
The AU-Encompassing Task of 

hen it comes to motivating vol
unteers, volunteer administra
tors must think in terms of struc

turing their recruitment, program design 
and retention efforts to meet volunteers' 
needs. According to recent research by 
Clary, Ridge and Snyder of the College of 
St. Catherine and the University of Minne
sota, a volunteer's needs have to be met if 
an individual is to remain a committed 
and valuable part of a program. And-a 
well-designed program will have the kind 
of flexibility to meet different and some
times conflicting needs of volunteers. 

The researchers argue that looking at 
the needs of individual volunteers and 
what function volunteering serves for an 
individual will help volunteer administra
tors make the most effective use of their 
volunteers. While this is a fairly simple 
idea, it tends to get buried in concerns 
about how many people the program is 
serving, how to allocate a limited budget, 
or other administrative headaches. But it 
is common sense to think that if your vol
unteers are happy, your program will be 
stronger. Understanding what makes your 
volunteers happy and what they need and 
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The key is to consider the 
needs of the volunteer first. 

By Linda Thornburg 

want from volunteering can be a tremen
dous advantage in running a program 
where volunteers play a role. 

While there are probably as many rea
sons to volunteer as there are stars in the 
sky, the researchers have boiled them 
down to six broad categories. They stress 
that people often are fulfilling more than 
one of these needs when they volunteer: 
acting on deeply held beliefs about the 
importance of helping others; understand
ing people or learning for the sake of 
learning; learning particular skills or facts 
that will lead to a job or potential career 
contacts; meeting the expectations of 
friends, family or a social group held in 
esteem; feeling needed and important; 
and providing relief or escape from nega
tive feelings about oneself. 

Some volunteer administrators intuit 
these needs when they recruit, interview, 
place, train and supervise volunteers. But 
the most successful programs are those 
where administrators and others involved 
in program design think carefully about 
the volunteer's needs and how to fulfill 
them. The following examples present 
programs that have successfully antici
pated problems volunteers might have 
and designed programs to meet volun
teers' needs-and keep them motivated. 

Anticipating Objections 
The One to One Mentoring Partnership is 
a creation of One to One and United Way 
of America. It was formed to promote the 
concept of mentoring as a success strate
gy for young people, especially those who 
are at risk of dropping out of school, be
coming involved in drug use and dealing, 
or succumbing to a culture of violence. 

Miami is one of 12 pilot cities where one 
to one mentoring programs are being in
troduced in existing agencies. In Miami, 
the programs are operating in such agen
cies as Big Brothers/Big Sisters, Cuban 
American National Council, Dade County 
Public Schools, Girl Scouts, Midnight 
Basketball and North Dade Chamber of 
Commerce. 

Tanya Vajk, director of the United Way of 
Dade County Center for Voluntarism, re
cruits mentors for 25 agencies throughout 
the county. She recently completed a 
lengthy research project in which she 
studied the barriers to mentoring. She dis
covered that sometimes people were re
luctant to volunteer because they were un
familiar with the neighborhoods they 
might be asked to visit. Sometimes they 
imagined that a commitment to a single 
child would be an overwhelming respon
sibility. Some people feared they could 
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not spare the necessary time. Others 
thought the bridge between their own 
world- often the corporate community
and that of the person they were mentoring 
would be too vast. 

Vajk and the agencies who seek volun
teers designed literature to answer these 
objections. One of the most important bar
riers to overcome was the perception that 
the potential volunteer wouldn't have 
enough time. 

"A mentoring volunteer could devote as 
little as one 2-hour period during a year to 
giving a single seminar to a group of ado
lescents on career choices," Vajk said. "If 
the person is available on a weekly basis, 
there are dozens of programs where they 
can give only one hour a week. The impor
tant thing is to make the potential volun
teer community aware that the opportuni
ties are not limited to lengthy, regular time 
commitments." 

People who might have volunteered but 
never made the final commitment some
times were afraid they would be working 
with the child all alone, having to take on 
some rather onerous parenting tasks. Ac
cording to Vajk, "the perception of ac
countability was overwhelming. But most 
agencies offer a lot of training and support 
and have very clearly defined roles for 
their volunteers to play. If a potential vol
unteer can find an age group or a type of 
child they can feel comfortable relating 
to-infants, perhaps, or pregnant teens, 
disabled individuals, slow learners, or
phans, even sports enthusiasts- some of 
these fears are calmed." 

