



































ple, street gangs, narcotics agents, drug
pushers, prisoners, truckers, railroaders,
waitresses, stamp collectors, or whoever
appealed to them,

Although they didn't use their new-
found jargon in everyday communica-
tion, they were astounded at how little
they’d known about the language used
by persons different from themselves.
Their horizons were expanded because
they were forced to be curious.

As long as students remain in school,
their vocabularies have to grow. But dur-
ing the 25 years after graduation, their
vocabularies change no more than they
did in two years of college work.

Why? Because we grow lazy and sag
into a comfortable rut that gets deeper
instead of wider. We lack the curiosity
that prompts a person to keep on learn-
ing. The one who takes up a new craft, a
new hobby, a new art learns new words
and gains new insights into different
worlds and the people who occupy
them. The more we probe into the
humanness of us all, the better com-
municators we become everywhere.

You may not be consciously aware
that you're becoming a more creative
communicator as you become a more
curious person. But as you add to your
knowledge, you’ll have more to talk
about. You begin to hear, “I had no idea
you knew so much about oceanography
and scuba diving. And I didn't know you
were taking guitar lessons. It seems
there isn't a subject I bring up that you
can’t talk about”

Curiosity makes us ask questions ...
and get answers. And the more answers
we get, the more we have to talk about.

Now. a public speaker needs courage.
Webster defines courage as “mental or
moral strength to venture, persevere,
and withstand danger. fear. or difficulty”

It takes courage to venture into any-
thing new that sets up anxiety, as ex-
ploration of anything unknown creates.
It takes courage to look like a fool when
you're tackling something new. Robert
Louis Stevenson said, “Give me the
young man who's not afraid of looking
foolish,” which doesn’t necessarily relate
to public speaking. But it can. All poised
and self-confident speakers were once
amateurs who probably looked as
foolish as they felt until they progressed
from amateur standing to professional.

But we need a certain amount of ten-
sion to be a compelling speaker. William
Jennings Bryan admitted that his knees
“fairly smote together" when he first
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began speaking in public. Mark Twain
confessed that the first time he gave a
lecture his mouth was full of cotton and
his pulse speeding to win a prize cup.
Disraeli admitted that his first speech
was a ghastly failure. He remarked he
would rather lead a cavalry charge than
face the House of Commons the first
time.

While we're attempting to learn some-
thing new. we never advance on a steady
front. We improve by sudden jerks and
abrupt starts. We may reach a plateau
and stay there or even slip back. Psy-
chologists call these stagnant or
regressive periods “plateaus in the curve
of learning!’ Those who have the spunk
and grit to keep working even when
they're not seeing much progress sud-
denly take a gigantic leap forward and
take off like a rocket.

Dr. May wrote, “There's a vast
difference between a mere desire to do a
thing and burning passion to do it—the
determination to accomplish it at any

cost. A mere desire is like warm water in
a locomotive. It will never produce
steam. It takes fire and force and
enthusiasm to generate the steam that
propels the successful artist.”

An effective communicator is an artist
‘n that he/she creates with words some-
thing as compelling as a score of music
or a piece of sculpture. Public speaking
is an art.

We're cowards about tackling some-
thing new. We're so fearful we're afraid
to begin. And fear cripples creativity and
stifles imagination. We're afraid of look-
ing foolish, afraid of failing, afraid of our
limitations.

The fear of looking foolish keeps
many a competent person from standing
up and expressing opinions. Even an
authority in a field may be hesitant
about speaking up on his/her own sub-
ject—let alone on others.

The fear of failing keeps us from try-
ing. We think, “Well, if 1 try and fail,
everyone will know it. If I don’t try, no
one will ever be sure I couldn't have suc-
ceeded”

The fear of limitation holds us back.
We think, “I don't have the education
many people have' or “There are so
many people smarter than I am about
this subject, I'd be presumptuous speak-
ing up;’ or “After I heard my voice on a
tape recorder, I vowed I'd never give a
speech in my life”

It's the struggle with limitations that
produces success. We need limitations
just as a river needs its banks. The ten-
sion set up between the flowing water
and the banks is necessary to keep the
river within its boundaries.

Working within our limitations forces
us to be imaginative and innovative to
create something unique and compell-
ing. We must conquer the fear of looking
foolish, of failing, of limitations by
simply forcing ourselves to have the
courage to begin and then keep on.

