




































The purpose of this initial conversation is to: 

• clarify your expectations and those of 
the volunteer. 

• determine the needs and preference of 
the volunteer. 

• identify areas for future support, 
training and direction. 

• build a solid foundation for your rela-
tionship. 

You may choose to delegate parts of this 
initial contact to a subordinate but recognize 
this has the potential to weaken your future 
relationship. It is wonderful if you can orient 
more than one volunteer, or volunteers and 
staff together. You are then creating a team 
right off the bat. Your next step is to assign 
the newcomer to a "buddy" or "mentor" who 
can show the recruit the ropes during an 
initial settling-in phase. 

Orienting A Chairperson or 
Committee Member 

If you are orienting a chairperson or commit­
tee member, you '11 want to move beyond job 
descriptions to the terms of reference of that 
group. Be very clear about your own role 
with the committee. What can they expect 
from you in terms of: 

* time 
* support services 
* resources 
* expertise (content or process) 

Is this an advisory committee or a steering 
committee? What is its mandate? What is 
the history that has lead to its creation? To 
whom will it report? 

Both of you will need an opportunity to talk 
about work styles, how you react to stress or 
conflict and the kind of help you will need 
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from the other. The more information you 
can share the better. In this situation you are 
trying to create a sense of synergy - the 
contribution of the two of you together is 
greater than the sum of your individual ef­
forts. 

Pfeiffer and Jones1 have done some interest­
ing work to prepare trainers to team teach. 
They suggest you need to thoroughly ex­
plore your beliefs, expectations, and per­
sonal styles to work effectively as a team. To 
adapt their work to productive partnerships 
in the voluntary sector,.you might independ­
ently complete the following questionnaire 
and then share your answers with your team 
member. 

Preparing to Team in the 
Voluntary Sector 

This I believe about volunteers ----
This I believe about staff ------
Here are my expectations about our work 
together ___________ _ 

The best thing that could happen would be 

The worst thing that could happen would be 

When things are not going well, I ___ _ 

When I'm angry or personally hurt, I __ 

What I'm trying to work on personally is_ 

What I'd like feedback from you on is _ 

We can best handle conflict between us by 
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For those of you shaking you heads at the 
time commitment this implies, let me reaf­
firm that your pre-work investment will pay 
huge dividends in increased effectiveness 
and efficiency. You will also minimize the 
tensions, misunderstandings and miscom­
munications that routinely arise when you 
don't really appreciate your counterpart's 
point of view. 

During the Work Phase 

During the work phase, each interaction 
provides an opportunity to strengthen the 
bonds of friendship that can arise between 
volunteers and staff. They share responsi­
bility for the successful completion of all 
phases of their work together, acting as 
cheerleader, coach and mentor, one for the 
other. Helpful encounters between them 
often include: 

Listening -being prepared to act as a sound­
ing board for new, untested ideas. 
Clarifying, questioning, reflecting on, am­
plifying, playing out the logical next steps, 
assisting in problem definition. 
Providing feedback, options and redirec­
tion. 
Supporting, advising when it is sought, 
problem solving if requested. 
Recognizing and rewarding - ''finding 
someone doing something right" 2• Celebrat­
ing small victories especially when big wins 
are elusive. 

All this takes place in an atmosphere that 
encourages risk, that demonstrates caring 
and personal concern. Each partner feels 
safe from ridicule or failure, for both are 
committed to each other's success. This 
commitment builds trust, confidence and 
respect. 
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I'm suggesting a very different model than 
the norm. In the one proposed, neither staff 
nor volunteeridentifies herself as boss. Each 
is colleague to the other. They are jointly 
accountable for projects assigned to them, 
they report together on their progress and 
they are recognized for their achievements 
as a team. Both ''own'' their success. 

Building a collaborative approach doesn't 
just happen. It requires nurture and support 
from senior staff and volunteer leaders. 
People need training to develop their listen­
ing and feedback skills. They need support 
to work with others rather than to pre-deter­
mine how and what is to be done. I call this 
"training to team". A productive partnership 
will be enhanced if both partners are encour­
aged to attend workshops that foster team 
development 

Postwork Review 

After the project is completed, the accom­
plishments acknowledged, and the dust has 
settled, there is another opportunity to solid­
ify the staff - volunteer bond. Two elements 
are worthy of attention: 

• The project review - a candid ex­
change of views on how the project could be 
improved next time. The focus here is on the 
work. 