It is common sense 
to think that if 
your volunteers 
are happy, your 
program will be 
stronger. 

Location, another concern for potential 
volunteers, isn't really a problem either. 
"There are opportunities right next to 
where volunteers live or work, and there 
are public meeting places such as 
schools and libraries where they can meet 
if that's convenient," Vajk said. 

The final objection, bridging the cultur
al gap, may be the most difficult to over
come. Vajk believes that it is the agency's 
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responsibility to prepare its volunteers, 
especially corporate volunteers, for the 
type of person they will be mentoring. 
"This means letting them know that a child 
may not show up, that some of these kids 
have never been in a car, or a host of 
factors that the agency is very much aware 
of but the potential volunteer might not 
have a clue about." 

To combat the fears of potential volun
teers, United Way of Dade County's One 
to One Mentoring Partnership developed 
a directory of agencies looking for men
tors. It contains a brief description of each 
of the 25 programs, a clear indication of 
how much time is needed and when, age 
and other requirements for the volunteer, 
and a sentence about program support, 
such as training, counseling and supervi
sion. In the front of the directory, readers 
are told: "You may have time restrictions, 
or a special interest in the training and on
going support available through an agen
cy or school. You may want to do a one
time group presentation. You may be in
terested in tutoring at a school near you 
during lunch hour. This directory will help 
you find the programs that meet your 
needs." 

Another brochure gives readers a quick 
look at the range of options for time com
mitments-from one time only to once a 
week; and the range of options for youths 
one could mentor, from infant to first-time 
offender. It also says a mentor can be a 
volunteer, professional, between jobs, 
home maker, retired, student, or someone 
who loves children, likes to tutor and 
makes the time. And it lists the types of 
program support available. 

"This is an attempt to inspire the potential 
volunteer whose reservations aren't really 
valid. It's then up to the agency to follow 
through and deliver on promises," Vajk 
said. "After we have defined the apprehen
siveness and answered it, it's very impor
tant that the volunteer is reassured in the 
actual work he or she does that these ap
prehensions are indeed not valid." 

A Well Designed Program 
Mary Cueharski runs the Prince George's 
County, Maryland, Christmas In April pro
gram. The program has 21 functioning 
committees that meet all year long to pre
pare for a single event-the marshalling 
of 2,200 volunteers who fix up 100 houses 
one spring day in April. Cueharski esti
mates that volunteers have donated $4 
million worth of work over the last four 
years repairing the homes of elderly and 
disabled persons. 

"We need to introduce people to volun
teer experiences in a way that is easy for 
them and to make these people feel useful 
with the I imited time they have," said Mary 
Reese, executive director of the Prince 
George's Voluntary Action Center. "This is 
why Christmas in April is so good. I 
worked last year and in one six-hour peri
od my group painted the house, did the 
wallpaper and wiring, painted the trim 
and the gutters and planted 12 azalea 
bushes. I worked with a chiropractor, and 
we learned that together we made a pretty 
good team." 

Understanding 
what makes your 
volunteers happy 
and what they need 
and want from 
volunteering can 
be a tremendous 
advantage in 
running a program 
where volunteers 
play a role. 

Reese says the program is enormously 
successful at recruiting volunteers be
cause all participants have to do is show 
up with one tool specified ahead of time. 
The organizers provide the right equip
ment and materials, so that volunteers can 
spend their time doing things they really 
feel are productive. 

According to Cueharski, there is noth
ing to maintain enthusiasm like seeing a 
leaky roof repaired so that an elderly wom
an doesn't have to worry about the rain. 
"People don't forget after they've done 
this," she says. "They get impatient for the 
next year right away." 

Part of the reason the program works so 
well is that 50 to 60 volunteers work during 
the year to assure that the event goes as 
smoothly as possible. There is a house 
selection committee; committees that ar
range for the various equipment and ma
terials, much of them donated for the day 
by the county; house captains, who recruit 
people to work on the houses they have 
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been assigned; a committee to plan a 
huge picnic afterwards where volunteers 
have a chance to socialize; and a commit
tee to try to accommodate the personal 
requests of volunteers, such as being near 
public transportation or working with spe
cific individuals. 

'The important 
thing is to make 
the potential 
volunteer aware 
that the oppor
tunities are not 
Jimited to lengthy, 
regular time 
commitments.' 

