child can become a very special one, 
counselors caution that it may take time 
to win the trust and friendship of these 
youngsters. Ron Frink, counselor for 
the neglected children in Oakland 
County Children's Village, says of the 
volunteer programs, "It gives them a 
friend, which most don't have. It teach
es them to trust, which most don't do. 
The end result is that these children feel 
better about themselves." 

::ionrn volunteers opt not to become 
involved in a one-to-one relationship, 
but share their special skills, such as 
cooking, art, exercise, mechanics, etc., 
with a group of children in the residen
tial facility. These "building volun
teers" have come to be recognized as 
very special to the children whom they 
serve. 

PLUS Program 
The PLUS program matches adult vol
unteers with children in the same com
munity who, while not yet involved of
ficially with the court system, are con
sidered at risk for future problems. For 
these children, a caring adult can pro
vide the type of positive role model that 
may influence the child to feel better 
about him/herself and make better deci
sions regarding his or her behavior. 

Prevention of delinquency, or stop
ping misbehavior before it occurs, is a 
central tenet of Oakland County Probate 
Court's Youth Assistance Department. 
(To that end, Youth Assistance runs 
many community prevention programs 
such as camp, parent-education, sub
stance abuse programs, etc.) 

PLUS Programs are run by communi
ty volunteers under the aegis of local 
Youth Assistance Field Offices. The 
professional Youth Assistance case
worker provides consultative services 

to the PLUS committee volunteers in
cluding help with recruiting, interview
ing, and matching volunteers to young
sters. 

Joy Duff is a PLUS volunteer who 
comes from a large, loving family and 
feels that she has a lot to share with a 
child. She has been matched with Su
sie, who is 14 years old and has hearing 
difficulties. 

"One of the reasons that we were 
matched is because I know sign lan
guage," Joy says. Matching Susie with a 
PLUS volunteer was a preventive meas
ure because of Susie's family's history 
of problems. 

Joy and Susie have been together for 
two years. Susie's parents were initially 
suspicious of Joy and her motives, but 
eventually the problems were worked 
out. They now have a better under
standing of each other, and Joy picks 
Susie up at least once a week-usually 
on Saturday. 

Joy speaks highly of the volunteer 
program and her own Waterford 
branch. Monthly activities are often 
planned for all of the volunteers and 
their matches. 

"I am very proud of what this organi
zation has done. Although the people 
running the program are very motivat
ing, the most special part of the program 
is the children themselves," Joy says. 

Joy and Susie feel lucky to have each 
other. The closeness of their relation
ship is best revealed when one hears 
Susie introduce Joy. "This is my big sis
ter, " she says. 

Program Organization 
Oakland County Probate Court initiated 
the Volunteer Case Aide Program for 
court-involved youths in 1968. The 
PLUS Program for "at risk" youths be
gan in the Royal Oak school district in 
1972. 

As time went on, the court began to 
see that these two programs-although 
one was preventive and one was reme
dial-were complementary service ac
tivities. The programs were brought un
der the same department in 1979 and 
staff responsibilities were further con
solidated under the general title of 
"Volunteer Programs" in 1983. 

These programs are administered by 
Youth Assistance Central Office staff 
and staff and volunteers in 19 of the 26 
Youth Assistance Field Offices (one in 

each school district of the county). 
The combination of these programs 

has had exciting results: The three cen
tral office volunteer program staff are 
responsible for PLUS and Case Aide 
Programs in their assigned regions of 
the county. They recruit one-to-one vol
unteers, utilizing a wide variety of pub
lic relations efforts. The volunteer pro
gram staff also conduct monthly orien
tation and training sessions where 
potential volunteers explore the expec
tations, responsibilities, and psycholo
gy of one-to-one work with youth. 

At the conclusion of the second ses
sion, each person is asked to choose a 
program. If a potential volunteer de
cides to apply to the PLUS program, 
staff refers him/her to the nearest local 
program. The local program staff and 
volunteers take over the responsibility 
for interviewing, record checking, 
placement and follow-up. 

If the potential volunteer chooses the 
Case Aide Program, central office staff 
have the responsibility for interview
ing, record checking, etc. In addition, 
they keep a record of all court-involved 
youngsters who have been referred for 
volunteers. They interview the young
sters and their official court casework
ers and match each volunteer with the 
youngster who seems the best "fit" in 
terms of personality, background and 
locale. They monitor these relation
ships, do home studies if the volunteer 
requests the child to visit overnight, 
and are available to trouble-shoot any 
problems that develop. !J1 addition, 
volunteer staff consult with local Youth 
Assistance PLUS committees in regard 
to program management and skill de
velopment. They also conduct annual 
programs to recognize volunteers for 
their unique contributions. By working 
with staff and volunteers in each school 
district in Oakland County, volunteer 
program staff can focus on a wide range 
of community development efforts and, 
along with their work with institution
alized youths, work on both sides of the 
prevention-rehabilitation continuum. 

"Most of our volunteers come from 
stable, loving family backgrounds," 
says Robert Cross, chief of youth assis
tance. "[t is often distressing to them 
when they first hear the history of their 
assigned child. Also, the child's own 
maladaptive behavior, manipulation 
and lack of trust can sometimes create 
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more stress. 
"We truly ask a lot of the volunteer

to enter into a relationship that can be 
ambiguous and uncertain and with an 
outcome that is not really measurable. It 
is a tremendous credit to ourselves as a 
society that there are certain special in
dividuals who are willing to do it." 

There are rewards. The one-to-one 
volunteers say that traditional volun
teer projects involving committees, 
fundraising, etc., don't hold much inter
est for them. The one-to-one interaction 
with someone in need-someone 
young with a future in jeopardy-is 
where the true excitement is. Here is 
where they feel that they can make a 
difference. 

Volunteers Create 
Tradition in Sun 
Cities 

The Sun City West Sheriffs Posse. 

For example, PRIDES (Proud Residents 
Independently Donating Essential Serv
ices) is a 500-member group dedicated 

By Ken Plonski to keeping their communities litter-free. 
1-------------------i Doctors, lawyers, housewives, execu

Twenty-five years ago, Del E. Webb cre
ated Sun City, Arizona, the first of ilie 
"active adult communities," witl1 a 
challenge to its residents. "Concrete, 
steel and lumber make the buildings," 
Webb said, "but people make ilie com
munity. Togeilier we can create a way of 
life unprecedented in America." 

The Del E. Webb Development Co. 
(DEVCO), master planner and builder of 
Sun City and Sun City West, fulfilled 

tives and blue-collar workers maintain 
public landscaping, gather debris, trim 
and paint trees to maintain or improve 
the community's attractiveness. 

Posse, the Sun Cities' crime preven
tion group, has 400 senior citizen mem
bers who are trained by the Maricopa 
County Sheriff's Department. They pa
trol tl1e streets in official vehicles 24 
hours a day and perform other duties 

such as directing traffic and answering 
emergency calls. 

The Sun Cities also are the home of 
26 various service clubs including the 
Lions, Kiwanis, Civitan, Business and 
Professional Women, Rotary and many 
others. Many of these groups operate 
out of the Community Services build
ing, which was built out of the proceeds 
from a volunteer newspaper recycling 
drive. 

In recognition of its massive commu
nity volunteer spirit, iliis past spring 
Sun Cities was awarded the President's 
Volunteer Action Award. 

Webb's part of the ch a II e ng e • DEV CO -■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■■-
constructed a community of comfort-
able homes, golf courses, recreation 
centers, shopping centers and more. 

And the people fulfilleo their pare of 

Nashville Joint Venture Cultivates 
Young Volunteer Leaders 

the challenge, creating a structure of ---------------~------------------1 
volunteer activities and services unique 
in ilie nation. 

The volunteers represent diverse so
cial backgrounds. Some are financially 
secure while others depend on pen
sions and Social Security. They come 
from all 50 states and as many foreign 
countries. 

In a unique joint venture, the Nashville 
Council of Community Services (CCS), 
fue HCA (Hospital Corporation of 
America) Foundation and the local Vol
unteer Center have formed the Young 
Leaders Council (YLC) to expand Nash
ville's volunteer leadership base. The 
program will train and place young 
men and women who are not currently 
working with community agencies. 

Sun City and Sun City West com
bined are ilie home of more ilian 400 
civic, service, church, charitable and 
recreational clubs and organizations. 

"We have created this project to in
sure a business orientation toward the 

-----------------i effective and efficient use of an organi
Ken Plonski is DEVCO's public affairs 
manager. 
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zation's most valuable resource-it's 
people," said CCS Executive Director 

Rusty Lawrence, whose council came 
up with ilie idea. 

The first class of the Young Leaders 
Council consists of 18 young people 
representing a variety of businesses and 
community segments. As trainer, CCS 
instructs them in the duties and liabili
ties of volunteer board members, helps 
develop their leadership skills and ex
plains the social service system. 

YLC graduates serve an internship 
with a community agency. Each is as
signed a mentor, who is an experienced 
community leader. Later, the graduates 
may participate in alumni projects. 
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New classes will begin quarterly "to 
provide a regular infusion of new lead
ers into the social service system," Law
rence says. 

DATES 
TO REMEMBER: 

NATIONAL VOLUNTEER WEEK 
April 20-27, 1986 The HCA Foundation bas under

written this pilot program and will 
work with CCS to evaluate and refine it 1---------------~ 

About four years ago, former polio 
victims began appearing in physicians' 
offices with such complaints as in
creased fatigue, muscle and joint pains 
and weakness, and loss of muscle func
tion. These new problems were often 
more severe than their original illness. 

after the first class completes its train
ing and internships. 

The Volunteer Center, a service of 
United Way, will work with CCS to 
identify volunteer leadership opportu
nities in over 200 agencies. The Center 
also will assist in matching YLC gradu
ates with agencies in need of trained 
volunteer leaders. 

A.A.: Grandfather 
of Self Help 

the same reasons as A.A., which views Due to a lack of awareness among pro
anonymity as vital to the life of the fel- fessionals, some of these people were 
lowship as sobriety is to the life of each told, "It's all in your bead." Some were 
member. This all-important concept prescribed tranquilizers and others 
serves two different, important func- were placed in psychiatric hospitals. 
lions: A group of polio survivors suffering 
1. At the personal level, anonymity from the debilitating effects of the dis
provides protection for all members ease has established the National Cen
from identification as alcohoHcs, a safe- ter for Polio Survivors in Maryland. Na
guard often of special significance to tional Chairwoman Joyce Oakes refers 
newcomers. to the center as an "outreach program" 
2. At the level of press, radio, TV and with the primary objective of "organiz
films, anonymity stresses the equality ing polio victims to provide a clearing
of all A.A. members by putting the house for medical information, public 
brake on those who might otherwise ex- education and advocacy, and to cham
ploit their affliction to achieve prestige pion research.'' 

1985 marks the fiftieth anniversary of and personal gain. The New Jersy Self-Help Clearing
the founding of Alcoholics Anony- A strong link between A.A. and many house posted messages on computer 
mous-a fellowship of men and women of its emulators-and one explanation networks, which enabled numerous 
who share their experience, strength for the successful rate of recovery in people to contact the center. 
and hope with each other to solve their these diverse self-help programs-is the Susanne Wynkoff, a polio survivor 
common problem and help others to re- paradox of healing through surrender, and director of information and referral 
cover from alcoholism. of strength arising from defeat or "hit- for the Easter Seals Society in Hacken-

The A.A. self-help program had its ting bottom." This concept runs con- sack, N.J., has been working to establish 
beginnings in 1935 when one drunk trary to the "pull up your socks" ap- a mutual aid support group for polio 
sought to help another to keep himself proach advanced by proponents of will survivors in northern New Jersey. She 
from picking up another drink. Fifty power alone as the answer to addiction. refers to the very difficult and severe 
years later, its members, over one mil- Another big link is the concept of the treatment regimen prescribed for pa-
lion of them, criss-cross the world. shared gift. In A.A., this means that in tients when originally stricken with the 

As a result of A.A.'s success in com- order to keep their sobriety, members disease, and points out the devastating 
"give it away" by sharing their experi- and often quite depressing conse

bating alcholism, it has become the ence, strength and hope with each other quences of once again having to fight a 
model for many, diverse self-help 
groups, including Gamblers Anony- and carrying the message of recovery bhaattld ealrtheaadtymwoosnt. people thought they 

from alcoholism wherever it may be 
mous, Pills. Anonymous, Narcotics needed. Wynkoff feels that the support group Anonymous and Overeaters Anony-

will provide its members with a work-mous. Reprinted with permission from the 
At first glance, these programs may spring 1985 Network, the newsletter of ing mechanism by which people will 

learn to cope more effectively with their 
look almost identical, yet each offers the New Jersey Self-Help Clearing- condition. She hopes that the group 
one-of-a-kind help for a specific addic- house. will identify ways to arrest physical de-

tion or problem that A.A., the grand- 1-•iiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiii• terioration, help people not to get de-
daddy of them all, cannot provide un- pressed about their situation, and pro-

lweshs thethprimh~y addi~ion is:~ al~oh~l. Po11·0 Surv·,vors vide reassurance to others that their 
en e c ips are own, e erom condition is manageable. Wynkoff also 

addict's need to identify with others- ~ace New ■rest r, I ' emphasized the need for greater dis-
to "speak the language of the heart," as semination of information to both vic-
A.A. co-founder Bill Wilson put it-is a tims and professionals concerning the 
requisite to lasting recovery. The needs Several thousand recovered polio vie- treatment and prevention of the illness. 
of other "addicts" are the same, wheth- tims from the 1940s and 1950s once 
er their problem is obesity or compul- again have found themselves battling This article is also reprinted from the 
sive gambling. excruciatingly painful and debilitating New Jersey Self-Help Clearinghouse 

Most of the self-help groups pat effects of their original illness, which newsletter. For further information on 
terned after A.A. characterize them- they fought so hard to combat decades these groups, call the Clearinghouse at 
selves as "anonymous" and mainly for ago. (2D1) 625-71D1. 
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JUST RELEASED-The All New 

VOLUNTEER 
READERSHIP 

1985-86 

~ 
1he Toolbox 

to help managers and volunteer leaders 
do their jobs better 

Presented by VOLUNIEER-'01e National Center 

Containing 16 pages of 

• Over 100 publications and materials that can help you do your job better 
• Twenty NEW listings 
• Over 36 promotional and recognition items for volunteers (many NEW) 
• VAL subscription form and VOLUNTEER Associate membership application 

Write for your FREE copy today! 

Volunteer Readership, 1111 N. 19th St., Suite 500, Arlington, VA 22209. (Free bulk quantities also available.) 
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Research 
The following report contains highlights of the Minneapolis-St. Paul Area Corpo
rate Volunteerism Council's 1984 survey of its 44 corporate members. The CVC 
feels the report leaves little doubt that corporate involvement in the volunteer 
movement is strong and growing stronger in Minnesota. For a complete copy of 
"Corporate Volunteerism 1984-A Report to the Community," write CVC, 404 S. 
8th St., Minneapolis, MN 55404. 

Corporate Volunteerism, 
Minnesota-style -1984 

Compiled by the Minneapolis/St. Paul Area Corporate 
Volunteerism Council 

T he Corporate Volunteerism 
Council of the Minneapolis-St. 
Paul Area was founded in 1980 to 

promote corporate volunteer programs 
by sharing information and ideas with 
companies developing new programs 
and by streamlining communications 
systems with nonprofit organizations in 
need of volunteers. 

The CVC's "report to the communi
ty"-Corporate Volunteerism 1984-ex
amines the type and scope of corporate 
volunteer programs and looks at different 
methods corporations use to support and 
promote volunteerism among employ
ees. 

Among the trends the survey uncov
ered are 
• A growing tendency for corporations to 
work together on projects 
• A spreading of volunteerism from the 
executive level to all levels in the corpo
ration 
• A larger number of corporations form
ing retiree volunteerism programs 
• Many corporations planning programs 
with a specific focus that is connected in 
some way to their business-for exam
ple, B. Dalton Bookseller Corporation's 
National Literary Initiative, which has 
had fantastic success in recruiting volun
teers to fight illiteracy. 

The report also reflects a growing en-
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thusiasm in corporations for active en
couragement of employee volunteerism. 
This enthusiasm is expected to continue 
to grow as more and more companies be
come aware of benefits to the communi
ty, employees and the corporations them
selves. Corporations find their involve
ment in volunteerism has a direct impact 
on the health of the community and that a 
healthy community promotes a healthy 
business environment. 

Finally, the report shows a great need 
for systematic research and evaluation of 
programs and volunteer experiences so 
that corporate volunteer programs will 
continue to increase in effectiveness and 
numbers. Consequently, the Corporate 
Volunteerism Council expects to repeat 
the survey and report to the community 
periodically over tJ1e years. 