If you continue long enough and hard
enough at anything, you conquer it. So it
takes continuation to master the techni-
ques of public speaking. Practice—prac-
tice—practice speaking just as you prac-
tice your golf skills.

Thomas Edison said, “Genius is one
percent talent and 99 percent persis-
tence.” And Dr. May said, “Don’t ever bet
on the talented—bet on the tenacious.”

Like the bumblebee that doesn’t know
it'’s biologically impossible for it to fly
but flies anyway, the courageous person
spreads his/her wings and flies. And he/
she keeps right on flying through defeat
and despair until achieving a goal.

Abraham Lincoln advised a young
man who wanted to study law, “If you
are resolutely determined to make a law-
yer of yourself, the thing is more than
half done already. Always bear in mind
that your own resolution to succeed is
more important than any other thing.”

And he knew whereof he spoke. With
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agement is so great that they, along with
educators, have a significant opportunity
to shape the contours of this emergent
field of professional education.

So what should the educational objec-
tives, content, and teaching/learning
processes of such a college program be?
In general, their nature and scope must
be tailored to the type of learner and his/
her professional and personal needs.
The following objectives and subject
matter focus upon a professional educa-
tion for the primary population pursuing
professional degree programs in this
field. They are mature adult learners,
ranging in age from mid-20s to at least
70s. They have had some practical expe-
rience as leaders of voluntary organiza-
tions/programs, or other experience
which leads them to consider moving
into such positions. And they are practi-
tioners or activists—consultants,
trainers, administrators or volunteer
leaders—rather than research scholars.

Objectives

To develop distinctive administrative
competencies in voluntary, nonprofit
enterprises. These competencies are
wide-ranging. In part, they are skill
areas important to managing any sizable
organization and would include basic
management functions of planning, con-
trolling, coordinating, etc.; general
leadership functions of problem-solving,
communicating, etc.; human resources
management (e.g., recruiting, selecting,
staffing, training, supervising, and
evaluating personnel); computational
skills for using quantitative data for ac-
counting and marketing; managerial ac-
counting, budgeting, and other aspects
of financial management; and market-
ing.

In part, these administrative compe-
tencies involve skill areas more particu-
lar to managing voluntary organizations.
Thus, in human resources management,
special attention would be given to
membership development, including
board development, and the recruitment,
training, placing, supervising, and
evaluating of all types of volunteers. In
financial management, special emphasis
would be placed on fund-raising and
grantsmanship. In addition, such volun-
tary management functions as program
planning, implementation and evalua-
tion, would be central competencies.

To broaden the student’s understand-
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ing and knowledge of voluntary orga-
nizations, their dynamics, functions
and membership. The study of struc-
tural models of voluntary organizations
and of interaction patterns between
board, staff, client and volunteer is im-
portant. Similarly, an understanding of
general approaches to management,
theories of organizational development,
and interpersonal communications is
also important. The broader a practi-
tioner’s knowledge of management and
organizations, the more flexible, imagi-
native, and resourceful she/he may be
when solving problems, motivating
groups toward collective goals, and
otherwise administering organizations.

To help practitioners develop their po-
litical knowledge and skills about the
issues and processes of voluntary ac-
tion. Such leaders need to know how
their organizational activities fit into the
broader political and economic environ-
ment. The achievement of their organi-
zational mission is vitally dependent
upon the actions of corporate, govern-
mental and voluntary organizations.
Their ability to' mobilize resources for
their programs and objectives requires
an understanding of the policy-making
process and where they can make an im-
pact upon it; of the power structure and
the location of financial, political, tech-
nical and other resources in their com-
munities.

To help practitioners develop an un-
derstanding of the values of voluntar-
ism and the significance of the volun-
tary sector in a democratic society.
What are the benefits of voluntarism for
individual volunteers, their organiza-
tions, and society at large? What are
some of the potential difficulties and dis-
advantages of various forms of volun-
tary action, including citizen participa-
tion? What are the value dilemmas fac-
ing leaders of voluntary organizations as
they go about their work?

In the subject matter outline which
follows, an explicit attempt is made to
examine the “whys” and *“so whats”
(justification and significance) of what
we do, as well as the skills and methods
(technical competence) for doing it. It is
my opinion that such inquiry is ab-
solutely essential to a professional
education in our field. It distinguishes an
education from training. It helps the
learner understand the meaning and sig-
nificance of his/her experience.