Because the event itself changes the 
lives of so many beneficiaries, volunteers 
who have the time to work for Christmas in 
April during the year stay highly motivat
ed, and those who give one day during the 
year usually come back again the next 
year. It is an efficient use of volunteer re
sources. The organizers also have 
learned how to take advantage of existing 
official structures, such as the county 
transportation and housing departments, 
to obtain needed equipment like back
hoes and computers. 

'You Don't Motivate People, You 
Give Them the Chance to Perform' 
"You don't motivate people, you put them 
in situations where they can achieve and 
grow," says Connie Skillingstad, manager 
of community resources for St. Joseph's 
Home for Children in Minneapolis. St. Jo
seph's has 1,300 volunteers, 350 of them 
in regular, on-going positions, who assist 
in programs that benefit children with be
havioral and mental health problems. The 
Center has a shelter with 80 beds for chil
dren in transition from difficult family situ
ations and seNes more than 1,000 mental
ly and behaviorally handicapped children 
a year in day programs. 

Skillingstad says she hasn't recruited 
for years, other than to broaden the diver
sity of the volunteer group, because she 
always gets more interest than she knows 
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what to do with. In fact, because the quali
fications for working with these children 
are rather stringent, she accepts only 25 to 
30 percent of those who inquire about vol
unteering. She even waits for potential vol
unteers to show interest a second time 
before scheduling a screening inteNiew 
with them. 

"The work itself is the motivation," she 
said. "And the work has to be important to 
volunteers by their definition, not mine. 
Every person is at a different stage in their 
lives, and you simply have to honor their 
reasons for volunteering. They may volun
teer to get status, to be recognized, to 
make social contacts. All of these are per
fectly valid reasons. It's my job to really 
listen to that person and be in touch with 
what they want. As I listen to potential vol
unteers talk about their lives, I look for the 
spark in their eyes, for the thing that really 
excites them, and I try to match that excite
ment to a position that will fulfill their 
need." 

Skillingstad sometimes uses a 35-ques
tion exam designed by Ray Francies in 
Green Bay, Wisconsin, to measure how a 
potential volunteer is motivated (see box 
on page 18). The test, which is self admin
istered and can be self scored, measures 
such motivations as the need for new ex
periences, feelings of social responsibil
ity, expectation of future rewards, and the 
need to achieve. 

Skillingstad tries to place her volun
teers in jobs that will give them the emo
tional or intellectual fulfillment they need. 
She works hard to understand the reasons 
that drive a particular person to want to 
volunteer at St. Joseph's, and then she 
makes sure that she measures the per
son's emotional satisfaction with their 
work after they have immersed them
selves in the program. 

"I have a volunteer who works many 
hours," she says. "He is a retiree, a former 
sheet metal worker. His family, which in
cludes two nearly grown step-children, is 
jealous of his volunteer work. But this man, 
who is a clown for the children, needs to 
be needed. Being needed and getting the 
recognition that he doesn't get at home 
but does get in volunteering is more im
portant to him than finding a position in 
which he could make money. What he 
does for us fulfills some very deep need 
within him." 

If you place someone in the wrong posi
tion, it will work out badly for everybody. 
"There was a woman I was inteNiewing 
who had a rather flat affect. She didn't get 
excited about much. She had spent 40 

A FUNCTIONAL 
STRATEGY TO 
UNDERSTAND 
MOTIVATION 

"Acts of volunteerism that appear to 
be the same on the surface may actu
ally reflect different underlying moti
vational processes," say Gil Clary at 
the College of St. Catherine and 
Mark Snyder and Robert Ridge of the 
University of Minnesota. These re
searchers designed an instrument to 
measure why people volunteer. Us
ing functional analysis-an ap
proach which looks at underlying 
needs-the researchers studied 
1,500 volunteers and students to de
termine whether their reasons for 
volunteering could be categorized. 
The result is the Volunteer Functions 
Inventory. This tool, which the re
searchers say can be used in the de
sign of recruitment and retention ac
tivities, measures six primary func
tions served by volunteer activity: 
1. Values: Acting on deeply held be
liefs about the importance of helping 
others. An example of a statement 
that reflects this category is "I feel 
compassion toward people in need." 
2. Understanding: Satisfying the de
sire to understand the people one 
serves, the organization, or oneself. 
Example: "I can explore my own 
strengths." 
3. Career: Volunteering to explore 
job opportunities or make contacts 
that will lead to job offers. Example: 
"Volunteering will look good on my 
resume." 
4. Social: Fulfilling needs to behave 
in a socially acceptable way. Exam
ple: "People I know share an interest 
in community service." 
5. Esteem: Enhancing esteem by 
feeling needed and important. Exam
ple: "Volunteering makes me feel im
portant." 
6. Protective: Escaping from nega
tive feelings about the self by volun
teering. Example: "No matter how 
bad I'm feeling, volunteering helps 
me to forget about it." 