Objectives 
• To provide a picture of the current sta
tus of corporate volunteerism among 
members of the Corporate Volunteerism 
Council of the Minneapolis-St. Paul 
Area, a membership organization of 
Twin Cities corporations tJ1at have em
ployee volunteer programs or are devel
oping such programs 
• To identify the ingredients in those pro
grams that indicate a commitment to the 
concept of corporate volunteerism 

• To establish a base line by which to 
measure the development of corporate 
volunteerism among member corpora
tions and in the Twin Cities community 

Sample and Method 
During the summer of 1984, surveys were 
mailed to 42 member companies. Re
sponses from 38 companies were re
ceived. The data from all 38 responses is 
included in the report. 

What the Report Examines 
The report examines tJ1e commitment of 
these Twin Cities corporations to corpo
rate volunteerism as illustrated by: 
• Type and scope of corporate volunteer 
programs 
• How the corporations promote volun
teerism 
• The extent and nature of corporate sup
port given volunteer programs 
• To what extent corporate volunteer 
programs use the four-step process of re
search, planning, implementation and 
evaluation 
• Comparisons of corporate volunteer 
programs based on number of employees, 
annual revenues, program age, and de
partment managing the program 

Major Findings 
Although nearly all of the companies sur
veyed have or are developing corporate 
volunteer programs, there is a great vari
ety among those programs. Differences in 
company size, structure, revenues, pro
gram age, and managing departments can 
all result in program differences. 

Most corporate volunteer programs 
were developed during the past few 
years, and most are continually evolving, 
developing and changing. It is tlrns diffi
cult to make generalizations or identify 
definite trends. This report only repre
sents the status of these particular corpo
rate volunteer programs at one moment 
in time. 
• Traditional corporate volunteer activi
ties involving executives are still the 
most common, but group projects involv
ing all levels of employees are also popu
lar. 
• One trend among larger companies is 
the development of volunteer programs 
for retirees. 
• Cooperative projects with community 
organizations and/or other companies are 
also becoming popular-especially 
among companies witJ1 larger employee 
populations. 
• Larger companies tend to have more 
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VOLUNTEER 
RECOGNITION METHODS 

USED 
Publicity 78% 
Letters of commendation 63% 
Special recognition events 56% 
Verbal praise 53% 
Awards 50% 
Gifts 25% 
Displays 22% 
Personnel records noted 19% 

formalized programs. The majority of 
programs is managed by community rela
tions/public affairs departments, espe
cially in larger companies. 
• A variety of means is used to communi
cate about volunteer programs and to 
promote volunteerism to employees. 
Company publications, personal con
tacts, bulletin boards and memos are the 
most popular methods. Larger compa
nies also use employee meetings and 
more varied and sophisticated means of 
communications. 
• The vast majority of the companies 
have some kind of volunteer recognition 
program. The most popular means of rec
ognition are publicity in company publi
cations, letters of commendation, special 
recognition events and employee awards. 
Again, larger companies indicate greater 
variety. 
• The majority of companies support vol
unteerism by providing release time for 
approved activities, reimbursement of 
certain employee expenses, and mone
tary and/or in-kind donations to organi
zations where employees volunteer. 
• Several companies consider volunteer
ism to be a form of employee develop
ment, but few give it consideration in em
ployee performance appraisals. 
• Most companies also support their vol
unteer programs with budgets (which are 
reported to be growing with the pro
grams) and designated program coordi
nators. Coordinators spend an average of 
25 percent or less of their work time on 
volunteer programs. Those coordinators 
who spend more than 25 percent of their 
time on the programs usually are in com
munity relations/public affairs depart
ments in larger companies. 
• Many corporate volunteer programs are 
also directed or assisted by employee 
councils or committees. 
• A significant number of coordinators 
report their programs receive the active 
support of their CEO and senior manage-

Fall 1985 VOLUNTARY ACTION LEADERSHIP 

ment, but most perceive the support from 
mid-management to be less. 
• The majority of companies reports hav
ing written plans for their programs. 
There is, however, a need for greater at
tention to research of employee volunteer 
interests and community needs upon 
which to base program plans and evalua
tion of programs and individual volun
teer experience to insure ongoing pro
gram effectiveness. 

Corporate Programs 
Most of the corporations surveyed (89%) 
indicated having a volunteer program of 
some kind. This data was anticipated as 
the corporations surveyed were members 
of the Corporate Volunteerism Council. 
Three of the four companies that indicat
ed having no volunteer programs actual
ly did have some involvement with vol
unteerism and promoted it in some way 
to their employees. One company is in 
the process of developing a program. 

The majority of the volunteer programs 
(59%) have been in place for five years or 
less, and a large percentage of those 
(75%) for two years or less. However, a 
still significant 38% has had programs for 
over five years. Most of the programs over 
five years old (69%) are in companies 
with over $100 million in annual reve
nues or with employee populations over 
1,000 (62%). 

Employee Participation 
Although all companies with volunteer 
programs said that their entire Twin Cit
ies employee populations were eligible to 

participate in at least some parts of their 
programs, a few indicated that they limit 
their programs (or parts of them) to man
agement or salaried employees. A few 
also noted that they do not include part
time or union employees. The exact per
centages of these restrictions cannot be 
determined from the survey data. 

Twenty-six percent of the companies 
indicated that 10% or more of their em
ployee populations were involved with 
their volunteer programs. Twenty-nine 
percent of the companies reported in
creased employee involvement during 
the past year, while 45% reported in
volvement to have remained constant. 
No company reported a decrease in em
ployee involvement. 

Forty-seven percent indicated that re
tirees were eligible to participate in com
pany volunteer programs and 32% have 
formal programs specifically for their re
tirees. All companies that reported hav
ing retiree programs have employee pop
ulations over 1,000 and 75% have annual 
revenues of more than $500 million. 

Program Administration 
Administration of most corporate volun
teer programs is the responsibility of a 
single department. This is most often a 
community relations or public affairs de
partment (58%, but programs are also 
managed by human resources (13%), 
communications/public relations (13%) 
and other departments (11 %). Compa
nies with larger employee populations 
(71% of those over 1,000) and larger an
nual revenues (78% of those over $500 

General Mills employee on outing with his "Little Brother." 
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milHon) are more likely to place the re
sponsibility for volunteer programs in a 
community relations/public affairs de
partment. 

Companies with smaller annual reve
nues and fewer employees are less likely 
to have a formally structured program 
than those with greater revenues and/or 
larger employee populations. Forty-sev
en percent of the companies with less 
than $500 million in revenues, and 41 % 
with less than 1,000 employees reported 
having no formal program structure, and 
20% and 24%, respectively, indicated re
sponsibility for their volunteer programs 
was spread over more than one depart
ment. 

In contrast, 83% of the companies with 
annual revenues of over $500 million and 
76% of companies with more than 1,000 

employees reported having more formal
ized programs managed by designated 
program coordinators or administrators. 

Volunteer Activities 
Volunteer activities involving executives 
traditionally have been and continue to 
be the most common. These include the 
placement of executive employees on 
nonprofit boards and community com
missions (82%) and the lending of execu
tives (71 %), especially to assist with an
nual United Way campaigns. Many cor
porations are lending employees from 
various levels to provide management 
and technical assistance to nonprofits 
(79%), often through the Management 
Assistance Project (66%)-a five-year-old 
partnership effort of 24 Twin Cities cor
porations and the Minneapolis and St. 

First Bank Minneapolis employee volunteers as referee for fifth/sixth grade basketball game. 

General Mills employees join in Metropolitan Paint-a-Thon in Minneapolis/St. Paul. 
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SUPPORT MECHANISMS 
FOR VOLUNI'EER 

ACTIVITIES 
Release time 
Reimbursement of 
expenses 
In-Kind donations 
Direct grants 
Matchmg grants 

Paul United Ways. 

66% 

55% 
34% 
29% 
16% 

Also popular are group projects (66%), 
many of which involve a one-time com
mitment (61 %) such as a bike-a-than or a 
clothing drive and often are fundraising 
efforts. 

Forty-seven percent of the companies 
surveyed indicated having some kind of 
special company focus for their volunteer 
activities. This focus may range from an 
almost exclusive volunteer focus such as 
B. Dalton's literacy program, to a special, 
but non-exclusive emphasis such as H.B. 
Fuller's focus on domestic violence and 
Inter-Regional Financial Group's focus 
on child welfare. 

Cooperative projects and community 
partnerships (such as Minnesota Food
share and Metro Paint-a-than) are in
creasing in popularity. Forty-two percent 
of the companies indicated involvement 
in such efforts. Corporations see coopera
tive projects and partnerships as excel
lent ways to leverage their resources. Six
ty-nine percent of the companies report
ing participation in cooperative efforts 
have employee populations over 1,000. 

The majority of corporations with vol
unteer programs (62%) also places indi
vidual volunteers in community agencies 
and projects. And while 71 % reported 
utilizing the resources of community 
agencies such as Voluntary Action Cen
ters and the Management Assistance Pro
ject, most (61 %) do not allow direct re
cruitment of their employees by those 
agencies. One exception to this policy is 
the hosting of volunteer fairs where agen
cies are invited to a company to provide 
employees with information about vol
unteer opportunities. 

Support to the Volunteer 
In addition to sponsoring, facilitating and 
promoting volunteer activities, Twin Cit
ies corporations reinforce their commit
ment to volunteerism through a variety of 
support mechanisms. The majority of 
companies surveyed (66%) provides 
some form of release time for approved 
volunteer activities, and 55% reimburses 
emplovees for certain expenses connect-
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ed with volunteering. 
Many companies (53%) link volunteer

ism and corporate contributions in some 
way. Twenty-nine percent makes direct 
grants, 16% matches employee donations 
and 34% makes in-kind donations (e.g., 
printing services, office equipment and 
company products) to organizations 
where their employees volunteer. Such 
links are most likely (79%) when respon
sibility for the volunteer program is locat
ed in community relations/public affairs 
departments, the same department for 
corporate contributions. 

Thirty-four percent reported links 
between volunteer programs and human 
resource departments, many of which as
sist in volunteer recruitment and pro
gram promotion. Community involve
ment is often viewed as important to in
dividual employee development, but 
only 16% indicated a consideration of 
volunteer activities in employee per
formance appraisals. 

Support of the Program 
Companies also support their volunteer 
programs as a whole by providing budg
ets (65%) that grow with the program 
(55%) and designating program coordina
tors (84%). 

For most coordinators, the volunteer 
program is only one of several responsi
bilities. The majority (58%) spends 25% 
or less of its time on corporate volunteer
ism activities. Of those coordinators who 
spend more than 25% of their time on 
volunteer programs, nearly all are in 
companies with over 1,000 employees 
(89%), more than $500 million annual 
revenues (67%) and in community rela
tions/public affairs departments (89%). 

Several companies (29%) have estab
lished employee councils or committees 
to direct and/or assist in the implementa
tion of the volunteer programs. Some 
councils (55%) also disperse portions of 
their companies' charitable contribu
tions. 

Management support, critical to the 
success of any corporate program, is diffi
cult to measure. While highly subjective, 
42% of volunteer program coordinators 
reported their program had the active 
support of the CEO and senior manage
ment, 29% reported passive support and 
18% reported moderate support. The 
support of mid-management was per
ceived to be less with only 13% of the 
coordinators reporting active support, 
37% moderate support and 37% passive 
suooort. 
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Communications 
Workshop 
How To Write a Press Release 

Provided by VOLUNTEER 

How-to pieces on preparation of 
press releases nearly always be
gin the same: "There are five im

portant points to remember in preparing 
a press release: WHO, WHAT, WHEN, 
WHERE, WHY?'' 

These five "W's" cannot be stressed 
enough. Like how-to articles, your press 
release should begin the same way. 

It is important to get these five 'W's' 
into the first sentence or two, whether 
you are writing for the print or broadcast 
media. These first sentences are called 
the lead, and a good lead captures the 
attention of the reader (or listener) and 
focuses his or her attention on the impor
tant details of the item. 

In developing the details of your press 
release, it is important to remember that 
if there is not space to print your entire 
release, the editor will nearly always cut 
it from the bottom. Therefore, prepare all 
releases in an inverted pyramid style, 
since there is a chance that the end of 
your release will never reach the printed 
page. After the lead, each paragraph 
should be of declining importance with 
the least essential details coming at the 
end of the release. 

In preparing your release, there are 
some important points to remember: 
• Be sure that the name of an organiza
tion is spelled out, at least when it is first 
introduced. 
• Give exact dates-Wednesday, Octo
ber 16, 1985, not "next Tuesday." 

VOLUNTEER has issued these press re
lease guidelines over the years in its vol
unteer recognition handbooks and other 
materials. 

WHO WHAT WHEN 
WHERE WHY 

IMPORTANT 
DETAILS 

MISC. 
INFO. 

• Give the address of the function. Re
member, you are writing for people who 
do not know. 
• Be brief. Nearly every news release can 
be written on one or two double-spaced 
pages. Remember, two double-spaced 
pages will fill about 12 inches of a news
paper column. 
• Choose your words carefully. Do not 
use words in a release fuat you would not 
use in everyday conversation. 
• Be objective, not subjective. Opinion is 
for the editorial page. 
• Do not include telephone numbers in 
the text of the release. The chances for 
error are too great. 
• When using numbers, spell out num
bers from one to ten, use figures from 11 
on (unless a figure begins a sentence-
then it is spelled out). 

Two last things to do before submitting 
your press release: Check once more for 
accuracy, times, places, dates, addresses, 
spelling of names. Then, read your re
lease again and ask yourself if it would 
interest you if you were not associated 
with your organization. If not, tear it up 
and begin again. If the answer is "yes," 
you're ready to type your release. 
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Typing the Release 
In typing your release, there are some 
hard and fast rules that must be fol
lowed: 
• Use 8-1/2"x11" good quality paper, 
preferably stationery-never onion skin 
or tissue weight paper. 
• Send an original, a mimeograph or a 
photocopy of your release; never send a 
carbon copy. 
• Keep a copy of everything you send 
out, along with the full information re
garding what media has received it. 
• Include the name of the contact per
son and the appropriate telephone 
number. If the release is not typed on 
stationery, be sure to include the full 
name of the organization along with the 
address and telephone number. 
• If possible, issue your press release 
"FOR IMMEDIATE RELEASE." (This 
means the item can be used upon re
ceipt.) This simplifies the editor's work 
and increases your chances of publica
tion. If necessary, type "RELEASE AF
TER NOON, OCTOBER 16, 1985." 
• Begin your copy about one-third of 
the way down the first page. This gives 
the editor ample space to write a head 
for your story or for his/her instructions. 
• Double-space your release. 
• Type on one side of the paper only. 
• Indent each paragraph at least five 
spaces. 
• If your copy runs more than one page, 
type "More" after the last line of each 
page except the last one. End each page 
with a complete sentence and para
graph. 
• Type your organization's name at the 
top of each page after the first. 
• At the end of the release, type a series 
of space marks (# # # #) under the 
last line. 
• Follow local media guidelines for ab
breviations, capitalization, etc. Many 
newspapers issue style sheets. 

If you decide to use photos to accom
pany your press release: 
• Check with the editor for special re
quirements for photos. 
• Never use a paperclip or write on the 
back of a photo. Either of these can dam
age the finish of the photograph, making 
it useless for printing. As a general rule, 
type the identification information for 
photos on white paper, leaving ample 
paste-up space at the top of the sheet. 
Then paste about one inch of the cap
tion sheet to the bottom (back) of the 
picture, with the typing face up. Fold 
the caption up over the photo. 
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SAMPLE PRESS RELEASE 

B National Council of Jewish Women 
15 East 26th Street • New York, N.Y. 10010 
Telephone: 1212) 532-1740 

news 
Director of Public Relations 
Michele Spirn 

For Release: 
Jnrnediate Release 

Jane 8. Stein 
Contact: ~CJW Media Coordinator ext. 227 

NCJW TO HOST PANEL ON PUBLIC/PRIVATE PARTNERSHIPS 
AT ADVOCACY CONFERENCE IN WASHINGTON D.C. 

New York, N. Y. -- Should the U.S. Government be responsible for 

developing social programs and services to ireet the needs of the 

? Or should the private sector bear 
population in this country. 

that burden? 

The concept of public/private partnerships and their attendant 

policies and responsibilities will be explored and debated by a 

8 .30 at the J w. Marriott in 
panel of experts llovember 19, • a.m. • 

The Pa
nel is one of a host of activities sponsored 

Washington D.C. 

by the llational Counci I of Jewish Women during its four-day Joint 

Program Institute (JPI), a biennial advocacy training conference. 

f 11Nader1 s Raider," 
Panel participants include Mark Green, armer 

President of The Democracy Project, and author of many books on 

I d government· Bob Keller, Executive Director of the 
bus ness an • 

B It
.more COl!l!littee· Stuart M. Butler, Director of domestic 

Greater a 1 ' 

pol icy studies at the Heritage Foundation and NCJW National Board 

Member Ilene Olansky. 