Subject Matter

The educational objectives are
reflected in the following subject matter
outline. It is a list, based upon Linden-
wood's curriculum, of 11 core areas
which might be included in a com-
prehensive degree program in our field.
Other programs with different objec-
tives would construct a ‘somewhat
different list. For example, they might
offer a more systematic study of eco-
nomics, policy- research, or statistics
than is represented in the curriculum.

Organizational Theory and Manage-
ment Studies—knowledge of organiza-
tional development and behavior, in-
cluding psychology and sociology of or-
ganizations, as well as various ap-
proaches to management (humanistic,
behavioral, systems, Management by
Objectives).

Human Resources Management—un-
derstanding personnel and staff supervi-
sion, selection and training, staffing
systems, interviewing and testing, labor-
management relations, job satisfaction,
women's and minority concerns.

The Voluntary Organization:
Dynamics of Membership and Man-
agement—structural models of volun-
tary organizations; group process, deci-
sion-making, communications and
leadership; membership development:
recruiting, training and evaluating; orga-
nizational behavior and change (board,
staff and volunteer relations, etc.).

Computational Skills—basic quantita-
tive knowledge and skills needed by
managers to analyze statistical reports
and effectively use quantitative data for
accounting and marketing.

Managerial Accounting—uses of bud-
geting for projections and forecasting,
knowledge of financing and assets.

Marketing—knowledge related to non-
profit and voluntary enterprises, includ-
ing how to plan and market new services
and programs to different target popula-
tions.

Financial Aspects of Nonprofit Man-
agement—fiscal management in non-
profit organizations; budgeting; funding
resources and grantsmanship.
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Communications and Program Devel-
opment—action research: resource
assessment and needs assessment; pro-
gram planning, development and imple-
mentation; program evaluation and
feedback systems; public relations and
the mass media; information processing
and systems.

Political Process: Voluntary and Non-
profit Organizations as Change
Agents—policy-making process: ad-
vocacy through voluntary organizations
and impact of voluntary organizations
on public policy; community power
structure: systems and hierarchies,
power and influence; strategies for
change: conflict management, collabora-
tion and coordination; community de-
velopment and community organization.

The Role of Voluntary Action in a De-
mocracy —public policy and voluntar-
ism; interaction of profit-making, gov-
ernmental and voluntary agencies;
citizen participation and voluntary asso-
ciations; voluntary associations, plural-
ism and democracy.

Issues in Voluntarism—voluntary orga-
nizations and the law; values (personal,
organizational, and societal goals, etc.);
futurism and voluntarism.

Teaching/Learning Process

Mature adult learners are likely to
have acquired levels of experience and
responsibility which make them ex-
cellent resource persons for their stu-
dent colleagues. Particularly on practical
topics such as budgeting, fundraising
and public relations, these students can
serve as seasoned instructors of their
peers. Therefore, the overall pedagogical
approach (ensemble of teaching
strategies and methods) we suggest is
designed to cultivate peer instruction as
fully as student resources allow. It also is
designed to connect academic with prac-
tical, didactic with experimental learn-
ing. Here are some suggestions for
specific pedagogical strategies:

“Cluster groups.’ Clusters are learning
groups of not more than 10 students
with a faculty member. These groups
can study two or three core areas out-
lined above in each academic term. They
provide a more realistic opportunity to
develop group skills and processes, be-
cause students are allowed to stay with-
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in the same small group of peers for all
of their semester’s studies, rather than
splitting their time among different
groups in separate courses. The stu-
dent's active involvement in the learning
experience is promoted further by a for-
mat in which the cluster group meets for
one 3-5 hour session each week rather
than three 1-hour sessions. The longer
session allows for more student partici-
pation and a more natural evolution of
group processes and dynamics. Cluster
group sessions are characterized by
dialogue and discussion. Students’ oral
presentation skills are cultivated, in-
cluding workshop directing.

Group as well as individual learning
assignments and skill development.
The leadership of voluntary organiza-
tions is a group phenomenon. Thus,
learning exercises on group dynamics,
group problem-solving, etc., are essen-
tial. So are assignments which help stu-
dents analyze their attitudes and styles
regarding interpersonal and intergroup
conflict, the exercise of power, and other
important social processes.

Individualized study. This is a learning
contract approach in which each student
shapes her/his own objectives and study
plans in consultation with faculty. While
covering all the core areas identified
above, students nevertheless are en-
couraged to determine their own
emphases regarding both subject matter
and skill development. A student who
wants to specialize in training can em-
phasize work in planning and conduct-
ing workshops; while a student who
wants to specialize in board develop-
ment and evaluation may do just that.