These six categories are reflected 
in the Volunteer Functions Inventory, 
which consists of 30 statements 
about volunteering. Volunteers re
port how important or accurate each 
of these is. 

For a complete list of questions 
and instructions about how to score 
answers, contact: E. Gil Clary, Col
lege of St. Catherine, 2004 Randolph 
Avenue, St. Paul, MN 55105. 
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years on a factory line and hungered for 
attention and social contact. When she 
mentioned that she had worked in the 
school library in high school she perked 
up. So I put her in our library. But in our 
library, unless you reach out to the kids 
they pretty much ignore you. You have to 
make it a user friendly place and she 
didn't have the skills to do that. She got 
more and more depressed. She would 
have kept coming forever, but when I 
asked her, she said she really wasn't hap
py. So I arranged for her to volunteer at the 
local library, where she is very happy. 
You're not doing people a favor by putting 
them in places where they don't fit in." 

Nora Davis, the program coordinator for 
the United Way of Minneapolis Volunteer 
Center, says St. Joseph's runs one of the 
most successful volunteer programs in the 
area. 

At the Minneapolis Volunteer Center, 
the emphasis is always on meeting the 
needs of the volunteers first. Davis, who 
refers volunteers to more than 5,000 pro
grams throughout the area, says the cen
ter wants to get the right match for the 
volunteer. "When people call the center 
and ask, What's your greatest need? I 
wouldn't presume to advocate one pro
gram over another," Davis said. 

The Minneapolis Volunteer Center has 
24 categories that potential volunteers 
can choose from. The 5,000 programs are 
listed in a data bank, and a volunteer can 
have a personalized computer search that 
will generate two or three different pro
grams to explore. Volunteers also can 
choose a special population they would 
like to work with: children, adolescents, 
seniors, ethnic or cultural groups. By the 
time they get to a program like that at St. 
Joseph's, they have already made some 
important choices about the type of work 
that is important to them. 

In Some Cases, Training Is 
Everything 
Judy Kinzel runs a statewide volunteer 
program for the Rhode Island Rape Crisis 
Center. She and a handful of other staff 
members work with 100 volunteers, most 
of them answering hotline calls from their 
homes across the state. Because the work 
can be emotionally difficult, and because 
it's hard to supervise long distance, Kinzel 
and her colleagues place a heavy empha
sis on training. Until recently they trained 
volunteers for 30 hours over a five-week 
period, which was hard on the staff, hard 
on the volunteers, and hard on recruit
ment. 
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These days the Crisis Center provides 
training in an intensive 24-hour format that 
is offered in one of four areas in the state. 
New volunteers meet on Friday night. 
They get introduced to the training gradu
ally, building to an intensity on Saturday 
and Sunday. 

On Friday the groups get basic informa
tion about sexual assault. What are the 
facts and what are the myths? Then they 
begin a story circle exercise. The rules for 
this exercise are that you must be in pos
session of a stone, used as a prop, in 
order to speak. You must speak on three 
topics: what gender based identity means 

THE VOLUNTEER NEEDS 
PROFILE 

Long before the Volunteer Functions 
Inventory was created, an employee 
of the Brown County, Wisconsin So
cial Service Department designed his 
own instrument. Ray Francies says in 
exploring the use of tools to measure 
volunteer motivation for a master's 
thesis in the early '80s, he could find 
nothing suitable. So he created the 
Volunteer Needs Profile. People from 
all over the United States and some 
foreign countries since have contact
ed him for permission to use the tool, 
Francies says. 

The Volunteer Needs Profile meas
ures the need for experience, feel
ings of social responsibility, the need 
for social contact, responding to the 
expectations of others, the need for 
social approval, the expectation of 
future rewards, and the need to 
achieve. 

Francies says an individual's total 
score will present a picture of prefer
ences that volunteer administrators 
can use to steer the volunteer into the 
right position. The Profile is present
ed at the end of this article. 

personally in terms of opportunities and 
limitations, how violence affects your life, 
and what it means to be empowered. Be
cause you can talk only when you have the 
stone, the stone rule forces the rest of the 
group to listen. 