It Is anticipated that close to 700 women of varying ages and back

grounds from across the country wi 11 attend the Washington D.C. 

conference, where they wi 11 focus on the 1985 JPI theme of Rights 

and Responsi bi Ii ties. 
They wi 11 be joined by prominent legislators, 

governmental experts and dignitaries. in examining sue~ is~ues. as 

h 
'd the role of the Fede;-al Judiciary and juvenile Justice. 

apart e1 , 

more 

- 2 -

Established in 1893, the National 
Counc i I of Jewish Women is th 

oldest Jewish women's volunteer organization e 
in America. NCJW's 

more than I 00' 000 members • 200 
- in Sections nationwide are active 

in the organization's priority areas of WO'Tlen•s issues J . t 

Jife, aging, children an ' ewtsl 

rights. 
d youth, Israel' and Constitutional 

##### 
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Advocacy 
So You Want to Hold a Press 
Conference? 

How-To Information Provided by VOLUNTEER 

Advocacy is an important role for the 
volunteer leader, who is always on the 
alert for ways to promote volunteering. 
The press conference is an excellent fo
rum for drawing public attention to a 
group's activities on behalf of the volun
teer field. 

T he purpose or subject of a press 
conference must be important 
enough to be worthy of a reporter's 

time. Announcing prominent, out-of
town visitors or kick-off drives (for a mas
sive volunteer recruitment campaign or 
to gather support for a permanent Chari
table Contributions Law, for example) are 
the kinds of events that might be suitable 
for press conferences. 

National Volunteer Week is another 
example because activities involve a 
large segment of the community, events 
are varied, and area celebrities frequently 
participate. 

When 
Press conferences should be held at a 
time compatible with newspaper dead
lines. Determine these in advance and 
check with other papers, broadcasting 
stations and organizations for possible 
conflicts of time. If it's at your confer
ence, which revolves around one day's 
events, consider asking a reporter to cov
er all of the events. 

Where 
If possible, select a location where the 
background relates to the subject and ar
range for suitable photographs. Perhaps 
you might have a tour of your program for 
reporters following the press conference. 
This provides a chance for good pictures, 
offers a better "feel" for the volunteer sit
uation and may provide extra publicity 
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for the volunteers and the program. 
If you plan a tour for the press, make 

sure that all logistical considerations are 
arranged (e.g., transporting reporters to 
events), and be sure that the press will 
have access to program staff, volunteers 
and other VIPs necessary for a good story. 

Be sure that the location for your press 
conference is handy for the press. There 
should be sufficient room for TV and ra
dio equipment (and electrical outlets). 
Ask radio and TV personnel in advance 
for a list of other things they might need 
(e.g., colored backdrops, lights, etc.). 

Invitations 
Invitations should be issued to the press 
at least ten days to two weeks in advance 
and should cover the basics-who, what, 
when, where, why. You should plan to 
telephone newspapers and broadcasters 
two or three days before the press confer
ence to be sure that they received the 
invitations and proper information. You 
might also use the opportunity to ask if a 
photographer will be available. 

Your invitation list will be determined 
by the subject matter. Try to get coverage 
on the appropriate pages-news, editori-

al, style, religious, sports, business. 
Prepare kits to give to each reporter at 

the beginning of the press conference. 
They should include a news release cov
ering the story (see Communications 
Workshop in this issue), biographical in
formation on the principal participants 
or a summary of your program, 8"x10" 
glossy photographs, if appropriate to the 
subject. 
• Be sure to begin on time. 
• The host or hostess should introduce 
the guests and state the purpose of the 
press conference. 
• Each spokesperson present should be 
thoroughly briefed to answer questions 
accurately or to know to whom they 
should refer the questions. 
• Prepared statements should be limited 
to about ten minutes, and tlie entire con
ference should not last longer than an 
hour. It is better to have a formal ending 
to the press conference than a hazy dis
persal. 
• Have a guest register handy or ask a 
volunteer to get the names of all reporters 
who attend. 

Follow-Up 
If important press people did not attend, 
hand deliver press kits to them. Contact 
those who were present to try to arrange 
follow-up interviews or stories. Thank 
them for their interest and offer to give 
them whatever additional information 
might be helpful to them. 

As We Go to Press: 
House Ways and Means Votes Per
manent CCL 
On October 15, the House Ways and 
Means Committee voted to make the 
charitable deduction for nonitemizers 
permanent-with a $100 floor. Accord
ing to INDEPENDENT SECTOR, the ac
tion was clearly a response to the enor
mous grassroots support for the provi
sion. 

Known as the Ford/Frenzel amend
ment, for Representatives Harold Ford 
and Bill Frenzel who gave leadership to 
the action, this proposal also lowers the 
standard deduction to pay for the provi
sion, which the Treasury Department es
timates will cost $7.3 billion over the 
next five years. However, INDEPEND
ENT SECTOR will continue its efforts to 
oppose this provision and to have the 
$100 floor removed. 

The permanent nonitemizer deduction 
will be considered by the Senate Finance 
Committee when it begins to tackle tax 
reform later this year or early next year. 
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TEER's National Conference on Citizen Involvement in addi
tion to engagements at various universities and other national 
conferences. 

She founded the first all-Spanish-speaking Red Cross Vol
unteer Group, which now has 700 members and serves as a 
model for a nationwide program. She also served on Red 
Cross President Richard Schubert's Hispanic Expert Group in 
Washington, 0. C. and completed a marketing plan for nonpro
fits to reach the Hispanic market. 

The fall 1984 VAL included her article on "Hispanic Ameri
cans: Tapping a New Volunteer Market." In addition, Nestor 
was instrumental in the appearance of Security Pacific Nation
al Bank President George Moody's "As I See It" piece in the 
summer 1985 VAL. 

Marlene Wilson ("Building Your Leadership Power," As I See 
It, page 2) has shared her experience and wisdom many times 
in VAL. An international authority on volunteering, she con
ducts workshops and conferences on volunteerism for 
churches and human service organizations in the United 
States and abroad. 

Her best-seller, The Effective Management of Volunteer Pro
grams, is now in its seventh printing. She is also the author of 
Survival Skills for Managers, published in 1981, and How to 
Mobilize Church Volunteers, her most recent release. 

Wilson worked in personnel administration for six years and 
served as director of a volunteer center for seven years where 
she organized and administered a comprehensive program of 
volunteer recruitment, screening and referral. 

She is an active member of the Association of Voluntary 
Action Scholars and the Association for Volunteer Administra
tion (AVA), serving as its journal editor for two years. Her 
volunteer board experience has included service on the Na
tional Board of Managers for Church Women United and the 
National Board of Directors of Aid Association for Lutherans. 
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Supporting the Volunteer 
*Leading 

Life-Cycle 
Trying 

Committing 

Exploring 

STAGE I 

E ach of us is a unique human being. 
We enter into most new situations 
with a touch of enthusiasm and an-

ticipation, hope and fear. This is as true for 
volunteers who are new in their positions 
as it is for volunteer administrators. We 
who cherish the contributions of volun
teers work very hard to keep these special 
people on our team. We celebrate the 
emergence of experienced, successful 
volunteers. 

Those of us who "have been around" for 
awhile have an important role to play. 
Some of us are formally responsible for 
providing support to volunteers. Others 
may choose to take on this responsibility. 
Every person involved is in a position to 
influence the climate of an organization 
and the well-being of volunteers. 

This article is about helping volunteers 
grow in t~eir volunteer positions and with
in their organizations. It is based upon my 
own observations and experience in work
ing with volunteers for the past ten years. 

In order to be supportive, we must be 
sensitive to each volunteer's feelings and 
needs at any given time. This is not a 
simple task and no one can do it perfectly. 
By thinking about the course of a volun
teer's experience as a volunteer life-cycle, 
we will be in a better position to identify 
how we can help. 

I believe there are three primary stages 
in the growth of a volunteer: Exploratory 
(Stage I), Developmental (Stage II) and 
Mature (Stage 111). Usually, there are steps 
within each stage (see illustration). 

Paula Beugen is a consultant on volun
teerism to the Minnesota Office on Volun
teer Services and other organizations. 
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*Sharing 

Blooming STAGE Ill 

*Analyzing 

STAGE II 

Improving 

By Paula J. Beugen 

I want to emphasize that no two people 
or situations are exactly alike. Many volun
teers will experience some variation to the 
described stages and steps. However, I 
suspect that much of what I have to say 
may feel familiar to many of you-be
cause you have been there. 

Stage I: Exploratory 
Stage I is when the volunteer is becoming 
more familiar with your organization and 
expectations. He/she has made an initial 
commitment to volunteer, but this commit
ment has not yet crystallized. 

The volunteer is eager to get started
but feels unsure. He/she wants to know as 
much as possible about the purpose and 
background of the organization, as well as 
the specific tasks required to perform. You 
can help by providing a thorough orienta
tion where questions and comments are 
encouraged. 

At this point, the volunteer will probably 
have these thoughts: 
• "Is this a reputable organization?" 
• "Is this a worthwhile way to spend my 
time?" 
• "Can I really make a difference?" 
• "Am I competent to do a good job?" 
• "Will other people feel that I am the right 
person to do the job?" 
• "Do I belong here?" 

This is a critical period. The volunteer 
feels anxious and may consider backing 
out. With your encouragement and reas
surance, he/she is likely to·hang on a little 
longer. 

Communicate with this person now. 
Point out that most people feel uncertain 
when they start volunteering. 

Once this first hurdle is cleared, the vol-

*Points of renewed commitment 

unteer has made a commitment to give the 
position a serious try. He/she is very curi
ous about what the experience will be like 
and what he/she needs to know. 

It is time to help the volunteer start to dig 
in. General training, which is not over
whelming, will offer a needed foundation 
upon which to build even further instruc
tion. Providing opportunities to observe 
others in a similar position can be ex
tremely beneficial. 

The volunteer is ready to try to do the 
job. The first time is the scariest. Again, 

Sue Johnson 
When Sue Johnson first started volun
teering with the Minnesota Office on 
Volunteer Services, she never dreamed 
that three years later she would be coor
dinating the entire MOVS library. During 
her first year, she spent most of her time 
typing. It soon became obvious, howev
er, that she was capable of much more 
responsibility. Gradually, she was intro
duced to a range of library tasks. 

Today, Sue is in charge of circulation of 
all MOVS library materials. She distrib
utes books, handles necessary corre
spondence, monitors overdue notices, 
prepares documents for the shelves, 
and delegates tasks to other volunteers. 

Over the past few months, Sue has 
bloomed. She is moving into the sharing 
step of the mature stage and will be 
supporting other volunteers as they en
ter the volunteer life-cycle as MOVS li
brary volunteers. 
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he/she needs your acceptance. This is an
other major hurdle to be jumped. One way 
to help is to offer an opportunity to prac
tice a skill before it is actually applied. 
Identify one key person to assist the volun
teer as the need arises. 

Cheer for the volunteer. Recognize 
his/her courage and risk-taking for trying a 
new task and following through on a com
mitment. Although the volunteer is proba
bly feeling frustrated, knowing that he/she 
is genuinely needed may be enough for 
him/her to "stick to it." The volunteer is 
keenly aware that until now he/she has 
been receiving more than giving. 

As a result of careful instruction, close 
monitoring, communication and on-going 
encouragement, the volunteer has done a 
reasonably good job from the very begin
ning. He/she is striving for excellence 
while accepting that imperfection is to be 
expected at first. Most of all, a valuable 
volunteer has been retained through sev
eral attempts at carrying out an important 
task. 

Hooray for you! You have helped a vol
unteer move through Stage I, the Explor
atory Stage. 

Stage II: Developmental 
In the next stage, the Developmental 
Stage, the volunteer really experiences a 
growth spurt. It is an exciting time, and the 

Jeffrey Hazlett 
Jeffrey Hazlett moved very quickly from 
the exploratory stage to the develop
mental stage of the volunteer life-cycle. 
This past summer, Jeff began volun
teering with the Minnesota Office on 
Volunteer Services. He is a teaching as
sociate with the University of Minnesota 
Composition Department and came to 
MOVS to share his interests and skills 
as well as broaden his work experience. 

Jeff's involvement with MOVS has 
ranged from editing resource materials 
to reviewing and processing library pub
lications and creating a manual for 
maintaining the MOVS resource library. 

Within just a few weeks, Jeff made a 
huge commitment. He tried and ana
lyzed a variety of tasks and became 
familiar with the MOVS library system. 
Now Jeff is making suggestions to im
prove library administrative procedures 
and is working independently to update 
the library bibliography. 

Jeff, too, is blooming! 

18 

volunteer is hungry for information and 
specific techniques. 

There are many ways to support a vol
unteer during this stage. It is a perfect time 
for specific in-service training. The volun
teer wants to know how to do an even 
better job and is busy analyzing and test
ing different ideas and approaches. You 
will want to reinforce accurate or positive 
behavior. Comment on the volunteer's 
strengths and show him/her ways to do 
things effectively. Coach the volunteer. 

Feelings of satisfaction from the volun
teer position usually begin to emerge 
now. The volunteer realizes that his/her 
performance constantly is improving and 
that he/she is a contributing member of 
the team. Sessions where peers in like 
positions get together to exchange ideas 
and experiences can be particularly valu
able and exhilarating during Stage II. The 
presence of a knowledgeable facilitator or 
advisor is often worthwhile. 

During the latter part of the Develop
mental Stage, the volunteer is blooming! 
He/she is starting to assert his/her views 
and observations. This is healthy. The vol
unteer wants to apply higher-level skills 
and his/her dependence is decreasing. 

Now is an important time to restate and 
clarify the goals of the volunteer position. 
You may want to suggest resources that 
correspond to the philosophy and ap
proach of the organization. Opportunities 
to interact with key leaders or staff mem
bers will reinforce the values and methods 
of the organization. 

Sometimes the volunteer will feel under
valued or even unappreciated during 
Stage II. Other people may be too en
grossed in their daily activities to notice 
the volunteer's contributions, or the volun
teer may not yet have a complete under
standing of the "total picture." 

You can increase the volunteer's sense 
of belonging by communicating frequent
ly, respecting his/her feelings and ideas, 
noticing progress toward established 
goals, and perhaps arranging for a social 
gathering to celebrate the volunteer's re
cent accomplishments. 

Congratulations! Once again you have 
stood by a volunteer. At the same time, 
you have helped to assure quality serv
ices within your organization. The volun
teer chooses to stay, not knowing he/she 
is on the verge of moving from Stage II to 
Stage Ill. 

Stage Ill: Mature 
The final stage in the volunteer life-cycle 
can be the most fulfilling of the three 

Barb Winikoff 
Barb Winikoff began her career in Min
nesota's Robbinsdale School District as 
a volunteer at her neighborhood school 
in Golden Valley, Minnesota. I met Barb 
several years later when she became 
interested in volunteering to help adults 
learn English as a second language-
which she did very effectively for two 
years. 

Barb wanted to test her skills in new 
areas. In 1979, she came to me to ex
plore options for her development. We 
decided that Barb had many skills to 
offer and that she could grow as a vol
unteer by working as a volunteer admin
istrative assistant for the Robbinsdale 
Area Schools Volunteers in Action pro
gram. 

Barb matured as a volunteer. She built 
her qualifications through volunteer ex
perience. Subsequently, she was hired 
to supervise the entire Volunteers in Ac
tion operation. 

stages. At this point, the volunteer is often 
giving more than receiving, even though 
he/she receives a loll 

The mature volunteer is frequently unas
suming or even modest. He/she has be
come comfortable in carrying out respon
sibilities, intuitively knowing what to do 
and how to do it. This is an extremely 
skilled person who often is unaware of the 
extent of his/her high-level abilities. 

Sometimes a mature volunteer uncon
sciously feels under- or over-involved. A 
symptom may be an apparent loss of en
thusiasm. By reflecting on the situation, 
you might interpret whether or not the vol
unteer's skills are being fully utilized. 

He/she may be ready for some form of 
advancement within the organization. On 
the other hand, the organization may be 
becoming overly dependent on this single 
volunteer and, therefore, the volunteer is 
getting tired. A place to start is to affirm 
the value of the volunteer's current contri
butions. Recognize and communicate 
his/her specific qualities, competencies 
and accomplishments that have been an 
asset to your organization. Explore wheth
er or not the volunteer is willing to share 
his/her experience with others or desires a 
change in responsibilities. 