Practical and academic requirements.
Written projects which integrate aca-
demic research with practical applica-
tions to issues confronting students in
their professional lives are important.
Thus, a student interested in learning
about social marketing can apply his/her
knowledge to his/her role in religious
programming in a church federation; a
student interested in improving volun-
teer board effectiveness can write a
master’s thesis synthesizing research on
group dynamics with a detailed
handbook including workshop plans,
questionnaires, training guides, and
other materials for developing and
evaluating board members.

Careers Motivate
Student Volunteers

(A follow-up to *“College
Students as Volunteers,”
spring 1978)

The days of “gopher work,” envelope
stuffing and the menial tasks associated
with volunteer activities are vanishing,
according to Jane Smith, Michigan State
University’s director of volunteer pro-
grams.

Because today’s student volunteers are
motivated by career development con-
cerns as well as by altruistic proddings,
students “demand meaningful place-
ments, appropriate training and proper
supervision in return for their commit-
ment,’ Smith says.

Citing the results of a survey of more
than 1,000 MSU student volunteers dur-
ing 1977-78, Smith said the two major
motivations for students were the desire
“to gain experience in a career field”
(70.2%) and “to help people” (66.9%).

Smith sees an evolution of motives
since MSU’s volunteer program began
in 1962. “The program has been
characterized by a service orientation
in the early '60s, then a ‘change-the-
world’ attitude in the late '60s,” she
said. “Now, there is much more of a
pragmatic orientation. This is benefi-
cial to the client, who feels more com-
fortable with the students’ reasons for
volunteering.”

More than 2,400 students were placed
last year as volunteers in a variety of
positions through MSU's Office of
Volunteer Programs, the largest campus
volunteer program in the country.
Volunteer placements, ranging from
conducting horticulture therapy at Lans-
ing Sparrow Hospital to providing in-
come tax assistance for low-income and
foreign students, provide students with
practical experience in a potential career
field.

The volunteer experience also gives
students the hours of experience needed
for admittance to some special education
programs like medical technology or
veterinary medicine, Smith says, and
volunteer experience may improve stu-
dents’ chances for acceptance into law or
medical school.

Future employment contacts as well
as valuable references for resumes are
other benefits of the volunteer ex-
perience.
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tained a graphic design of a hand hold-
ing three flowers, each with a different
label—appreciation, recognition,
celebration. The committee adopted
these words as the theme for the event,
and all communications regarding the
celebration displayed this graphic. It
became a recognizable symbol with the
message, "“Join us at YOUR celebra-
tion—A SPECIAL THANKS TO ALL
VOLUNTEERS

The PR committee also was responsi-
ble for the printing of the invitation and
ticket, a flyer and the program. Members
secured a master for the invitation from
a local printer, after doing the paste-up
at the VAC. The Chamber of Commerce
took care of printing 5,000 tickets. They
purposely printed more than were
needed, knowing that probably half of
this number would not be used because
of the random mailing.

The flyer was an 8" x 11" blow-up of
the invitation, with good black and white
contrast for duplication on United Way's
copying machine. The VAC also photo-
copied the program for the evening.
Everything was printed in black on
bright yellow stock for easy recognition.

Turning to the media aspect of
publicity, the committee prepared and
hand delivered press releases to con-
tacts at the two major local newspapers.
(Both run a monthly "Volunteer Now"
column for the VAC.) They cooperated
with a total of seven precelebration
write-ups, including photos of Program
Chairperson Kay Seivard and of volun-
teers working with youngsters at the
Girls' Club. This publicity made a big
difference: Telephone requests for
tickets came in fast and furiously the
day after these articles appeared.

After contacting the major city
papers, the committee sent the releases
to house organs, town and specialty
newspapers. Two committee volunteers
visited local radio stations to inquire
about news coverage. United Way's
Communications Department prepared
and sent out tapes for public service an-
nouncements and contacted the iocal
TV station. This coverage was difficult to
monitor, but from outside reports, it ap-
peared to be adequate. The TV station
used the information as a news item on
the day of the event.

Another PR source was the Volunteer
Week Proclamation issued by Mayor
Thomas Early. He presented it to VAC
Chairman David Grossi in City Hall at
the beginning of Volunteer Week, then
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read it to the audience during the sec-
ond phase of the evening’'s program.