The members of the training group are 
from diverse neighborhoods, cultural and 
educational backgrounds, and ages, and 
the training is a rich introduction to issues 
that will come up again and again in a 
hotline crisis counseling situation. The 
story circle is used to illustrate how peo
ple listen, or don't listen, and how people 
may have very different perspectives 

about issues such as sexual identity or 
violence. 

The training continues on Saturday with 
films of highly emotional interviews with 
those who have been raped. There also is 
some role playing, some team building 
and exploration of the many issues in
volved with a rape's aftermath. 

"The volunteers like the intensive train
ing format and they like interacting with 
people from different backgrounds," Kin
zel said. "They leave feeling very support
ive of each other. Everyone's experience 
is valued. Everybody brings something 
different into the work. The story circle 
helps them to get close very fast. Then 
they have to participate in games in which 
they need to depend on each other and 
this helps to strengthen those bonds." 

The groups meet every other month to 
share their experiences and give each 
other support. "This is emotionally drain
ing work and we have to stay healthy," 
Kinzel said. "The group comes together 
for support, and part of the support is lis
tening for what's too difficult to say. Too 
many times in programs like these, peo
ple burn out fast because their support 
system is not strong enough. We concen
trate on empowerment of our volunteers, 
who in turn try to empower the survivors of 
rape." 

~er we have 
defined the 
apprehensiveness 
and answered it, 
it's very important 
that the volunteer 
is reassured in the 
actual work he or 
she does that these 
apprehensions are 
indeed not valid.' 

Volunteers at the Rhode Island Rape 
Crisis Center must deal with child moles
tation, old memories that an individual 
may be trying to reconcile for the first time, 
recent rapes and rapes of men. The range 
of issues is broad and the time commit
ment is heavy. The center requests three 
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12-hour shifts a month for a minimum of 
six months. Volunteers also may meet the 
victims at the hospital or police station to 
provide support. 

~ I listen to 
potential 
volunteers,Ilook 
for the spark in 
their eyes, for the 
thing th.at really 
excites them, and I 
try to match that 
excitement to a 
position that will 
fulfill their need.' 

The supervision is one of the most diffi
cult and critical parts of the program. 
When a call comes in to the hotline switch
board, the volunteer who is next in line 
takes it. The person who takes the call 
later contacts the hotline manager, who is 
a paid staff person, the same day or the 
following day if the call comes in late at 
night, as they frequently do. The two dis
cuss the call, any problems the volunteer 
had, and anything the volunteer wishes 
had been done differently. The volunteer 
receives immediate feedback from the 
hotline manager. Any particularly difficult 
problems are dealt with anonymously in 
the monthly newsletter or in the bimonthly 
meeting. 

"The training and the on-going support 
are crucial in a program like this," Kinzel 
said. "We don't have many qualifiers for 
people to volunteer, so we have to be sure 
that they are prepared, both for the sake of 
the person who is in crisis and so that they 
will be able to make the long commitment 
we ask of them. 

"About fifty percent of our volunteers are 
rape survivors themselves, and those peo
ple I have to reject are usually not far 
enough along in the healing process. If 
they aren't far enough along, they will miss 
cues and have blocks to hearing the vic
tim's story, and they won't be good advo
cates. 

"We send potential volunteers an exten
sive information packet with a job descrip-
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tion and information about the training 
program and the time commitment. Many 
people will self select out when they learn 
that they may need to make women aware 
of their choices in having a baby or not. 
Some women who are new to the area and 
want to meet other feminists drop out be
cause the idea of working alone from their 
homes doesn't appeal to them. But we 
don't lose many of our volunteers. Inten
sive training and good supervision are so 
important. We also try to let our volunteers 
know what we are doing as an institution 
to change the system, and this is good 
motivation too." 

Supervision Is a Part of Motivation 
Managing 130 volunteers, nearly 90 of 
them in places away from where you are 
located, isn't easy for one person, but 
Connie Charette has a system she thinks 
works well. Charette runs a volunteer liter
acy tutor program called Darkas Place in 
Providence, Rhode Island. Most of the in
dividuals who receive tutoring are low-in
come, single parents in desperate need of 
basic literacy skills. The Darkas Place Lit
eracy Center has four classes that are 
conducted at the headquarters building, 
and a tutoring program for individual stu
dents. Tutors can meet with students at 
libraries, homes or other mutually conve
nient places. 