There are two steps in the Mature Stage. 
The first is the "sharing step" and the se
cond is the "leading step." The latter is the 
highest step in the entire volunteer life-
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LI E-CYCLE OLUN EE 
.. ed mina11• a~ nrs 

Stage I 
Exploratory 

Stage II 
Developmental 

Stage Ill 
Mature 

Characteristics 
Exploring 
Committing 
Trying 
Receiving more 
than giving 

Characteristics 
Growing 
Testing and 
analyzing 
Blooming 
Asserting views 
and observations 
Decreasing 
dependence on 
others 
Contributing 
Recommitting 

Characteristics 
Advising 
Leading 
Mentoring 
Unassuming 
Sharing 
Modest 
Giving more than 
receiving 
Recommitting 

Common 
Feelings 
Curious 
Eager 
Anxious 
Frustrated 
Unsure 
Overwhelmed 

Common 
Feelings 
Excited 
Confident 
Wanting to know 
how to do a better 
job 
Satisfied 
Undervalued 
Wanting to learn 
new or higher level 
skills 
Unappreciated 

Common 
Feelings 
Skillful 
Comfortable 
Under or over 
involved 
Modest 
Unaware of the 
extent of his/her 
high-level skills 

Needs of 
Volunteer 
Encouragement 
Instruction 
Communication 
Reassurance 
Acceptance 
Recognition 

Needs of 
Volunteer 
Reinforcement 
Support resources 
Communication 
Clarification 
Sense of 
belonging 
Recognition 

Needs of 
Volunteer 
Affirmation of 
value 
Opportunities for 
advancement 
Recognition 

Note: Factors will vary according to the individual and organization. 

cycle. Not everyone aspires to reach the 
"leading step"; some leave the volunteer 
community before reaching the "sharing 
step." 

The "sharing step" can be character
ized as a time for exchanging ideas and 
experience with others (often in addition 
to continuing previous responsibilities). 
For example, the volunteer may be willing 
to offer one-to-one support to another vol
unteer on an informal basis. Or, he/she 
might participate in a support session with 
volunteers in the Developmental Stage to 
offer insights. 

The volunteer who is in the "leading 
step" would take this even further. Per-

Fall 1985 VOLUNTARY ACTION LEADERSHIP 

haps he/she would be a mentor to another 
volunteer (provide long-term emotional 
support and practical advice that would 
help another volunteer achieve desired 
goals). Or serve as a consultant to a sup
port group upon request. Or become the 
chairperson or president of a key group. 

The mature volunteer is especially pre
cious. He/she is the leader, advisor or 
mentor within your organization-the one 
you rush to consult when a problem or 
challenge arises. 

Because you have continued to care, a 
volunteer has blossomed and matured. 
Your final major task is to encourage your 
organization to draw upon the skills and 

Needs of 
Organization 
Quality Control 
Retention of the 
volunteer 

Needs of 
Organization 
Quality control 
Retention of the 
volunteer 
Progress towards 
established goals 

Needs of 
Organization 
Retention of the 
volunteer 
Utilization of skills 
and experience of 
the volunteer 
Development of 
leadership 

Possible Action 
Areas 
Orientation 
General training 
Opportunities to 
observe others 
Regular 
communication 
Opportunities to 
practice ideas 
Identification of 
one key person 
who can give help 

Possible Action 
Areas 
Frequent 
communication 
Peer support 
mechanism 
In-service training 
Social gatherings 

Possible Action 
Areas 
Leadership 
training 
External training 
Teaching roles 
Advising roles 
Advocacy roles 
Career paths 
Public visibility 

experience of the volunteer whom you 
have supported. Stress the value of lead
ership development experiences such as 
participation in training sessions spon
sored by other organizations; opportuni
ties to hold teaching, advising or advoca
cy positions; and new responsibilities that 
will propel the volunteer along a career 
path. Create situations that stimulate pub
lic visibility for this steadfast volunteer 
who can serve as a role model for others to 
follow. 

In the final analysis, your success in 
helping one volunteer to grow from 
strength to strength will be passed on, and 
on, and on .... 
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THE STUDENT 
PIACEMENT AND 
VOLUNTEER FAIR: 

A 'Win-Win' Strategy for 
Expanding Community-Based 

Resources 

By Rochel U. Berman and Audrey S. Weiner· 

T he campus revolution of the 1960s 
underscored the gap between what 
was taught in the classroom and 

the problems of the real world. The stu
dents' demands for relevance resulted in 
a variety of educational reforms in both 
high school and college curricula. 

20 

Service learning programs that were 
developed to mesh classroom theory with 

Rochel Berman is the director of volunteer 
and community affairs at the Hebrew 
Home for the Aged at Riverdale, N. Y. Au
drey Weiner is the assistant administrator. 

real life experience became a viable re
sponse to the enhancement of the "rele
vance in education" issue. For the past 
two decades, involvement in community 
or social agencies has provided students 
with a learning lab for the acquisition of 
social awareness, new skills, career ex-
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THE 1986 PRESIDENT'S VOLUNTEER ACTION AWARDS 

The spirit of voluntarism and compassion for others is a vital part of our national 
character. Each year close to a hundred million Americans help their neighbors through 
voluntary service. Citizens from every walk of life volunteer their time, energy and 
resources to help those Jess fortunate than themselves. We can never fully measure the 
positive effects that each kind word or deed has upon this great and wonderful land of ours.* 

Ronald Reagan 

From the early patriots striving to build a free nation to neighbors helping in community barn-raisings to present 
day neighborhood and community groups, one common trait has continued to distinguish the American people-the 
desire to help one's neighbor through volunteer service. Today over half-or 96.5 million-adult Americans volunteer 
in time of emergency or disaster as well as in addressing longstanding community problems. They give of their time 
and talents through their churches, social clubs and civic organizations, their pfaces of employment and their labor 
unions ... Americans volunteer through neighborhood organizations ... they help as individuals and in groups. The 
recipients are family, friends, neighbors, total strangers. Volunteer service is such an integral part of the American 
way of life it often goes unnoticed and unrecognized. 

The President's Volunteer Action Awards were created in 1982 to honor those individuals and groups who make 
unique contributions to their communities through volunteer service and to focus public attention on these outstanding 
and innovative volunteer efforts. The 75 recipients of the first four President's Awards include established national 
organizations with thousands of volunteers, newly developed grass roots movements with national scope, local organi
zations and groups of volunteers, individuals, groups of labor union volunteers and major corporations. Some of the 
award winners are well known; others, known only to those with whom they work. 

Anyone may nominate an individual or group involved in volunteer activity. Specific guidelines governing the 
nomination process are on pages 2 and 3 of this form. 

The President's Volunteer Action Awards will be presented in Washington, D.C. during National Volunteer Week 
which is April 20-27. 

The President's Awards program is co-sponsored by VOLUNTEER- The National Center and ACTION. 

WOLUNTEER-The National Center, a private, nonprofit organization, was created in 1979 to strengthen the 
effective involvement of all citizens as volunteers in solving local problems. Among the wide range of technical 
assistance and support services VOLUNTEER offers to volunteer-involving organizations are the National 

Volunteer Conference, a variety of publications on citizen involvement, Voluntary Action Leadership (quarterly magazine 
for volunteer administrators), a wide range of information, consulting and training services as well as sponsorship 
of demonstration projects and national volunteer advocacy and public awareness activities. 

@ACTION is the national volunteer agency. Its purpose is to stimulate voluntarism in general and, in particular, 
to demonstrate the effectiveness of volunteers in ameliorating social problems. Its programs include the Foster 
Grandparent, Retired Senior Volunteer and Senior Companion programs, the Drug Use Prevention Program, 

the Young Volunteers in ACTION program and a variety of activities in the areas of assistance to refugees, runaway 
youth, illiteracy and neighborhood development. 

* From the President's statement on National Volunteer Week, 1985. 



General Information 

• An individual or group may submit separate nominations for as many different individuals or groups as desired. 

• Only nominations accompanied by a self-addressed, stamped postcard will be acknowledged. Because of 
the volume of nominations the President's Awards screening committee will not be able to respond to any 
queries regarding.the nomination form or the status of a specific nomination. 

• A list of the recipients of the 1986 President's Award will be sent to those who include a self-addressed 
stamped envelope marked "WINNERS". 

• Pertinent supplementary material may be submitted along with the nomination form. See "Procedures for 
Completing Nomination Form" (page 3) for guidelines. All nominations must be complete in one package 
when submitted. Separate letters, materials and other documents received later will not be processed or 
considered in judging. 

• All entries and supplementary materials become the property of VOLUNTEER and will not be returned. 
Materials will be held by VOLUNTEER for six months following completion of the judging process. 

• The screening committee may request additional information from applicants or references for the judges' 
consideration. 

• All nominations must be submitted in English to be considered for the President's Award. 

• Decisions of the judges are final. All entries for the 1986 President's Volunteer Action Awards must be 
postmarked before midnight, January 25, 1986. 

Who is Eligible for the President's Volunteer Action Awards? 

• Any individual, group or family actively engaged in volunteer activities that benefit the community, state or 
nation may be nominated. 

• For those individuals or groups who are paid any amount for activities for which they are nominated (other 
than reimbursement for out-of-pocket expenses), the nomination statement must clearly indicate the extent 
of salaried or stipended activities. 

• Individuals involved in "work released time" and student course credit are eligible but must clearly indicate 
that in the nomination statement. 

• Except for the International Volunteering Category, all volunteer activities must be performed within the United 
States or its territories. 

• No employees or immediate relatives of VOLUNTEER or ACTION or members of VOLUNTEER's Board of 
Directors or ACTION's National Voluntary Service Advisory Council may be nominated for awards. 

• Recipients of previous President's Awards are not eligible for the 1986 awards. 

Submitting the Nomination 

Send all entries to: 
The President's Volunteer Action Awards 

Post Office Box 37488 
Washington, D.C. 20013 

Do not send entries to VOLUNTEER or ACTION. 

Entries must be postmarked by midnight, January 25, 1986. 
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Procedures for Completing and Submitting the Nomination Form 

In order for a nomination for the President's Awards to be considered, page 4 of the nomination form must be 
completely filled out and a statement of not more than 500 words describing the nominee's activities must be 
attached. In addition, a nomination may include appropriate supportive materials (described in C below). 

(A)The Nomination Form 

Item I. Indicate the individual or group's complete name, mail
ing address and telephone number. If the nominee is a group, 
indicate the name of the appropriate contact person within 
the group along with his/her address and telephone number. 

Item II. Awards will be made in the following categories: 

• Arts and Humanities-cultural enrichment 

• Education-pre-elementary, elementary and secondary 
education, informal and supplementary education 
services 

• The Environment-volunteer service resulting in signifi
cant enrichment and conservation of the environment; 
recreation 

• Health-medical care, mental health and development
ally disabled services, community mental health 

• Human Services, to include Jobs and Material Resources 
-volunteer services to youth, family and elders; employ
ment, job creation and training, economic development; 
food and nutrition, clothing and furnishings, housing, 
transportation, consumer protection; areas not specific
ally covered by other categories 

• International Volunteering-ongoing volunteer work per
formed by individuals or groups whose primary residence 
or headquarters is within the U.S. or its territories and 
benefiting the residents of foreign countries or ongoing 
volunteer work performed within the U.S. or its territories 
and benefiting the residents of foreign countries 

• Mobilization of Volunteers-to address a variety of 
problems 

• Public Safety-crime and delinquency prevention, 
justice services, protective services, disaster relief, fire 
protection 

• Youth-volunteer services by youth to age 25 

• Workplace-volunteer activities sponsored by or sup
ported by either a corporation or labor union. NOTE: 
Nominations must be submitted on special Corporate or 
Union nomination forms. 

Check the most appropriate category. Some nominations 
can fit appropriately into more than one category. Please 
choose the category you feel most appropriate. Categories 
are meant as guidelines for the selection process; thus, 
where appropriate, the selection committee may choose to 
put a nomination into more than one category. 

Item Ill. Indicate name, address and telephone number 
plus title and organization (if appropriate). 

Item IV. Since award finalists' references will be contacted 
for verification of the scope and extent of activities, it is im
portant that this section be completed. Nominations with 
fewer than three references will be disqualified. 

Item V. In the space provided describe the goals of the 
volunteer activity nominated. 

Item VI. Enter the name of the individual or group being 
nominated and signature of the person making the 
nomination. Nominations not signed by the nominator will 
be disqualified. A person may nominate him/herself. 

(B)The Statement 

Because nominations will be judged based on specific 
criteria, the statement of activities (of not more than 500 
words) attached to the nomination must address the 
following items: 

Community need for the activity-How important was the 
activity to the overall welfare of the community? For exam
ple, establishing an education and training facility for 
handicapped children in a town where there was none 
would be a more Important contribution than expanding an 
existing recreation program. 

Recipients' need for the activity- This may or may not be 
different from the community need. A facility which serves 
handicapped children may be equally important to both the 
recipients of the service and to the general public. In some 
cases, however, such as providing access to a kidney 
machine, the recipient's need for the service is total, while 
the community's need for kidney machines may be slight in 
relation to other needs. 

Scope of the activity- The concern here is with the poten
tial impact of the activity or service. Something that is na
tional or regional in impact Is not necessarily "better" than 
something that is local. Projects of very limited scope, 
however, such as sponsoring an annual picnic for 50 senior 
citizens, would not be considered to have a major impact. 

Achievement-Actual accomplishments of the voluntary 
activity or service should be considered, as opposed to the 
stated goals or objectives of the project. 

Unusual challenges overcome-Such challenges might in
clude public apathy or hostility toward the project or pro
gram, a critically limited supply of resources, or a handicap 
on the part of the person or persons doing the volunteer work. 

Method-Method relates basically to the way in which the 
activity or service was performed. Consideration should in
clude the vigor, efficiency and overall organization of the 
effort; the extent to which the individual or group mar
shalled other volunteer resources in support of the effort; 
and, where appropriate, evidence of broad community or 
grassroots support for the activity or service. 

innovation-innovation takes into consideration the 
degree to which the service or activity represents a new use 
of volunteers in a certain capacity and/or a significantly 
new approach to solving a particularly pressing problem. 

(C)Accompanying Materials 

Not more than 10 pages of supplementary material may be 
submitted along with the nomination. Accompanying 
materials can include letters, testimonials, news clippings, 
pamphlets, etc. Do not submit tapes, cassettes, display 
materials, films, scrapbooks, books, etc. as they will not be 
considered in judging the nomination. All materials sub
mitted become the property of VOLUNTEER and will not be 
returned; thus, when preparing accompanying materials, 
keep the materials cost to a minimum and submit photo
copies when possible. 
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I. NOMINEE: Please specify if nominee is an individual ' a group ' or a family 

NAME: 
If lndlvldual, Indicate Mr., Ms., Miss, Mrs.; 
If nominee Is group, enter full name of group. 

(Area Code) Phone Number 

If nominee Is group, enter name of contact person. (Area Code) Phone Number 

Complete address City State Zip 

II. CATEGORY: Check one. Some nominations will flt appropriately into more than one category. Please choose the category you feel 
most appropriate. Categories are meant as guidelines for the selection process; thus, where appropriate, the selection committee 
may choose to put a nomination into more than one category. 

Arts and Humanities International Volunteering 
Education Mobilization of Volunteers 
The Environment Public Safety 
Health Youth 
Human Services, Jobs and 
Material Resources 

Ill. NOMINATOR: 

Name: 
(Area Code) Phone Number 

Title and organization, If appropriate. 

Complete address City State Zip 

IV. VERIFICATION: In order to qualify for consideration, a nominee must have three references who may be contacted to verify the 
scope and extent of the nominee"s volunteer activities. References should be persons familiar with the volunteer accomplish-
ments for which the person Is being nominated and may not Include the nominee or any person related to the nominee. 

Name: 
(Area Code) Phone Number 

Complete address City State Zip 

Name: 
(Area Code) Phone Number 

Complete address City State Zip 

Name: 
(Area Code) Phone Number 

Complete address City State Zip 

V. SUMMARY: In this space describe In one sentence the goals of the activity for which the nomination is being made. Then attach a 
500-word statement that addresses the criteria outlined In section Bon page 3. 

VI. NOMINATION: I hereby nominate 
Name of lndlvldual or group nominated for the President's Volunteer Action Award. 

Signature of Nominator Date 

Nominations may be submitted on this form 
or a facsimile thereof. 



ploration, and the development of leader
ship potential. 

Yet, operationalizing experiential learn
ing opportunities in the '80s poses a num
ber of concerns for each of the constituen
cies. Students, on the one hand, lack con
fidence in their talents and ability and feel 
limited by time and financial constraints. 
In addition, if they are attending school 
outside of their own communities, they 
lack the necessary familiarity to properly 
connect and integrate with their "greater" 
school community. Agency staff, on the 
other hand, view students as transient, 
and sometimes question the investment of 
time necessary in training and supervis
ing student interns and volunteers. 

The Hebrew Home for the Aged at Riv
erdale, a 1,151 bed, long-term health care 
facility in the Bronx, New York, recently 
evaluated its student placement and vol
unteer programs. It concluded that in
creased initiative and energy were re
quired to broaden the scope of student 
involvement. 

This article describes a "Student Place
ment and Volunteer Fair"-a "win/win 
strategy" that is mutually beneficial to the 
Hebrew Home and to students seeking 
experiential learning opportunities. The 
impact of the Fair, discussion and recom
mendations for replicating this model, 
and guidelines for successful collabora
tive programs with educational institu
tions are also presented. 