The committee sent out a packet, “To:
All Those Who Promote Volunteerism,’
approximately two weeks before the big
day. It contained a letter explaining the
celebration, four tickets (each admitting
two people), a flyer for posting or
reproducing, and a form to be mailed
back to the VAC with the name of the
organization's designee who would sign
the scroll. The packet also contained an
announcement that tickets were availa-
ble on a first come-first served basis.

Shortly after the mailing went out,
phones rang constantly. Many agencies
requested additional tickets, in com-
binations up to 300. Dorothy Cronin, the
VAC's volunteer interviewer and senior
citizen representative, was responsible
for handling all reservations.

In the meantime, the VAC still hadn't
heard from its invited guest of honor,
Joan Mondale. Initially, the feeling was
that a celebrity would assure a good at-
tendance. But by the time her telegram
arrived, regretting that she was not free
to attend, it had become apparent that
the program, with good local talent,
would fly on its own. Mrs. Mondale's im-
pressive telegram, describing her com-
mitment to volunteerism and wishing
success for the evening, would be read
to the audience.

Refreshments

The Refreshment Committee, chaired
by Father George Smith, director of the
Age Center of Worcester, solicited food
and labor donations. Assisted by VAC
Assistant Director John Brown, the com-
mittee obtained punch, napkins, cups
and volunteer servers as well as such
goodies as cookies, coffee rings and a
large sheet cake inscribed, “Thank You
Volunteers."

The committee decided to hand out
refreshment tickets with the programs to
assure fair distribution. Late in the eve-
ning, ticket rules would be relaxed and
guests could help themselves.

With the major planning work in the
hands of the three committees, VAC
staff attended to the nitty-gritty jobs so
necessary on the evening of the
celebration. Helpers were right before
their eyes—the sons and daughters of
committee and VAC staff and the many
friends vicariously involved throughout
the weeks of preparation. These volun-
teers ranged in age from 8 to 21, the

older group recruited by Mary Bianchini,
a VAC student intern and director of the
Teen Program, from her classmates at
Assumption College.

They distributed programs, staffed the
coat room, assisted with the signing of
the scroll, and gave general directions
as needed. Besides helping out, they
had a glorious time. One of the youngest
was quite upset when she could no
longer “sell” programs. Another said she
would “ .. .never forget this night as long
as | live”

Another task was to obtain security
for the night of the celebration. The Wor-
cester Police Department cooperated
by sending three courteous and friendly
representatives of the local police auxili-
ary.

On the day before the big event, staff
and volunteers worked frantically on
finishing the printed program. The last
ones were folded and delivered as
guests began to enter the hall.

By this time most involved in the plan-
ning were in a “high zombie" state. They
felt they had done their homework well,
but as with all events, there was no way
of knowing what kind of turnout there
would be. This was a program that in
order to be successful, had to draw peo-
ple. After all, it was their celebration—
they were the guests of honor.

At 6:00 p.m., one hour before the start
of the program, the guests began to
climb the stairs to enter the hall. They
kept filing in until the audience num-
bered approximately 1,500 volunteers
from the Worcester County area.

The program began with Master of
Ceremonies Thomas Gorham lll, opera-
tions manager for radio station WTAG,
extending a welcome and thank you to
all present. Then the students from the
Performing Arts School of Worcester
displayed their talents, followed by the
Salisbury Singers, whose performance
was enhanced by the acoustically per-
fect Mechanics Hall.

The second segment of the program
consisted of brief remarks by several
people directly involved in the prepara-
tions. In addition, Massachusetts State
Senator Gerard D'Amico greeted the
volunteers on behalf of everyone in state
government. He also presented citations
from Massachusetts Governor Michael
Dukakis and the state senate. The scroll,
entitled "We Believe in Volunteerism,"
was read by VAC Chairperson David
Grossi, and presented to Mayor Early to
hang in City Hall. The Mayor then read
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petitive employment. If you agree to
bring them into your work situation, you
should not hinder them. This is why
honest evaluation is so important. Hand-
icapped workers need structure, and if
you are unable to let them know when
they are doing a poor job you are foster-
ing an unreal atmosphere. They will go
on doing a bad job, believing it is
satisfactory. This sets them up for failure.
It robs them of the chance to test their
capabilities “on the outside.”