"It's easy to find people to serve as tu
tors because this type of volunteering has 
become almost fashionable," Charette 
said. But although she doesn't have re
cruiting problems, Charette does have to 
spread herself thin to supervise so many 
volunteers. "I can keep in touch with those 
people who come into the classroom fairly 
easily," she said. "But I needed a mecha
nism that would allow me to keep track of 
the others." 

She found it: a monthly newsletter
only one side of one page-with different 
ideas about how to approach students 
and with news about what's going on at 
the Center. Along with the newsletter, she 
sends a preaddressed, stamped postcard 
to each volunteer, which asks for such in
formation as what kind of progress the stu
dent is making, how many hours have 
been spent in tutoring, and any comments 
about the program. 

Charette says in her training she stress
es that it will be the responsibility of the 
tutor to contact her for help, if it's time to 
change materials, or to talk about how to 
do things differently. "I get a good re
sponse from the postcards and I chart 
them. If I don't hear from people, I give 

them my attention. Then every three 
months I follow up with request for an ex
tensive quarterly report from the volunteer 
so that I'm able to keep track of what's 
going on." 

Because the volunteers are more or less 
independent, this approach calls for a 
training program in which prospective 
volunteers are given good information up 
front about what types of behavior they 
can reasonably expect from their stu
dents. "I tell them they may have people 
who want a GED but see how hard it is and 
give up," Charette said. "They may be 
matched with two or three people before 
they find someone willing to stick with it. I 
tell them to think about why they are really 
here. If you think you're here for someone 
else, you're mistaken, I say. You're here 
because this fulfills some need in you. 
This is not a romantic assignment." 

But Charette says the rewards some
times can be almost overwhelming. "I 
have a volunteer who worked with a wom
an whose life was radically changed be
cause of her new confidence. She left a 
physically abusive situation. The role of 
education can be very powerful." 

'We don't lose many 
of our volunteers. 
Intensive training 
!!D.d good super
vision are so 
important. We also 
1irytoletour 
volunteers know 

hat we are doing 
u an institution to 
change the system, 
a.nd that is good 

otivation too.' 

What these programs have in common 
is their administrator's willingness to con
sider the needs of the volunteer first, 
sometimes even before the needs of the 
program. In the end, it works out well, as 
volunteers stay longer, have greater com
mitment, and spread the word that the pro
ject is worth volunteering for. ■ 
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THE VOLUNTEER NEEDS PROFD,E 

Introduction 
Please relax. This is not a test. There are no right an
swers or wrong answers. The Needs Profile measures 
several areas in which people may be motivated. The 
Profile gives feedback as to which needs most strong
ly motivate a particular individual. There are no 
GOOD or BAD motivations. 

Please be as honest as possible in your answers. Only 
by being honest can an accurate profile of your needs 
be obtained. The results will be used to match you 
better in a volunteer assignment. 

Instructions 
To answer these items, there are two steps: 

1. Each statement has two sides. Decide which side 
is most like you. Even if neither side is much like you, 
pick the side that comes the closest. 

2. On that side only, decide whether that side is "Al
most Always True" for you or only "Sometimes True" 
for you. Please mark the corresponding box below. 

Only mark one box for each entire statement. 

Do not skip any statements. 

You will find several statements that are very similar, 
but they are slightly different, so your answers may not 
always be the same. 

Sample 

1. 

2. 
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Below are two examples of how another person answered the items. Please note that only one box per 
statement has been checked. 

Almost Sometimes Almost Sometimes 
Always True True Always True True 

For Me For Me For Me For Me 

~ □ Some people volunteer to gain Doing volunteer work for □ □ 
experience to help them get a - BUT - experience for a job is not 
job. important for other people. 

□ □ Some people feel they have so Other people are not too 'A □ 
much that they should share. - BUT - concerned about having more 

than someone else. 
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Volunteer Needs Profile 

NAME: 

AGE: SEX: Male □ Female □ Today's Date: 

Almost Sometimes Almost Sometimes 
Always True True Always True True 

For Me For Me For Me For Me 

1. □ □ Some people feel they have so Other people are not too □ □ 
much that they should share. - BUT - concerned about having more 

than someone else. 

2. □ □ Some people do not care what Other people volunteer because □ □ 
other people expect them to - BUT - someone else expects them to 
do. do so. 