Background 
At the Hebrew Home for the Aged at River
dale, the Volunteer and Community Affairs 
Department is responsible for the recruit
ment, placement and training of volun
teers. This includes not only the traditional 
non-paid supports, but also those stu
dents in high schools and colleges for 
whom community service activities are ei
ther a voluntary or mandatory aspect of 
their educational experiences. 

Administration coordinates formal stu
dent placement/internship activities with 
the relevant department heads. A strong 
sense of cooperation exists between 
these departments and functions. During 
the 1983-84 school year, there was a total 
of 39 formal student placements in nurs
ing, social work, occupational therapy, 
administration and speech and audiol
ogy, as wel I as 15 student volunteers. 

The notion of a "student placement and 
volunteer fair" evolved as an assertive out
reach technique at a staff Patient Care 
Committee meeting. This decision fol
lowed a presentation addressing recent 
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changes in the profile of Hebrew Home 
volunteers. While not specifically relevant 
here, it is interesting to note the patterns. 

The Home's volunteer corps, tradition
ally white, middle-class, middle-aged 
Jewish married women has, in recent 
years, grown to include a variety of ethnic 
groups, increased numbers of men, lower 
middle class individuals, older people 
and students. This represents 200 people 
who rendered 30,000 hours of service last 
year. 

While the majority of the corps still con
sists of the "regulars" who make a long
term commitment to serve one or more 
days per week, there is an increasing reli
ance on a new "revolving rotating re
source." Among these are students from 
neighboring high schools and colleges 
who make a short-range commitment 
(usually one semester) based on the de
mands of their school requirements and 
schedules. The suggestion for broaden
ing the school recruitment from a neigh
borhood appeal to a city-wide, multi-dis
ciplinary campaign led to the genesis of 
the Student Placement and Volunteer Fair. 

The fair had multiple purposes: 
• To recruit additional volunteers from lo
cal high schools and colleges 
• To increase the number and diversity of 
formal student internship and placement 
opportunities 

• To identify the Hebrew Home for the 
Aged at Riverdale as a positive and viable 
future work site 
• To de-stigmatize against attitudes 
about the long-term care setting 

The Planning Process 
To maximize staff involvement and avail
able assistance, a small Fair Committee 
convened in April to plan the mid-Septem
ber event. Participation was voluntary, 
and selection of committee members was 
based on function, talent, and interest in 
the project. Chaired by the director of vol
unteer and community affairs, it included 
an assistant administrator, the director of 
speech and audiology, the coordinator of 
volunteers, and an assistant director of 
nursing. 

The committee planned both the inter
nal and external aspects of the fair. The 
former included room and parking ar
rangements, refreshments, program and 
tour schedules and informational materi
als. The latter included invitations, mail
ing lists and public relations. At the outset, 
the committee outlined and assigned all 
tasks and the dates by which they should 
be accomplished. A total of four planning 

meetings were held for updates and deci
sion making. 

As this was a new venture for the Home, 
considerable effort was expended in inter
preting the importance of the fair to the 
various disciplines and enlisting their 
support. Each department wishing to par
ticipate was asked to prepare a descrip
tion of the student placement opportuni
ties available in its area of service and to 
identify the department and contact per
son within any school or college to which 
invitations should be sent. 

A total of 150 institutions were contact
ed, representing the following disciplines 
and departments: nursing, pharmacy, 
public relations, food service, administra
tion, medical records, psychology, occu
pational therapy, physical therapy, 
speech and audiology, social work, li
brary science a·nd leisure-time activities. 
Both faculty and students were invited. In 
the cases where no response was re
ceived, a follow-up telephone call was 
made by the staff member who suggested 
the contact. 

Prior to the event, various members of 
the committee met with key faculty of a 
number of educational institutions to en
courage their participation and ask their 
assistance in publicizing the fair. As such, 
announcements were carried in a few 
school and college house organs. 

The Fair 
The event was planned for a mid-week 
afternoon (3:30-5:00 p.m.), which coincid
ed with lighter classroom and teaching 
responsibilities. The 90 minutes sched
uled for the program proved suitable. 
From 3:30 to 4:00 p.m., guests registered, 
socialized and helped themselves to sim
ple refreshments. 

While this event was called a "fair," it 
more closely resembled an open house 
for invited guests. One key aspect was the 
matching of guests to their departmental 
counterparts. For example, the Home's di
rector of occupational therapy hosted 
three individuals, two from local commu
nity colleges in which there are certified 
occupational therapy assistant programs 
and an individual from a four-year univer
sity in which registered occupational ther
apists are trained. The Volunteer and 
Community Affairs staff hosted the local 
high schools. An assistant administrator 
was assigned to those individuals from 
colleges that were interested in general
ized information about opportunities at the 
Home. 

At 4:00, the facility's executive vice 
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president greeted the guests, discussed 
the history and mission of the institution, 
its commitment to volunteers and students 
and to the quality of care. It should be 
noted that the presence of the executive 
vice president, rather than a designee, un
derscores the importance of the fair and 
the institution's priorities. A brief video
tape describing the Home's services fol
lowed this presentation. 

At 4:30, the matched groups toured. 
Given the focused interest of each small 
group, facility tours could respond to rele
vant special interests. For example, repre
sentatives of local nursing schools spent 
significantly more time on skilled nursing 
units than did the dean of a local college's 
department of speech and hearing. In ad
dition, such small group tours encour
aged questions and answers about spe
cific students, volunteers and resources. 
Each attendee was also given a packet of 
materials that included 

• publications describing the Hebrew 
Home for the Aged at Riverdale; 
• a summary of student placements dur
ing the previous school year; 

• a description of student opportunities 
within each department of the Home; and 

• a list of publications by Hebrew Home 
staff members. 

Impact of the Fair 
The Student Placement and Volunteer Fair 
generated a number of measurable and 
positive outcomes. In fact, our assess
ments suggest that the immediate ripple 
effect was more positive in terms of num
bers than anticipated or could be immedi
ately absorbed. 
1. Thirty-four students from one neighbor
ing college'were immediately placed at 
the Home for experiences relevant to 
course work. In previous semesters, the 
maximum number of interested students 
was 15. 
2. The Student Placement and Volunteer 
Fair catalyzed the facility's Pharmacy and 
Physical Therapy Departments to reach 
out for student placements. It is anticipat
ed that in 1985 formal internships will oc
cur in both departments. 
3. Five psychology students began a re
search practicum in the winter of 1985. 
This was a direct result of linkages devel
oped during the planning process for this 
fair. 
4. Seventeen volunteers from two high 
schools fulfilled their community service 
requirements at the Home following the 
fair. 
5. For the first time, the Hebrew Home 
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was invited to participate in two local col
lege volunteer fairs. 
6. The Student Placement and Volunteer 
Fair also facilitated the creation of a useful 
mailing list of local/regional college, uni
versity and high school contacts. In so 
doing, it has extended the Hebrew 
Home's communication network with the 
community. These individuals will now re
ceive the facility's quarterly publication, 
Vintages, as a constant reminder of the 
Hebrew Home for the Aged at Riverdale's 
services and professionalism. 

Recommendations 
For those who would like to replicate this 
model, the following recommendations 
should help: 
1. Membership on the Fair Planning 
Committee should rotate annually to in
clude representatives from various disci
plines. 
2. In order to maximize attendance of tac-

GUIDELINES FOR SUC
CESSFUL COLLABORA-

TIVE PROGRAMS 
• Inform administration of plans to en
gage in any formal liaison with another 
organization or agency. 
• Establish contact with a professionally 
qualified person at each educational in
stitution. 
• Specify that schools pre-screen stu
dents, and orient them to the type of 
work available and the expectations of 
the training institution. 
• At the outset, confirm the time require
ments of the placement. 
• Encourage an on-sight visit by the fac
ulty. 
• Establish mutual goals and objectives 
in the following areas: 
-educational and training objectives 
-skills necessary prior to placement 
-skills to be acquired during placement 
-records to be kept by students 
-records to be kept by the director of 
volunteer services and other depart
ments within the training agency 
-performance evaluation criteria 
-references to be supplied by the insti-
tution 
-problem identification and resolution 
processes 
• Make sure that heads of departments 
in which students are placed under
stand the mutual goals of any such pro
gram. 
• Establish a procedure to assess peri
odically the entire program. 

ulty and students at the fair, the event 
should be scheduled about four to six 
weeks after schools convene for the fall 
semester. The one described here was 
held in mid-September, which is a bit ear
ly in the academic calendar. 
3. Press releases and photos of students 
at work would be sent to school and col
lege newspapers so that students are rec
ognized on their own turf, and those as yet 
uninvolved may be encouraged to follow 
suit. 
4. Mailing lists should be reviewed and 
updated each spring for the forthcoming 
fall event. 
5. Advertisements and/or announce
ments should appear in the first fall issue 
of school/college newspapers. 
6. Invitations should be accompanied by 
a short explanatory letter with a personal 
note from the department head extending 
the invitation. 

Conclusion 
The fair proved to be an excellent vehicle 
for demonstrating the Home's profession
al ism, its commitment to education and its 
diversity of opportunities for personal 
growth and development. Two basic fac
tors combine to make the Hebrew Home a 
particularly attractive placement site to 
both faculty and students: 

1. The willingness to tailor placements to 
meet the educational needs and time con
straints of students. 
2. The availability of professional training 
and supervision. 

It has been the experience of the He
brew Home that the processing of appli
cations of students whose commitment is 
short term is time-consuming. This, how
ever, is more than offset by the fact that 
schools and colleges provide continuity 
and an ongoing source of volunteer assis
tance. In addition, the energy, motivation 
and satisfaction shared by the students 
and the preceptors have been document
ed as positively interacting upon care. 

The skills and talents the students offer 
may also enable the agency to engage in 
some highly specialized projects for 
which personnel might otherwise not be 
available. Associations that are founded 
on cooperation and caring aid in integrat
ing educational and service agencies to
ward the betterment of the community as a 
whole. 

Clearly, the collaborative efforts of 
teaching and service agencies are mutu
ally beneficial. However, successful link
ages (see Guidelines) require time, pa
tience and innovative approaches. 
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Howt 
t 

onf re 
By Loretta Gutierrez Nestor 

1. Arrive early to network with your colleagues, make new contacts. 

2. Study carefully any advance materials sent to you: assignments, preprints of papers, 
program potential, speakers to contact. 

3. Pack plenty of business cards to leave with speakers, exhibitors and other 
attendees. (Make your own if you don't have any.) 

4. Always choose comfortable shoes constructed of a breathable material, like leather, 
to help your feet stay as dry as possible. 

5. Bring samples of any materials you'd like to discuss with speakers or other 
attendees. 

6. Bring along a tape recorder and plenty of tapes. (Be sure to get permission from 
each speaker before you record.) 

7. Take notes. (Be sure to label and date them for future reference.) 

8. Start pages of notes labeled, "Things to order," "Materials to send for," "Ideas to 
implement," so you have a handy, organized list on your return. 

9. Get involved in the sessions by asking questions and volunteering information. Your 
experience is valuable; share it with other conference participant$. 

10. Constantly ask yourself how what is being said can be adapted to your needs. Keep 
an open mind. Information and topics that may not seem to apply to you and your 
situation may come in handy when you least expect them to. 

11. Attend all sessions that have been planned for you. 
12. Try to seek solutions to some of your concerns in one-to-one discussions with the 

resource people at your conference. 
13. Discuss the subjects under considerations with your colleagues during the 

refreshment breaks, at lunch, and in the evening. 

14. Study all handout materials. Take extra copies for colleagues back home. 

15. Be sure to visit any displays, jot down ideas. 
16. Stay unti I it's over. 
17. Complete your evaluation forms frankly. Be sure to offer constructive and specific 

suggestions tor future conferences. 

Loretta Gutierrez Nestor, a veteran conference participant and presenter, is the Hispanic initiative specialist for 
American Red Cross in 11 western states. 
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Personality Trait or Survival Instinct? 

T he traffic on the freeway to San 
Bernadino was a logjam in the dark 
early morning of September 3, 

1982. Like most of the others inching to
ward the off ramp, 29-year-old Jeff Wieser 
and two friends were heading to the US 
Festival, a rock extravaganza billed as 
California's Woodstock of the '80s. 

Wieser, a construction-company owner, 
took advantage of the tie-up to stretch his 
legs. He had just laced on his sneakers 
when an explosive crash startled him bolt 
upright. What he saw horrified him. A 
small pickup pulling onto the freeway had 
crashed into a passenger car. Both vehi
cles were on fire. The glow of the flames in 
the dark illuminated four faces inside the 
car. Wieser had no time to think. He took 
off running toward the crash. 

With two other bystanders, a young sol
dier and an 18-year-old store clerk, 
Wieser began dragging the apparently 
unconscious victims one by one from the 
car. The flames, fed by leaking gasoline, 
grew and licked at them like fiery ships, 
setting the soldier's pants legs on fire. At 
one point, Wieser recalls, he heard his 
own skin burning. "I looked down and, 
though I couldn't feel anything, I could 
hear my skin melting, crackling like pa
per," he said. 

Standing only 24 inches from the gas 
tank, the men worked to free a young wom
en jammed into the backseat. Periodically 
they heard loud pops coming from the 
rear of the car. "At that point I knew some
thing was going to happen," says Wieser. 
"But I never thought about abandoning it. 
Fortunately, I refused to look at the fire. I 
just kept looking at the people in the fire. 

Denise Foley is a senior editor of Preven
tion magazine, from which this article is 
reprinted. 
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By Denise Foley 

That's the only way I could keep going 
back." 

In spite of their injuries and the mount
ing inferno, Wieser and the two other men 
were returning to the wreck to extricate the 
last victim when a fireball enveloped the 
interior of the car. They stood by helpless
ly watching the last man burn to death. 

Jeff Wieser suffered second- and third
degree burns on his feet. The month he 
spent in a wheelchair and the 12 weeks in 
bandages ki lied his construction busi
ness. That year the Carnegie Hero Fund 
Commission awarded him the Carnegie 
Medal, given annually for the last 80 years 
to recognize outstanding acts of selfless 
heroism. 

Three years later, Jeff Wieser, now 32, is 
a student at the University of California at 
Davis, where he is majoring in bacteriolo
gy. Every morning, he wraps his badly 
scarred feet in bandages to keep them 
from swelling. He still cannot talk about 
the events of September 3, 1982, without a 
lump rising in his throat. His morning ritual 
reminds him-painfully--of the last face 
he saw in an exploding car. But when he is 
asked why he risked his life for strangers, 
he is so overcome by his emotions he can 
barely speak. His eyes fill with tears. "Isn't 
that," Jeff Wieser asks softly, "what you're 
supposed to do?" 

Do Unto Others 
For centuries, it certainly has been reli
gion's bottom-line dictum: Do unto others 
as you would have them do unto you. But 
increasingly in recent years, science has 
begun to explore the very real possibility 
that we may be genetically programmed 
to be our brother's keeper. Altruism-de
fined as devotion to the interest of oth
ers-is not simply a rare personality trait 
that gives us our saints and heroes. It may 

be the instinct that insured our survival as 
a species. 

Anthropologists sifting through the red 
dust of some far-off gorge find not the fos
silized remains of a solitary hunter-gather
er but a nest of bones belonging to adults 
and children who lived and worked to
gether. The group, as one scientist put it, 
is "a genetic fact of man's nature." Without 
the safety of numbers and a willingness to 
share and cooperate, our prehistoric fore
bears would have been mere predator 
bait. 

"If you are living in society, it is advanta
geous to be altruistic. We may be built in 
such a way that we are ready to do that
someti mes," says Martin Hoffman, Ph.D., 
professor of psychology at New York Uni
versity and a leading researcher in the 
field of human altruism. "It can't possibly 
be built into us to always help others at the 
risk of ourselves. We wouldn't survive. But 
there is good reason to believe that human 
beings have a disposition to help others in 
distress or need." 

One evolutionary theory supposes that 
a kind of altruism based on kinship may 
have been nature's way of insuring the 
survival not simply of an individual's own 
genes but an entire gene pool made up of 
family, from parents to distant cousins "al
most to the point of strangers," says Dr. 
Hoffman. 

A second theory, reciprocal altruism, is 
a kind of evolutionary Golden Rule based 
on an assumed payback: "I'll save you 
from this saber-toothed tiger if you save 
me from the next one." 

"This theory applies even to total 
strangers who do not share your genes," 
explains the psychologist. 

Logically, natural selection would tend 
to favor the altruist because his one kind 
act-paid back during some future dan-
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ger-increases his and his group's 
chances for survival. People who save 
each other from danger are more apt to 
survive than people who face it alone. 

Each year, James Reth i's job brings him 
face to face daily with modern-day case 
incidents of reciprocal altruism. As a case 
investigator for the Carnegie Hero Fund 
Commission, Rethi interviews hundreds of 
people who have risked their lives to save 
another. "When we ask people why they 
did what they did, the vast majority will 
say, 'Well, it could have been my child or 
my grandfather,' or, 'I would hope some
one would do the same thing for me."' 