If everything seems to check out, and
you feel confident that you have or will
be able to get the necessary space, time
and staff cooperation to include psy-
chiatric outpatients in your volunteer
program, | have one final piece of ad-
vice: Work closely with your volunteer's
social worker or rehabilitation counselor.

The counselor has the outpatient's case-

history and is trained to anticipate prob-
lems—on the job and off —before they
become too difficult to manage. Should
you feel you are capable of doing the
counselor's job, you're doing your own
job badly.

Once | employed a young, attractive
outpatient as a volunteer typist. She was
a fantastic typist and consistently was
complimented on her work. But she al-
ways looked dreadfully unhappy. Elaine
would glare at me hatefully, and when |
asked her what was wrong, she'd deny
there was a problem. Finally her coun-
selor called me and explained the puz-
zling situation. It seemed that Elaine
wanted to be assigned to our home-
maker aide program when she applied
for volunteer work.

She was not assertive enough vyet,
however, to state what kind of work she
preferred. During the interview | dis-
covered she could type and asked her if
she would consider a typing assignment
in our public information office. She
readily agreed. If her counselor had not
won her confidence and related the
problem to me, Elaine still would be
glaring and I'd still be wondering why.
Today, she is a homemaker aide, happily
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working with cerebral palsy and stroke
victims three days each week.

There are some problems you just
can't cope with effectively unless you
have been trained. For example,
recuperating mental patients often relive
their problems on the job. If they have
failed in a previous training situation
they may become overanxious in a simi-
lar situation, even on a voluntary basis.
Old fears simply are rekindled.

Another problem which may arise is
one of simple transference. If a volun-
teer is unable to get along with a super-
visor, it may be because the supervisor
represents a kind of authority figure with
whom the outpatient always has had
trouble relating. The counselor can help
with these temporary setbacks. The
counselor knows the full extent of a
client's disability. He/she is aware of a
client's educational background, work
history, family situation and how it
affects his/her behavior, financial back-
ground, interests, aptitudes and readi-
ness for competitive employment. The
counselor's judgement can be trusted in
all matters concerning his/her client.

Cooperating with a counselor is ad-
ded work for you. It will involve addi-
tional phone calls and monthly reports,
but it must be done because feedback
is essential to the progress of each pa-
tient. Suppose, for instance, a problem
develops with a volunteer's appearance.
Perhaps he/she begins to dress in an un-
suitable manner or becomes careless
about personal hygiene. Such sensitive
problems can and should be passed on
to the counselor who is not afraid to
confront them. Without continued pro-
fessional support a disturbed volunteer
often is apt to make your program a goal
in itself. He/she will nest at an enjoyable
assignment and make no further
progress. A good counselor, however, will
see that histher client uses your pro-
gram to progress toward personal goals
while performing productively for you. In
that way everyone benefits.

Finally, when you begin to screen psy-

chiatric outpatients as potential volun-
teer candidates you must accept or re-
ject according to the same basic criteria
used in assessing all applicants. This
means a volunteer must be able to work
independently. It is the ability to cope
with both a heavy and light workload —
sometimes both within the same day.
Ask yourself if your applicants will be
able to accept the free time available
when their workload levels off. If they
say they are nervous and “must keep
busy think twice. Most volunteer
assignments are not distributed evenly
time-wise. If a volunteer cannot cope
with a fluctuating work schedule, you
both are in trouble.

A volunteer also must be able to work
with other people. Will your applicants
be able to function successfully in a
group? How might they react to
coworkers who sometimes may be too
busy to talk with them or sometimes
forget to include them in their conversa-
tions or activities? Overt hostility is easy
to spot; supersensitivity often is more
difficult.

Evaluate your present position with a
clear business head before taking on
responsibilities you may not be able to
fultill. Although outpatient pilot pro-
grams are successful in many facilities,
base your decision on your own organi-
zation—always mindful of the strengths
and weaknesses of your own staff and
your own volunteers. Remember, you are
responsible for the volunteers aiready in
your program and for the success of the
overall program. You are a program ad-
ministrator, not a social worker.

And so, what is the bottom line on out-
patient volunteers? They can be a fine
addition to your nonpaid staff, but you
must be willing to expend a little extra
effort. In the process, remember what
business you are in, know your own
limitations, and help where you can. It is
demanding, challenging and often frus-
trating work. It takes maturity and
courage on your part. You have a tough
job—but then, you always knew that!
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