3. □ □ Some people like to be thanked Other people are not concerned □ □ 
for what they do. - BUT - if the people they help say 

thanks. 

4. □ □ Some people do not feel they Other people feel they may □ □ 
will be rewarded for their - BUT - need help someday and their 
efforts. efforts now will pay off later. 

5. □ □ Some people like to know their Others like to help out even if it □ □ 
efforts make a difference in - BUT - seems their efforts make little 
someone's life. difference. 

6. □ □ Some people do not care if their Other people want to do things □ □ 
volunteer work is different from - BUT - that are different from their 
their job. daily work. 

7. □ □ Some people volunteer to have Others do not care much about □ □ 
social contact with others. - BUT - social contact with others. 

8. □ □ Some people volunteer as long Other people will help even if □ □ 
as they feel they can do perfect - BUT - they do not feel their work is 
work. perfect. 

9. □ □ Some people can work hard Other people like to see □ □ 
even when they do not see - BUT - concrete progress in what they 
much progress. undertake. 

10. □ □ Some people are satisfied with Other people volunteer to get □ □ 
their daily jobs and do not - BUT - experience to see if they might 
volunteer to get new like a different job. 
experience. 

11. □ □ Some people have time and Other people do not feel they □ □ 
energy to work on the - BUT - want to volunteer to help solve 
problems of others. problems. 

12. □ □ Some people do not care about Others volunteer to compare □ □ 
the values of others. - BUT - their ideas, norms, and values 

with others. 

(continued) 
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Almost Sometimes Almost Sometimes 
Always True True Always True True 

For Me For Me For Me For Me 

13. □ □ Some people like to hear others Other people do not care if □ □ 
say how nice it is they are - BUT- anyone recognizes their efforts 
helping others. or not. 

14. □ □ Some people believe that if-they Others don't believe helping □ □ 
help others they will be helped - BUT- will affect their getting help 
when they need it. when they need it. 

15. □ □ Some people want volunteer Other people are not concerned □ □ 
work that makes progress or - BUT - if the job seems hopeless or 
has an end. endless. 

16. □ □ Some people volunteer entirely Others volunteer because they □ □ 
on their own. - BUT - are pressured by someone. 

17. □ □ Some people volunteer with no Others hope they will learn a □ □ 
thought about what they may - BUT - new skill or get better at 
learn. something. 

18. □ □ Some people volunteer to get Other people are not concerned □ □ 
out and be with others. - BUT- about being around others. 

19. □ □ Some people do not pay much Other people care a lot about □ □ \ 
attention to what others want. - BUT- doing what is expected of \ 

them. 

20. □ □ Some people get discouraged if Others work hard even if it □ □ 
their efforts seem to be for - BUT - doesn't seem to make much 
nothing. difference. 

21. □ □ Some people feel volunteering Other people are not concerned □ □ 
is a way to achieve personal - BUT- about new experiences or 
growth through new personal growth. 
experiences. 

22. □ □ Some people don't think it Others are concerned about □ □ 
makes sense to do things - BUT- offending or displeasing if they 
because others expect you to. go against others' 

expectations. 

23. □ □ Some people like to receive Others are not concerned □ □ 
plaques and certificates as - BUT- whether they get plaques or 
recognition for their work. certificates for recognition. 

24. □ □ Some people feel they will be Other people do not worr) □ □ 
judged by the life they live. - BUT- about being judged for what 

they do. 

25. □ □ Some people are not concerned Other people are interested in □ □ 
about working on community - BUT- doing something about 
problems. problems in the community. 

26. □ □ Some people feel they will be Other people do not feel there is □ □ 
rewarded in one way or another - BUT- much justice in life anyway. 
for the good they do. 
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Almost Sometimes Almost Sometimes 
Always True True Always True True 

For Me For Me For Me For Me 

27. □ □ Some people like things that Other people are more □ □ 
are new and different. - BUT - comfortable with the familiar. 

28. □ □ Some people like to be alone a Other people are more □ □ 
lot of the time. - BUT - comfortable around people. 

29. □ □ ·some people like the feeling of Others do not care if their work □ □ 
being admired for their efforts. - BUT - is noticed by anyone or not. 

30. □ □ Some people feel it will be their Others feel everyone is □ □ 
fault if people suffer unless - BUT - responsible for themselves and 
they try to help them. should take care of themselves. 