There is another, very important reason 
why some scientists believe caring is in
nate. Without it, our species would have 
long ago succumbed to mass infanticide
by-neglect. Parental nurturing may be the 
most visible clue to our genetic wiring, 
say Willard Gaylin, M.D., cofounder and 
president of the Hastings Center, a bioeth
ics research center in upstate New York. 
"The most unique aspect of human devel
opment is the total helplessness of the 
human infant," says the psychiatrist and 
author of several books, including Caring 
(Alfred Knopf). 

Because ot the extended dependence 
of the child outside the womb, Dr. Gaylin 
says there is reason to suspect there is 
"some constant biological mechanism" 
that stimulates us to care for-not kill or 
abandon-our vulnerable young. "I feel 
we are born with a natural caring tenden
cy. I don't think it's so rare. We take care of 
infants who certainly do nothing to de
serve it. They're not attractive. They wake 
you in the middle of the night. They urinate 
on you. They vomit on you. And yet we 
love and care for them." 

1984 alone, the private sector donated 
over $74 billion to charity. Of that enor
mous sum, over 83 percent came from the 
pockets of individuals. And almost half of 
that came in moderate gifts from families 
with moderate incomes. 

"It just proves how pervasive giving is in 

our society," says John Thomas, vice 
president of communications for INDE
PENDENT SECTOR, a Washington, D.C.
based coalition of 600 national voluntary 
organizations, foundations and corpora
tions. 

In 1981, INDEPENDENT SECTOR com
missioned the Gallup organization to find 
out what percentage of the population did 
volunteer work, broadly defined as "work
ing in some way to help others for no mon
etary pay." To get a more complete pic
ture of American volunteerism, Gallup in
cluded activities as varied as working at a 
local hospital to helping neighbors with 
home repairs. 

What it found was that 52 percent of all 
American adults and 53 percent of teen
agers volunteered during that year, almost 
a quarter without any organizational sup
port. And when asked why they volun
teered, more than two-thirds gave the pre
dictable response: because they wanted 
to help people. 
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Volunteerism Lives 
But it is a quantum leap from loving our 
children to helping a total stranger. Or is 
it? There is evidence that while Jeff 
Wieser's brand of heroism is relatively un
usual, for most peopl,e helping others on a 
smaller scale is a way of life. 

Consider this statistic, for instance: In 
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Other research has shown that peo
ple-€ven toddlers-do tend to offer help 
to those in need, particularly if they are the 
only witnesses and the personal risks are 
low. One group of researchers found that 
85 percent of their test subjects attempted 
to help someone they thought was having 
an epileptic seizure, almost all acting 

within 60 seconds. In a study involving an 
actor carrying a cane who pretended to 
fal I in the subway, almost 100 percent of 
the test subjects ran to help within 5 to 10 
seconds. 

Research indicates that the distress of 
another person elicits a response 80 to 90 

percent of the time in children in their first 
years of life. In the earliest years, most 
children will simulate the distress them
selves, often seeking comfort from a par
ent. Later-as young as 18 months old
the child will try to help, touching the dis
tressed person, offering advice, a favorite 
toy or bringing a parent to help. Some 
children also respond sympathetically to 
strangers. One child seeing an unfamiliar 
man cry, said, "I want to make that man 
happy, I take care of him." 

In fact, even infants a few days old show 
the rudiments of altruism. At the sound of 
another infant crying, they too will wail. 
And it's not simply the loud noise that 
alarms them, says Dr. Hoffman. "The in
fants do not cry as much to equally loud 
nonhuman sounds." It is the distress, 
which they may think is actually their own, 
that upsets them. Their bawls are as in
tense and plaintive as those of the sob
bing infant who triggered them. This un
learned response, says the psychologist, 
may be the beginning of empathy; feeling 
another's feelings. 

The Role of Empathy 
In fact, Dr. Hoffman believes empathy may 
be at the root of human altruism. There is 
scientific evidence that people are physi
cally aroused-as measured by an in
crease in heart rate-when they are con
fronted with another person in distress. In 
some cases, researchers have found that 
witnesses will unconsciously mimic the 
facial expressions and physical move
ments of a victim, perhaps re-creating the 
distress within the segment of the brain 
that governs feelings and self-preserva
tion behavior. Empathy may also be 
aroused when a situation evokes the 
memory of a similar situation in the ob
server's own life. 
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That was the case for Penny Lane, a 43-
year-old mother of five from Alexandria, 
Virginia. In the span of about a year, she 
lost several members of herfamily, includ
ing both parents. When she recovered 
from her grief, she volunteered to work 
with dying patients and their families. 

"I didn't handle the deaths in my family 
very well," says Lane, who has worked at 
the Hospice of Northern Virginia for four 
years. "I wanted to help people do better 
than I had done. After all, I'd been through 
it. I knew that by the time people get to 
hospice, they're physically, emotionally 
and financially beaten. I knew what they 
needed." 

The story is the same for Tim Cummins, 
33, of St. Louis. Born prematurely, he suf
fered complications that caused blind
ness and brain damage, which affected 
his speech center. Cummins is also epi
leptic. 

In spite of his handicaps, and perhaps 
because of them, he volunteers four days 
a week with the St. Louis Society for the 
Blind, answering phones, making refer
rals "and since I get a lot of calls from 
some really scared people who just lost 
their sight, I do a little counseling on the 
phone." 

Cummins isn't sure if he would have 
been such a devoted volunteer-he was 
this year's United Way Volunteer of the 
Year in St. Louis-if his own handicaps 
hadn't made him sensitive to others. "I 
started volunteering at the St. Louis Hear
ing and Speech Center one day a week 
because I have some friends who are 
hearing impaired," he says. "I know the 
kinds of problems they have. Basically I 
like to do things for other people. I feel 
everybody has something to give to some
body else." 

But not everyone feels as Tim Cummins 
does. Genetic or not, altruism is a choice. 
Because humans are also equipped with 

says Dr. Gaylin. 
For some, there may be inteNening 

emotions. Fear, for instance. Everyone re
members the famous case of Kitty Geno
vese, a young stabbing victim whose 
neighbors listened to her dying screams 
and did nothing. But, cautions Dr. Hoff-

man, it's a mistake to think they felt noth
ing. They may have been empathetically 
aroused, he maintains. They also may 
have been immobilized by fear or as
sumed that someone else would help. 

Peer Pressure 
Social pressures may drum the caring out 
of us, says sociologist Earl Babbie, Ph.D., 
author of You Can Make A Difference: The 
Heroic Potential Within Us All (St. Martin's 
Press, 1985). 

When Dr. Babbie sent his sociology stu
dents out to "find a social problem ari'd fix 
it" for extra credit, he knew the many ob
stacles they would face. Some students 
who took it upon themselves to clean a 
filthy public restroom or the campus quad 
found themselves the recipients of stares 
and catcalls from bystanders, who 
thought they were either stupid or guilty of 
messing it up in the first place. Others 
found that their "virtue" intimidated some. 

"Heroism requires taking responsibility 
for a problem you didn't cause," says Dr. 
Babbie. Unfortunately, there are a host of 
social risks to taking on an obligation to 
do unto others, and it's easy to be discour
aged. 

.,.,.. •:'.,..-'(t::{.; ·.- . _. • ;-~ • • .... 

But the heroes who. inspfre us simply free :the 
hero that may truly be· u;it/?in 11S ·a_t? ·_ : • . 

• :_•.::.~,t.Jt. i: ~ .. -~i! ---~- <- .~: .. ,.,.\_~~ 

a self-suNival instinct, we're not wired to 
sacrifice ourselves for others in all situa
tions, particularly if it means putting our 
lives on the line. 

"It can also be hammered out of us by a 
culture that destroys the conscience and 
caring mechanisms of our personality," 
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"I'm convinced that it's a natural thing to 
want to step in and take charge," says the 
sociologist. "Unfortunately, we're so often 
discouraged by one another. I see it in 
children. When I talk about world hunger, 
there's no question about it. They know 
they can make a difference. They give you 

their sandwich or apple and say please 
send this to those kids. It's maNelous. It's 
not even a concept to them. It's a natural 
act. By the time they get to high school, 
many of them simply glaze over. It's been 
beaten down in them: 'You can't do any
thing. You're powerless."' 

Part of the problem, suggests Dr. Bab
bie and other experts, is the lack of inspi
rational role models for youngsters-and 
the rest of us. Studies show that children 
learn care-giving techniques from their 
parents and others who care for them. 
Some of Dr. Babbie's students found that 
their good deeds inspired others to do the 
same. 

But, so the scientific speculation goes, 
the heroes who inspire us simply free the 
hero that may truly be within us all. Dr. 
Martin Hoffman believes that it may not be 
farfetched to expect that in the next dec
ade researchers will discover "an altruism 
gene, or a part of the brain that, when 
stimulated, arouses empathy and helping 
behavior." Though there is abundant evi
dence around us that it is part of the hu
man condition to be self-seNing and ag
gressive, it might help us to know that it is 
just as much a part of human nature to be 
caring. 

Jim Rethi has a front-row seat on human 
goodness. He has seen how far one hu
man being will go to help another. Signifi
cantly, many of the annual Carnegie Hero 
Fund Awards are posthumous. He says 
his job has made him less of a skeptic 
about human nature and may have 
brought him even closer to understanding 
it. 

"We do about 1,000 inteNiews a year 
and give out about 100 awards," says 
Rethi. "If I could deduce a common quali
ty about these people, I'd tell you. But I 
can't. They're pretty ordinary folks. It's just 
that the average guy to them is somebody 
who deseNes their help. I guess they do 
have something special about them after 
all. I think it's love." 

Reprinted by permission of Prevention 
magazine. Copyright <t:>1985 by Rodale 
Press, Inc. All rights reserved. 
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Dear Reader, 

The response to the "Tools for Volunteers" 
VAL (spring 1985) was so great that I want 
to share the results with you. 

On the rating form that appears near the 
back of each issue (if space permits), you 
unanimously rated this VAL "useful," "in
teresting" and "easy to read and follow." 

As for "best articles," you unanimously 
indicated the "Training Volunteers" and 
"Tools for Volunteers" features as your fa
vorites. 

On the article suggestions line, you 
unanimously indicated the many aspects 
of volunteer administration (see list). As 
one reader wrote, "The 'old' problems of
ten remain unchanged. All areas of volun
teerism are more challenging than ever 
and need addressing!" Another said, "I 
obviously enjoy articles on the manage
ment of volunteers and volunteer pro
grams-the how-Io's. More, please!" 

In addition to these suggestions, how
ever, there was an almost unanimous plea 
for articles on a specific program area of 
volunteering (see second list). In the inter
est of satisfying alt readers by focusing on 
the general applications of a program, 
VAL rarely has addressed the special in
terests. But in light of the expressed need 
for such material, I'd like to change that 
policy. 

And that's where you come in. The arti
cle suggestions below are presented not 
so much for your information as for your 
consideration. 

Consider writing an article on one of 
these topics-or one related to its general 
heading. A little known fact is that at least 
two-thirds of each VAL contains articles 
submitted-unsolicited-by volunteer ad
ministrators. They are readers, just like 
you, who want to share their ideas and 
program successes to help others in their 
profession grow. (For example, see the 
descriptions of this issue's feature contrib
utors on page 16.) 

If you have an idea, write me a letter 
outlining your article. I'll write or call back 
with comments concerning its potential, 
suggestions for organizing it, and details 
for submission. 

Remember, all VAL contributors are vol
unteer administrators first, writers second 
(or third or fourth). 

Brenda Hanlon 
Editor 
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THE VAL RATINGS 
and An Invitation 

WANTED: How-To Articles on Volunteer Administration 

D Budgets 
D Changing volunteer/staff attitudes 
D Continuing education for volunteers 
D Establishing a volunteer program 
D Evaluation 
D "Needs" advocacy 
D Organizational task analysis and needs assessment 
□ Public relations 
D Recognition (specific request: for programs with tight budgets) 
□ *Record keeping 
D *Recruitment (specific request *dynamic recruitment brochures) 
D Retention 
□ Stress/burnout 
D Students/interns 
D *Supervision 
D Tools for volunteers 
□ *Training (specific request materials, useful handouts) 
□ Writing letters of reference for volunteers 
D Working in the community-not on site 
□ Volunteer/staff relations 

* Asterisk indicates multiple requests. 

WANTED: Articles on Administering Specific Areas of Volunteering 

D Church volunteers 
□ Evening/weekend volunteers 
□ Friendly Visitors/Big Siblings 
□ Hospital volunteers (innovative programs for adults or teens) 
D Library volunteers 
D Nonprofit theatre volunteers 
D Older adult volunteer programs 
□ Profit-making organizations that use volunteers (nursing homes, group 

homes for mentally handicapped) 
D Youth/teen volunteers (specific request: ideas for youths in small towns 

WANTED: Articles on Related Areas-General Program Administration 

D Fundraising 
□ Task analysis/needs assessment 
D Newsletters/graphics, logos 
D Public relations 
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'It ooesn't Ask for Your Monet 
-Only Your Time' 

What Houston's Teens Think about Volunteering 

last March, Tenneco sponsored an arl and essay contest an va/unteerlsm far Its adapted schOal, Jefferson Davis High 
Schaal, In Houston, Texas. Several vatunteer judges read through the 70 essay entries and selected /our finalists. On 
April 26, the winners received a cash prize and certificate at a lunchtime FUN FEST ta promote volunteering. Tenneco 
volunteers served snow canes, popcorn and cold drinks, and the Texas Mime Troupe and KYST Radio provided 

entertainment. The winning essays are presented below. 
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SHARING IS CARING 

e By Sandra Flowers 
Age 18 

Volunteerism is loving to lend a • 
they are in need. It is also shar~elp1ng hand to others when 
accepting a reward ng your support and not 

To be a volunteer mean~ • • 
assist others. When you vol~~:~ng freely fro~ your heart to help 
most people receive a special r:r youdr _serv1?es to assist others 
others. . war 1n their heart for helping' 

Volunteensm is the assistan [School]. It is also the assista ce that Tenneco gives to Davis 
gives to Ethiopia and the oth;c~ and supp?rt that the United States 

Volunteerism is when a fath~ ~ou9:t-stncken African countries 
baseball team in his neighborh;,,, ec, es to coach the little leagu~ 
~osp,tal as a volunteer to aid the ~i~; c~ml munity. It is working at a 

unday school so that eo I • o unteensm is teachin 
school it is helping in t~e 6ffi~;'ay learn more about the Bibleg At 
wanting t? help aid and support tiolunteensm _in all aspects is 
someones assistance but ~ e~s who are in need of 
volunteer your service~ o n~t d_o1ng it for profits. When you 
re heart and soul to h~li o~he~s'1!~c~use of a strong desire from 
rom within your heart. , en you receive your reward 



A FEELING THAT COMES FROM THE HEART 

By Ricardo Ayala 
Age 15 

People who volunteer don't get paid, but they get the 
experience and the emotion of helping people. The benefit 
is for everybody. 

The volunteer learns how to do things, and the other person gets 
the aid. Volunteers feel they are doing something for the community, 
for the people, for the country and for the world. Another benefit is 
that they make a lot of friends of different kinds. 

Who are those people we call volunteers? A volunteer could be 
any person with good thoughts and the spirit of helping people. 
Nobody forces anybody to do the job. A volunteer does it because 
he feels like he can be someone special to other people by helping 
them. 

The sponsors are volunteers because they sponsor someone 
else. People who get the aid of the volunteers feel so grateful toward 
them. 

To volunteer is to give somebody his help without expecting 
anything back. That feeling comes from the heart. That's 
volunteerism. 

Volunte · ensrn • 
:::cting P~i. caring enough to 

They sit are rnan do sorneth. 
They're ti; their Porcfie eldf:!rly Peo I mg Without 

talk With th Old to Walk s With nothinp e around rny . 
So . ern anYWh g to d ne1ghbo 

tiit:;~:~e;~~t~iv:s~{h~hey ~:~~ ~~; ihs °rn~~u: t~ne to ;;~ot~: 
an one. ay It's bett ng for rne to d elp around thgo over and 

an~ ~~w I don't owe t er for two Peop~ ~u~ I just sta~ :~~se. 
rniIr OUld Want hern anYth. o nothing t talk 10ns of te sorneo mg, but ogether 

, ...... ,,..._ 
=!!:':..~.::.~:..~ 

19:'•s-,1! 

'"-'> -- ...... 

- ... :-::.:-c.,:.~1:.::1 
streets -r-h enagers + ne to do th one day I'll b . , , • , , ey c iOday . e sarn e ,n th . 

volunteer· an really I With nothin e for rne I k e1r Place "Wh !.-::;';.e•tlci,.., 

C.W.t1 ........ :-•.,-1.,..,w 
'-ton .... c...,.. mg do , earn a I g to d • now th , 

esn t ask for ot frorn bein 0--wasting ti ~re are 
Your rnone g a Volunt rne in the 

Y, only ,,
0 

_eer. 
J' ur tirne. 
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'IT MAt<£S ME FEEL WAI-ITED AND 1\-IOEl'EI-IOEtff' 

By William Richardson 
Age 16 

V
o\unteerism is a thing you wish to volunteer 1or. I like to 
volunteer 1or any agencies aided by Tenneco. I also 
volunteer tor communities such as retarded centers 

I nave \WO volunteer iobs. One is here al Jeff Davis senior High 
SchoOI. I nave a iob in my reading class as bulletin t,oard decorator 

The other is at Wesley community Center. Volunteering 1or different communities helps me to \earn more 
about different people, different types o1 work and problems that 
they might nave. I like to work with handicapped people and shoW 

them I care. I also volunteer al my church-Ushering, singing and Jund 
raising. I will continue to volunteer 1or any community organization 

Tenneco vo\rniteers encourage me to do more 1or myse\1 and at places I'm needed the most. 
others who need help. I'm trying hard to give back all I can to help 
the old, young and handicapped people that aren't able to work 

Volunteering makes me lee\ good about royse\1-bY being 
ne\p1ul, contributing to someone's happiness, exercising my 
talents. 11 makes me Jee\ needed, wanted and independent. 
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June 8-11, 1986 ♦ Southern Methodist University ♦ DALLAS, Texas 

Mark Your Calendar 
and 

PLAN TO ATTEND 

The1986 
National Volnnteer Conference 

♦ ~omplet~ conference details available from VOLUNTEER in early 1986. Also watch future J{4Ls- for further ♦ 
information. 
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PROFESSIONAL 

ADMINISTRATION 
of 

VOLUNTEER 
PROGRAMS 

by Ralph G. Navarre, A.C.S.W. 

CONTENTS: 

PART ONE 
Intro. to Professional Management 
1. Introduction to Volunteer Admin. 
2. The Professionalization of Volunteerism 

PART TWO 
Staff Management 

3. Beginning a Volunteer Program 
4. Writing Job Descriptions 
5. Recruiting Volunteers 
6. Interviewing the Volunteer 
7. Orientation and Training 
8. Supervision and Evaluation of Volunteers 
9. Motivating Volunteers 

10. Using Relationships in Volunteer Admin. 

PART THREE 
Program Management 

11. Developing Measurable Program Goals 
12. Building Career Ladders 
13. Economic Strategies for Vol. Admin. 
14. Establishing a Volunteer Advisory Council 
15. Computers as a Management Tool 
16. The Challenge of Delegation 

PART FOUR 
Unresolved Issues in Management 

17. The Problem Volunteer 
18. Insurance and Liability Problems 

Satisfaction Guaranteed 
Price $12.95 

ACT NOW 
ORDER FORM 

Price: $12.95 Postpaid 

Name _________ _ 

Address _________ _ 

City __________ _ 

State/Zip ________ _ 

Clip & Return to: 

"N"-Way Publishing 
1650 Mayfield Lane 
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Books llli 
Useful Board Books 
By Steve Mccurley 

WORKING WITH VOLUNTEER 
BOARDS: A FACILITATOR'S HAND
BOOK. By Diane Abbey-Livingston and 
Bob Wiele. Ontario Ministry of Citizen
ship and Culture, 1983. 119 pp. $9.00 + 
$2.50 shipping/handling (see below). 

THE BOARD MEMBER'S BOOK. By 
Brian O'Connell. The Foundation Cen
ter, 1985. 208 pp. $16.95 + $4.00 ship
pinwbandling ( or + $5 total if you order 
both books). Order from: Volunteer 
Readership, 1111 N. 19th St., Suite 500, 
Arlington, VA 22209. 

Just to get the matter out of the way 
quickly, here's the bottom line: 
"These are great books; buy both of 

them." 
Working with Volunteer Boards is a 

trainer's manual, designed for use by 
anyone who works with and wishes to 
improve the condition of a board of direc
tors. It manages to teach diagnostic skills, 
provide tests and tools to use in training 
or consulting, and do cross-references to 
other sections of the book calmly, logical
ly, and without undue repetition. It 
breaks down some of the more common 
board difficulties ("Board meetings are 
terrible," "personality conflicts," "We 
decide to do things but nothing hap
pens," etc.) into neat areas. It offers tests 
within each area to administer to a board 
to help figure out what is really wrong. If 
you're a trainer, you'll steal from this 
book constantly. 

This is also, by the way, the most beau
tifully produced work I've seen lately. It 
utilizes a layout design of red and black 
silhouettes for chapter headings, multi
ple interior line drawings, and gracious 
use of white space to make it a lovely 
thing to peruse. It is exquisitely printed 
proof that Canada is the most civilized 
country in North America. 

Steve McCurJey is VOLUNTEER's direc
tor of constituent relations. 

Brian O'Connell's The Board Mem
ber's Book is designed for board mem
bers, as both a philosophical and practi
cal guide to the roles and responsibilities 
of board service. Like everything that Bri
an does, this task is accomplished with a 
rational, understated elegance. He inter
sperses advice from the standard works 
in the field with his own vast experience 
in working with boards, usually emerg
ing with a practical amalgamation of the 
two. 

The topics covered in the discussion 
range the scale from the philosophy of 
citizen involvement in nonprofit organi
zations to the best logistical arrange
ments for seating space at board meet
ings. 

Overall, this is a thoroughly useful 
book; so useful in fact that a copy ought to 
be presented to the incoming chairperson 
of every board in the country. It would 
tell them both how to "think" about be
ing a board member and then how to ac
tually "do" the job. 

There is, however, one unsettling thing 
about The Board Member's Book. Many 
of us over the years have grown accus
tomed to the public persona that Brian 
O'Connell presents to the world in his 
role as president of INDEPENDENT SEC
TOR-serious, dedicated, sincere. We 
then discover, to our total amazement 
and delight, the appendix to this new 
book, subtly entitled, "Minutes of Our 
Last Meeting." It is a hypothetical (mythi
cal? apocryphal? merely hysterical?) ac
count of an imaginary board meeting. 

"Minutes," to put it mildly, is the fun
niest thing ever written about boards and 
is itself worth the price of the book. It will 
bring back every nightmare you've ever 
experienced during a board meeting, and 
you will either laugh or cry all the way 
through it. 

Perhaps !S's next film project ought to 
involve doing "Minutes" as a play and 
premiere it at national conferences. 
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As I See It 
(Continued from page 2) 

manipulate and intimate others-or do we enable and em
power others? Those are the choices. 

Therefore, we must become more comfortable with the 
concepts of power and influence. 

One other outcome of our reluctance to deal with power 
issues is a sort of complacent and comfortable "we/they" 
attitude. We can gripe and feel frustrated by what THEY 
decide, without having to take any responsibility for chang
ing things. But the older I get, the more I am continually 
shocked and challenged by the incredible truth-there is no 
THEY. In a democracy, WE are they! 

2. Lack of Skill in Influencing 
Influencing is a skill that must be learned and practiced. Yet, 
it is rarely included in any curriculum for human service 
professionals or volunteer leaders. How can we change that? 

In Chip Bell's book, Influencing, he states, "Many have 
gone about the act of influencing like the stereotypical PR 
promoter-with flair and color, sound and fury. Often we 
have bagged more flak then game .... As professionals in orga
nizations, we are sellers of fitting ideas and we should have 
two concerns: 
1. Is my idea of sufficient worth or value? 
2. Can I convince others of its value?" 

3. Our Leadership Style 
Another area of concern is the style of leadership all too 
frequently utilized in this field (and other human service 
professions). We are DOING rather than ENABLING. This 
leads to overload, running from morning until night, burnout, 
and frustration. 

After personally writing and speaking about this problem 
for ten years, I am appalled at our lack of progress. It is not 
that people don't have access to our workshops and dozens of 
books that deal with the philosophy and skills of truly partici
pative management (In Search of Excellence, Passion for 
Excellence, Masters of Change, The Entrepreneurial Leader, 
Servant Leadership). 

It's not the knowing about it that's the problem-or the 
believing in it. It's the doing of it. How and when will we get 
serious about doing what we know about? 

4. Misuse of Power 
This is what has given power a bad name and, as Roseabeth 
Moss Kanter says, has made it the last dirty word in America. 

There's not a person in this room who has not at some time 
had to deal with what David McClelland calls "personal 
power persons"-ones who are into power for their own 
personal aggrandizement, who sees your win as their loss, 
and therefore is threatened by the success of their subordi
nates (paid or volunteer). Their primary strategies are ma
nipulation and intimidation. They are the antithesis of em
powerment, and they have killed more creativity, motivation 
and excitement in organizations than we can ever imagine. 

Having experienced such a boss myself, I know what it 
feels like. (It was after that experience that I wrote Survival 
Skills for Managers.) 

The only antidote to this kind of power person is for more 
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and more of us to become what McClelland calls "social 
power people": influencing systems on behalf of others; en
abling and empowering all who work with us to be their best 
and not be threatened by it; rewarding it; building the self 
esteem and capabilities of our people (paid and volunteer); 
helping dreams and visions happen; and confronting the 
personal-power individuals who are killing our people's spir
it. There is no more important an agenda for us! But we won't 
have time or energy for it as long as we continue to be DOERS! 

5. The Organization 
In Survival Skills for Managers, I point out that there is 
nothing that frees up our natural spontaneity and creativity 
more than someone giving us permission to be the best that 
we can be in the work that we do. The reality is that very few 
organizations or agencies ·even attempt to grant that permis
sion in today's complex, technocratic society. In fact, it is 
never even an issue with most of them. (Could that be why 
someone recently cracked, "If you don't believe in life after 
death, just stand outside our agency at 5:00!") 

In the book, The Organization Trap, Samuel Culbert relates 

We live in a remarkable time, 
when we have access to some 
of the most creative people in 
the world to help us: volun
teers, out of every discipline, 
bringing incredible skills and 
unhampered by the tunnel vi
sion we sometimes get by 
working too close to the prob
lems. We need to RECRUIT, 
ENABLE and EMPOWER 
them to help us! 

this touching story about an outgoing deputy director of a 
public agency: 

As he stepped forward to speak, tears began streaming down his 
face. To the audience's surprise, he did not try to cover up. There 
were no platitudes about his sorrow in leaving. Instead, he frankly 
admitted his tears were of pain and disappointment for allowing 
himself to be chewed up by the system. In the speech, he stated he 
had compromised himself, accomplished little, gone along with out
moded methods, stopped taking stands on what needed to be 
changed, and generally had become a mediocre, ineffective leader. 
Needless to say, the cost to him as a person was tremendous---but he 
realized it too late. 

Anyone who has worked in a hierarchy can identify-with his pain, 
frustration and tendency to go along, rather than rock the boat. We 
don't like to be trouble-makers! 

But how do we keep organizations from devouring people? 
Robert Townsend, in his book, Further Up the Organization, 
has a fascinating formula: 
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As I See It 
(Continued from page 33) 

One good plan is for the chief executive to insist that he must person
ally use every form in the company before it's installed. Like: requisi
tion forms (for pencils, pads, or air tickets), long-distance-telephone
call forms, or personnel department forms. And his secretary can't 
fill in the form for him. 

If some psychiatrist in the personnel department invents a new 
application form with a whole lot of questions like "How did you feel 
about your mother?" before it gets used, the chief executive has to fill 
it out...completely. This will kill a lot of bad ideas early. 

Related to this is a function that you might describe as vice-presi
dent in charge of anti-bureaucratization (otherwise known as a VP in 
Charge of Killing Things). He (she) must have a loud voice, no fear, 
and a passionate hatred for institutions and their practices. In addi
tion to his regular duties, it's his job lo wander around the company 
looking for new forms, new staff departments, and new reports. 
Whenever he finds one that smells like institutionalization, he 
screams "Horse feathers!" (or something more graphic] at the top of 
his lungs. And keeps shouting until the new whatever-it-is is killed. 
Every chief executive should find someone to perform this function 
and then make sure he can be fired only for being too polite. 

A new and awesome challenge to all organizations is just 
beginning to be felt. It is what Peter Drucker calls "a growing 
mismatch of jobs and job seekers." The most significant 
group affected is the enormous "baby boom" generation (56 
million between ages 25 and 39). 

It is a challenge for the world of volunteerism-to tap into 
the skills, talents and energy of this group and help it do its 
best-so its members can get satisfaction and fulfillment pos
sibly denied them at work. But, we must know how to work 
well with them! 

How, then, do we keep from being overwhelmed by all of 
these problems: 
-Our own attitudes toward ourselves and power 
-Our lack of skill in influencing 
-Our Doer vs. Enabler style of management 
-The misuse of power 
-Stifling or disabling organizations 

All I can do is recall the words of the most creative person I 
know, a quadraplegic who has moved nothing but her head 
for six years. Marge says, "Never stumble on anything behind 
you!" 

We move on, having faith that we can, in fact, view prob
lems as opportunities, which can help us discover new and 
creative solutions. 

What are some of these challenges? 

Challenges 
1. We must have vision, seeing clearly what we want to have 
happen. Let me illustrate with another analogy. 

Last summer, Harvey and I visited the Greek Islands. One 
of the most memorable things we did was go parasailing. This 
is something we'd both wanted to do for many years, but 
whenever we had the opportunity, we lacked the courage. 
But this time we did it! 

What an experience-to be sailing far above land and sea, 
seeing everything from a brand new and exciting perspective. 
I was barely aware of the motor boat pulling me-or the rope 
connecting me to the source of power. I was free to soar amid 
the clouds. It was a truly exhilarating feeling. 
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I would suggest that in this time of enormous societal 
change, we need to enable and empower some people in our 
organizations to soar above the day-to-day activities and 
problems and to dream about what's next for human services 
and volunteerism-to do what Camus suggested: "Create 
dangerously" with vision and courage and dreams! 

We live in a remarkable time, when we have access to some 
of the most creative people in the world to help us: volun
teers, out of every discipline, bringing incredible skills and 
unhampered by tunnel vision we sometimes get by working 
too close to the problems. We need to RECRUIT, ENABLE 
and EMPOWER them to help us! We also have access to 
technology to help us in ways we never imagined five years 
ago. Now let's get on with it! 

2. Understanding power and becoming more caring and ef
fective influencers of the outcomes we care about is another 
very large challenge . 

In learning how to influence well, there are really only 
three skills we need to sharpen: 

Influencing is not for the faint 
hearted. One of the things that 
helps keep us on track when 
things get rough is knowing we 
are not alone. Others care 
about us and about the out
come we care about. Use these 
people-they are advocates 
and we need them! 

• Identifying the problem to solve or the goal to achieve. 
-Learn how to turn gripes and trustrations into goals to 
achieve. 
-Be sure you're solving the real problem and not a symptom. 
Try to really find a cure for the problem rather than bandaid
ing minor irritations! 
• Strategizing how you are going to influence-how to influ
ence whoever can say "yes" or "no" to your idea. 
• Negotiating-becoming more adept in this art so we may 
ask for what we need to secure win/win solutions. 

It is so easy to believe that one person really can't make 
much of a difference in the larger scheme of things, so why 
try. 

Robert Greenleaf, who has written so much in the last 
decade about servant leadership, says "I believe that the 
transforming movement that raises the quality of any institu
tion, large or small, begins with the initiative of one individ
ual person-no matter how large the institution or how sub
stantial the movement." 

History is filled with examples of men and women who set 
out to make a difference and did it! The one common denomi
nator, no matter what their strategy, undoubtedly was persis
tence. 

Influencing is not for the faint hearted. As someone once 
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said, "You can tell when you're on the right track-it's usual
ly uphill." 

One of the things that helps keep us on track when things 
get rough is knowing we are not alone. Others care about us 
and about the outcome we care about. Use these people
they are advocates and we need them! As author Peter De 
Vries said, "We're not primarily put on this earth to see 
through one another, but to see one another through." 

There is a groundswell of literature flooding our bookstores 
that points to one clear fact: There is a revolution brewing in 
the workplace and it has to do with how people feel about the 
way they have been led. People are sick of being treated like 
children and pawns in corporate and agency games. 

We are dealing with the most skilled and educated work
force we've ever had in the country and, yet, how sadly it has 
been demotivated and underutilized in the past decade. It has 
to do with style of leadership! In industry, it was autocrats 
who told everyone what to do. In human services, more often 
it was doers who did everything themselves. As Warren Ben
nis, a respected management expert says, "American organi
zations have been overmanaged and underled!" 

The great pain I see in people's lives as I travel across the 
country is the realization on the part of both paid staff and 
volunteers that almost no one has seemed to want their best. 
What a waste! What a national tragedy! 

But this new literature brings fresh hope, for these books 
share story after story of how truly participative management 
helps everyone win: the organization, the people who work 
there, and the customer or client. Read In Search of Excel
lence, Passion for ExceJlence, Megatrends, The Change Mas
ters, The Entrepreneurial Leader (and I might add, The Effec
tive Management of Volunteer Programs and Survival SkiJls 
for Managers). 