31. □ □ Some people volunteer entirely Other people volunteer because □ □ 
on their own. - BUT - someone else expects them to 

do so. 

32. □ □ Some people feel they have to Others feel government and □ □ 
do their part to solve problems - BUT - social agencies can solve 
of others. problems people have. 

33. □ □ Some people are comfortable Other people like to be looked □ □ 
even if others do not look up to - BUT- up to and respected. 
them. 

' 

34. □ □ Some people feel useful and Others feel their life is □ □ 
have a sense of belonging. - BUT- meaningless, and no one really 

needs them. 

35. □ □ Some people feel good deeds Other people feel powerful □ □ 
give one a sense of power over - BUT- without doing good deeds. 
others. 
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Score Sheet for 
Volunteer Profile 
The Profile exercise tries to determine your 
volunteer's needs and expectations (see key 
below). The score for each box checked 
corresponds to the placement of the numbers 
on the score sheet, from outside left (4) to 
outside right (1). For example, in question one, 
a person who checked the left "almost always 
true for me" would receive a score of four. The 
person who checked the right "almost always 
true for me" would receive a one. Question one 
attempts to measure feelings of social 
responsibility. 

1. 4 3 2 1 

2. 1 2 3 4 

3. 4 3 2 1 

4. 1 2 3 4 

5. 4 3 2 1 

6. 1 2 3 4 

7. 4 3 2 1 

8. 4 3 2 1 

9. 1 2 3 4 

10. 1 2 3 4 

SCORING KEV 11. 4 3 2 1 

EX - The Need for Experience 12. 1 2 3 4 
To break into the job market, try out different skills or a 
new learning experience, to do something not possi- 13. 4 3 2 1 
ble with daily work, to get in touch with a different part 
of ourselves (i.e., "young people keep me feeling 14. 4 3 2 1 
young"), to promote personal growth. 

SR - Filelings of Social Responsibility 
Concern for others, feelings of "ought" and 
"should," the need to do something about social 
problems, caring, wanting to get involved, relieving 
feelings of guilt about one's good life as compared to 
others. 

SC - Need for Social Contact 
D To make new friends, to "get out of the house," to 
justify our existence and feel needed ('Tm important 
to someone"). to alleviate loneliness, a sense of be
longing, of being included, a part of something, to test 
out values and norms. 

EO - Responding to the Expectations of Others 
Required by high school class, club or employers. 
Pressured by a spouse, friend or peer. Expected by 
church or pastor. Responding to "all my friends are 
doing it" type of peer pressure. 

SA - Need for Social Approval 
Want to be appreciated, thanked, praised, respected, 
looked up to. To make someone proud of you. To get 
recognition (especially if not received at work or 
home). To receive social approval (selfish people are 
not approved). 

SE - Expectation of Future Rewards 
"Some day I may need help." Having others in your 
debt, the feeling of being owed, belief that in helping 
others we avert being in need ourselves, fear of pun
ishment or being judged (receiving punishment for be
ing selfish), that our behavior returns to us. 

AC - The Need to Achieve 
The sense of power in making things happen, to sense 
completion, an end, closure (assembly line workers 
often do not get this feeling), to get feedback. Goal 
oriented. Being able to feel proud of a job, good work
manship, to satisfy a creative urge, to see and experi
ence change, to prove or demonstrate perfection in a 
task. 
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15. 4 3 2 1 

16. 1 2 3 4 

17. 1 2 3 4 

18. 4 3 2 1 

19. 1 2 3 4 

20. 4 3 2 1 

21. 4 3 2 1 

22. 1 2 3 4 

23. 4 3 2 1 

24. 4 3 2 1 

25. 1 2 3 4 

26. 4 3 2 1 

27. 4 3 2 1 

28. 1 2 3 4 

29. 4 3 2 1 

30. 4 3 2 1 

31. 1 2 3 4 

32. 4 3 2 1 

33. 1 2 3 4 

34. 4 3 2 1 

35. 4 3 2 1 

TOTALS: 

TOTAL SCORE: 

EX 

□ 

□ 

□ 

□ 

□ 

SR SC EO SA SE AC 

□ 
□ 

□ 
□ 

□ 

□ 
□ 

□ 

□ 
□ 

□ 
□ 

□ 
□ 

□ 
□ 

□ 

□ 
□ 

□ 

□ 
□ 

□ 
□ 

□ 
□ 

□ 
□ 

□ 

□ 
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