Of course, we had a visionary leader in our field who was 
writing about this way back in 1967. I'm speaking of my dear 
friend and mentor, Hat Naylor. In her book Volunteers Today 
(the first in our field, I believe), she said: 

A new style of leadership is demanded-a dynamic, eclectic ap
proach with courage to experiment, to weed out the useless, and yet 
hold fast to ideals, standards and essential values. Such leaders are 
not developed by being told what to do. Rather, they respond to our 
faith in them and in their capacity to learn and to do. 

Why has it taken us so long to hear that? 
What a picture of energy and excitement that brings. Can 

you even imagine what would happen in your organization if 
you and those you work with were treated this way? What 
would happen in our local, state and federal government 
agencies if people were treated this way? 

What would happen, I suspect, is that seemingly impossi
ble problems would be solved, health problems would be 
greatly reduced, ideas would frolic in the workplace, and 
community needs would be addressed in new, exciting and 
caring ways we haven't even dreamed of yet. 

The key to building your leadership power is simple: You 
get power by giving it away! The more you help your peo
ple-paid and volunteer-realize their own potential, feel 
more able and powerful-the more influential you become. 
It's strange but true! 

If we learned our lesson about influencing-one person at a 
time, one act at a time., conceptualizing a dream others can get 
excited about-then the job starts right .here, in this room 
with each and every one of us. Remember-we are they! 
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Please ... 

RATE This 
Issue! 
You can help improve VAL by taking a minute to 
check off this simple rating form. 

RATE THIS VAL: 
Overall, this issue is (check) 

__ useful 

__ moderately useful 

__ not useful 

__ interesting 

__ moderately interesting 

__ not interesting 

__ easy to read and follow (good type and layout) 

__ hard to read and follow (poor type and layout) 

The best articles were: __________ _ 

SUGGEST ARTICLES FOR VAL: 
Please indicate the kinds of articles you would like to 
see in VAL: 

Are you a (check one): 

__ volunteer administrator 

__ other staff member/director 

__ volunteer 

__ board member 

Other coments: _____________ _ 

Please clip and return to: Editor, Voluntary Action 
Leadership, 1111 N. 19th St., Suite 500, Arlington, 
VA 22209 

35 



36 

Tool 
Box 

Giving and Volunteering Quote-A-Day 
1986 Calendar. Philanthropic Service for 
Institutions, 6840 Eastern Ave, NW, 
Washington, DC 20012, (202) 722-6131. 
$6.95 (payable to: Giving Calendar-SDA). 
Bulk discounts available for two or more. 

This page-a-day calendar contains a dif
ferent quote for every day of the year
"from Aristotle to Zig Ziglar"-on volun
teering and philanthropy. Page size is 4-
1/2" x 4-1/2". Calendar comes in a box, 
which contains space to personalize with 
logo or adhesive seal. Flyer with sample 
pages available. 

c:::=======-=-=---====::: 
Communities Magazine. 126 Sun Street, 
Stelle, IL 60919. $12/year. 

This "journal of cooperation" has been 
publishing since 1973 on the develop
ment of intentional communities-"from 
people building together in urban neigh
borhoods to rural farm communities. Ar
ticles focus on community politics and 
group dynamics, family life and relation
ships, health and well-being, work and 
food cooperatives, and other areas of in
novation and expertise applicable to in
tentional communities. Brochure avail
able. 

1986 Catalog ofScriptographic Book.Jets. 
Channing L. Bete Co., Inc., 200 State 
Road, South Deerfield, MA 01373. 20pp. 
Free. 

Contains descriptions of more than 200 
"Scriptographic" booklets, including 30 
new titles, on current topics and con
cerns. These publications are usually 5-
1/2" x 8-1/2", 16 pages, and offered in bulk 
at quantity discount prices. Topics in
clude voluntary action ("Be A Volun
teer!" "Organize for Action," "Charitable 
Giving and You," "About Grassroots Lob
bying," "About Fund Raising" and 
"United Way"). drug abuse, leadership 
skills, equal opportunity, and many 
more. 

Fundraising for Social Change. CRG 
Press, 1000 16th St., NW, Washington, 
DC 20036. 1985. 208 pp. $19.95 + 
$1.95/shipping. 

Published by the Center for Responsive 
Governance, this book is aimed at social 
change organizations with budgets under 
$500,000. It provides nuts-and-bolts 
straiegies they need to start, maintain or 
expand successful community-based 
fundraising programs. Chapters present 
specific examples and case studies to 
cover direct mail campaigns, phone-a
thons, canvassing, fees for service, major 
gift campaigns and special events. The 
author is a full-time fundraising trainer 
and consultant to social change organiza
tions. 

Common Sense Management. Alfred 
Fleishman. Order from: ISGS (Interna
tional Society for General Semantics). PO 
Box 2469, San Francisco, CA 94126, 
(415) 543-1747. 75 pp. $2.00. 

The subtitle of this book is "Hints for 
Communication in Business." It contains 
practical suggestions for improving com
munication between supervisor and 
worker based on the author's 35 years of 
public relations and communications ex
perience. Designed for "down-to-earth 
uses by everyone who works with other 
people," it does not attempt to duplicate 
major books on management or commu
nication. 

The Art of Asking Questions. Stanley L. 
Payne. Order from: ISGS (International 
Society for General Semantics), PO Box 
2469, San Francisco, CA 94126, (415) 
543-1747. $10.50. 

First published in 1951, this book con
tains many suggestions for formulating 
better questions, including "A Concise 
Check List of 100 Considerations." It fo
cuses on the fundamental problem of the 
wording of individual questions. In the 
1980 foreword to the first paperback edi
tion, pollster George Gallup, Sr. said the 
book is "for those readers who simply 
want to ask better questions." 
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Guide to Films on Apartheid. Media Net
work, 208 W. 13th St., New York, NY 
10011, (212) 620-0877. 1985. $2.50. 

The latest in a series of resource guides to 
films on current issues, this guide con
tains lively, evaluative descriptions of 
over 40 films, videotapes and slideshows 
on South Africa and the region. Each en
try includes title, length, format, produc
er, price, distributor and a description. In 
addition, there is a list of information and 
resource centers and tips on how to plan 
a successful program. 

Alternative Media Information Center. 
Media Network, 208 West 13th St., New 
York, NY 10011, (212) 620-0877. 

Media Network, a national organization 
that supports the use of alternative films 
for grassroots organizing and education, 
has computerized its Information Center, 
a clearinghouse for information on films, 
videotapes and slideshows on a wide 
range of social issues. The Center offers a 
computerized listing of over 3,000 titles, 
cross-referenced by title, subject and dis
tributor availability. The Center can be 
reached by phone or mail (above) on 
Tuesday, Wednesday and Thursday, 1 
p.m. to 6 p.m. 

Making A Difference: Young People in 
Community Crime Prevention. National 
Crime Prevention Council, 733 15th St., 
NW, Suite 540, Washington, DC 20005, 
(202) 393-7141. 1985. 150 pp. $10. Bulk 
discounts available. 

This illustrated paperback presents a 
positive outlook and practical approach 
to the design and development of youth 
crime prevention programs that meet lo
cal needs. It features brief primers on 
community crime prevention and youth 
potential with lively examples of the di
versity of program sites, structures and 
tasks. It discusses problems and solu
tions and reports on 30 programs in the 
U.S. and Canada, including their ad
dresses and phone numbers. 
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Developing A Street Patrol: A Guide for 
Neighborhood Crime Prevention 
Groups. Neighborhood Crime Prevention 
Council, do Justice Resource Institute, 
132 Boylston St., Boston, MA 02116. 
1986. $9.95 (staffed organizations); $4.95 
(volunteer orgs.) payable to: Justice Re
source Institute. 

Written by Boston residents who are 
members of the National Crime Preven
tion Council, this one-of-a-kind manual 
is based on actual experiences in build
ing successful neighborhood patrols. It 
describes the set-up, operation and main
tenance of a patrol, including emergency 
procedures, where and when to patrol, 
who to involve, and more. 

How Does Your Community Grow? 
Planting Seeds for Quality Day Care. 
Mindy Fried and Elaine O'Reilly. Order 
from: Office for Children, Room 901, 150 
Causeway St., Boston, MA 02114. 1985. 
102 pp. $7.95 (payable to: Common
wealth of Massachusetts). 

This citizen's manual is "about power 
and influence, how to have it and how to 
use it." It desc:ribes a two-year project in 
Massachusetts to stimulate citizen in
volvement in shaping the quality of day 
care in their lives. Covers such topics as 
increasing the involvement of employers 
in day care; affecting day-care policy on 
the state level; coalition-building to re
vise quality standards; volunteer recruit
ment and training; and skill-building. 

Keeping Kids Safe Kit. National Crime 
Prevention Council, 733 15th St., NW, 
Suite 540, Washington, DC 20005, (202) 
393-7141. 1985. $20. 

This kit features more than 65 pieces of 
useful material that shows how commu
nities can work together to protect chil
dren from crime at home, at school and in 
their neighborhoods. Includes ready-to
reproduce educational materials on safe
ty at play and at home, safe school routes, 
and child victimization statistics. The kit 
also tells how to conduct fingerprinting
/safety education, school callbacks, ex
tended-day and safe-house programs, 
and provides crime prevention ideas for 
teens. Materials include two mini-post
ers, a 20-page booklet entitled, "How to 
Protect Children," and a 24-page booklet 
on youth as community resources. 

Explorations in Awareness. J. Samuel 
Bois. Order from: !SGS (International So
ciety for General Semantics), PO Box 
2469, San Francisco, CA 94126, (415) 
543-1747. $6.50. 

First published in 1957, this popular re
print points out limitations of language 
that narrow vision and restrict thinking. 
Through explanation and example, the 
book introduces semantic practices tl1at 
contribute to more productive thinking 
and more effective actions-both at home 
and in the workplace. 

Partners for a Safe Community Kit. Na
tional Crime Prevention Council, 733 
15th St., NW, Suite 540, Washington, DC 
20005, (202) 393-7141. 1985. $20. 

Forty materials make up this kit on get
ting people to work together to prevent 
crime and strengthen communities 
against fear and isolation. Utilizing infor
mation developed by leading profession
als in the crime prevention field, the kit 
shows how to start a Neighborhood 
Watch, build community support for 
crime prevention, reduce fear among the 
elderly, capture the energy of teenagers, 
provide new help to victims. Pieces in
clude articles for newsletters and flyers, 
camera-ready brochures, resource guide 
and many others. 

1986 Legal Rights Calendar. Legal Coun
sel for tl1e Elderly, PO Box 19269-L, 
Washington, DC 20036. $4.95 ($4.00 for 
25 or more). 

This illustrated, 8-1/2" x 11" desk calen
dar is written easy-to-understand lan
guage by experts in laws affecting older 
people. It addresses such possible prob
lem areas as retirement benefits, taking 
care of financial affairs when seriously 
ill, refusing medical treatment, and much 
more. It also features current information 
on disability insurance, Social Security 
and Medicare, pensions as well as a com
prehensive reference and resource list. 
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10 Ways 
To Improve Your Perfonnance 
As a Volunteer Administrator: 

Pe,formance-Based 
CerLll1caLion-
An Avenue for Professional 
DevclopmenL and 
Recognition 

p 

1. Learn About Perfor
mance-Based Certification 
Fall 1983 VAL 

Tool 
Box 

5. Order from Our Toolbox 
Every VAL 

r Memo To: NonpiofitBOilld Me~ts r 
\ Re:v,.rhatYouShould~:~Uity \ 

~-- ~ : a-=~~~~ 
====-=-= ::.·.:::.==:.: !..--==--== 

9. Educate Your Board 
Members 
Winter 1983 VAL 

2. Improve Your Volunteer 
Job Descriptions 
Summer 1983 VAL 

Preparing An 
Effective 
Recruibnent 
Campaign h- .... 

6. Prepare an Effective 
Recruitment Campaign 
Winter 1984 VAL 

3. Recruit Volunteers 
Through An Annual Appeal 
Winter 1984 VAL 

7. Recruit Families 
Spring 1983 VAL 

Adapting the 
Volunteer Management Process 

To Involve the Handicapped 
As Volunteers 

... _______ --------- ____ , .. _ _.._ .. 

:~~~;; ~;;~~~- --~~~-
T.. ______ :::c..-=.F--= __ .::.:::= 
:----=-=-== .:.- ::::.., -~ ==--_-..::.:::. 

4. Involve the Handicapped 
As Volunteers 
Spring 1984 VAL 

The 
No-Apologies 

Budget 

Hol,,.,toJustly 
the flnanti>I Suppon 
a \lolJntcer Program 

o..,.,.. 

.. _ .. __ _ ., ___ _ 

8. Justify the Financial 
Support Your Volunteer 
Program Deserves 
Spring 1984 VAL 

10. SUBSCRIBE TO VAL 
In every issue of Voluntary Action Leadership, you'll find in
novative volunteer program profiles and the most up-to-date 
tips and techniques on managing a volunteer program-all 
contributed by colleagues eager to share their new experi
ences and skills in the rapidly growing profession of volun
teer administration. 

........................................................................................................................................ 
YES. Please enter my subscription to Voluntary Action Leadership for: 

D 1 year (4 issues) $16 D 2 years (8 issues) $30 D 3 years (12 issues) $44 Credit Card Number (All Digits): 

Please check method of payment: ___ Check enclosed ___ MasterCard ___ VISA I I I I I I I I I I I I I I I I I 
Card Expiration Date ___________ Signature 

Name 

Organization ------------------------------------------------

Address _______________________ City ____________ State _____ Zip ___ _ 

Canadian postage add $2 per year, Foreign add S4. Payment by check or credit card must accompany all orders. 

Mail to: Voluntary Action Leadership, CIRCULATION, 1111 N. 19th St., Room 500, Arlington VA 22209 



POSTER 

This issue's poster is the cover design of a recruitment brochure describing the services of the Voluntary Action Center of Southwestern Fairfield County, 
Stamford, Connecticut. The VAC produced the brochure with the assistance of Champion International (paper), American Graphics (printing) and the 
William Belcher Group (design). You may reproduce the art for your own volunteer recognition and recruitment purposes. 

-----------------------------------------------

Attach 
your 
label 
here 

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

New Address 

Name (please print) _______________ _ 

Address, ___________________ _ 

City/State/Zip _________________ _ 

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



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

1986 
Jan. 31 

Feb. 16-22 

April 20-27 

Feb. 23-28 

May 26-29 

June 4-6 

June 8-11 

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

Visalia, Calif.: Building Bridges . ..Fulfilling Dreams 
Sponsored by the City of Visalia Volunteer Programs, this annual intensive workshop for volunteer 
administrators will feature Marlene Wilson. 
Contact: The House of Volunteers, 417 N. Locust, Visalia, CA 93291, (209) 738-3482 (Attn: Ed Jost). 

Nationwide: Big Brothers/Big Sisters Appreciation Week 
BB/BSA will launch a massive recruitment campaign during Appreciation Week to meet its "never
changing" goal of matching as many children as possible and drastically reducing the number-
100,000--<Jf youths presently on waiting lists for a Big Brother or Big Sister. 
Contact: BB/BSA, 230 N. 13th St., Philadelphia, PA 19107, (215) 567-2748. 

Nationwide: National Volunteer Week 
Sponsored by VOLUNTEER-The National Center, National Volunteer Week in 1986 has been extend
ed one day to insure that appropriate time is set aside for local volunteer recogition events prior to the 
start of Passover on April 24. 

Boulder, Colo.: Second-Level Volunteer Management Workshop 
A one-week course that focuses on implications and challenges, rather than specific skills. Includes 
planning, conflict, training, personal and organizational management, creativity, power, advocacy, issues 
and more. 
Contact: Office of Conference Services, Campus Box 454, Boulder, CO 80309, (303) 492-5151. 

Baltimore, Md.: 1986 AIRS Conference 
This is the eighth annual conference of the Alliance of Information and Referral Systems (AIRS), an 
organization of agencies and individuals in the U.S. and Canada involved in promoting, providing or 
working closely with information and referral services. Workshops and lectures will focus on new 
technology, the public's new awareness and the increased need for l&R. 
Contact: Jan Baird-Adams, (301) 396-5768. 

Toronto, Ontario: Founding Conference-Ontario Association for Volunteer Administration 
"Connections 86" is the theme of this conference for professionals and workers in the volunteer 
administration field. They will share ideas and resources and form a professional working group associa
tion. 
Contact: Robert Cole, OAVA Founding Conference Chair, c/o Probation & Community Services, 2195 
Yonge St., 3rd floor, Toronto, Ontario, Canada M7A 1G2, (416) 965-6944. 

Dallas, Texas: 1986 National Volunteer Conference 
VOLUNTEER's annual conference will be held on the campus of Southern Methodist University. 

~ VOLUNTEER-The National Center 
1111 N: 19th Street, Suite 500 
Arlington, VA 22209 
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