• The performance review - a frank 
discussion of how each partner might im­
prove next time. What might each do differ­
ently? What was helpful, wise and timely? 
What was not? What did you need that you 
didn't get? What expectations were met, 
what ones were unmet? The focus here is on 
the folks. 
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People weave bonds of incredible strength, 
complexity and beauty when they learn 
these communication skills together. By 
reflecting on their joint learnings, the part­
nership makes conscious their personal and 
professional growth. 

The Executive Director's Role 

The Executive Director sets the tone for the 
existence of successful volunteer- staff rela­
tionships. She is a role model for her staff, 
working hard to establish and enhance her 
own relationship with senior volunteers in 
the agency. She recommends policies that 
promote the ethical use of volunteers, not to 
supplant staff but as a support to them and an 
enhancement to the service delivered. She 
advocates on behalf of volunteers within 
her community and in the larger commu­
nity. Finally, she puts in place procedures 
that strengthen the volunteer - staff bond. 

One of the most common mistakes made by 
Executive Directors is to insist that all staff 
must use volunteers. Volunteers are then 
sent to the "black holes" of volunteering 
where they are not wanted, not well treated 
and bound to fail. The presence of volun­
teers in a service is a privilege not a right. 
Staff must demonstrate a willingness to 
work effectively with volunteers before 
they are permitted to apply for volunteer 
assistance. Colleagues who have had posi­
tive experiences with volunteers can act as 
powerful examples to reticent staff mem­
bers. 

Some further suggestions for the Executive 
Director anxious to build Productive Part­
nerships: 

Involve staff in planning how and when to 
use volunteers 
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Write volunteer supervision into job de­
scriptions. Accept that it is part of the job 
and allow time for it. Do not suggest it is an 
"add-on" - something to be done in spare 
time. 

Take time to acknowledge staff concerns 
and work with them to develop practical 
strategies to eliminate or minimize their 
concerns. 

Train people to work effectively with vol­
unteers. 

Establish "ability to work effectively with 
volunteers'' as a criterion for hiring. 

Include "ability to work effectively with 
volunteers'' as a criterion for performance 
appraisals. 

Recognize staff who work effectively with 
volunteers. Promote these folk! 

Involve volunteers in your own office. 

Apply the same standards to volunteers as 
you do to staff when hiring, advancing. 

Orient/train staff and volunteers together 
where practical and possible. 

Make staff and volunteers jointly account­
able for tasks assigned to them. 

Show volunteers and staff as teams on the 
organizational chart. 

Reward volunteer-staff teams for work 
well done, not just the volunteer. 

Handle problems that surface promptly 
and objectively. 
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Evaluate how well staff and volunteers 
work together as an element of all project 
reviews. 

Invest time in nurturing relationships with 
more experienced volunteers in your 
agency. 

Footnotes 

1. Pfeiffer and Jones, Co-Facilitating, 
Handbook for Group Facilitators, 1975, 
University Associates, San Diego, Califor­
ma. 

2. Spencer Johnson and Ken Blanchard, The 
One Minute Manager, Avon Press, New 
York, 1982. 
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Chapter 4 

WHEN PROBLEMS ARISE 

Terminal Niceness, Case 1 

Mencia Gleek is the Special Events Chair­
person for the Collapsing Comers Recrea­
tion Centre. Menda didn't want to be chair­
person but no one else offered. She reluc­
tantly agreed. This is her first role as chair. 
She expected a lot more help from her staff 
person. Why, he knows how important fund 
raising is to the Centre! He should be out 
there raising dollars. He seems to be very 
busy complaining and criticizing others. 
Mencia' s not sure she's ready to '' do battle'' 
with Bill. Her self-esteem just couldn't 
handle one more blow. He never listens 
when suggestions are made about how he 
could help the committee. "If Bill wanted to 
help, he would have offered.'' 

Bill Sleek, the staff person assigned to the 
Special Events Committee, is a bright, 
knowledgeable guy with quite a bit of expe­
rience running effective committees. He 
was disappointed when Mencia was ap­
pointed Chairperson. Now he is frustrated 
with her poor chairing skills. He can see that 
Mencia is in over her head but he doesn't 
know what to do about it. His subtle sugges­
tions for improving the meetings just aren't 
listened to. Menda seems to resent his offers 
of help. "It's difficult to watch Menda 
bungle yet another meeting but criticizing a 
volunteer just isn't done here. As a staff 
person, my role here is to be supportive but 
Mencia won't let me." 
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What we have here is a textbook case of 
Terminal Niceness. Mencia is a new Chair­
person, not well skilled in the task expected 
of her. Perhaps she was a convenient choice 
as chairperson, not the best choice. She has 
expectations of Bill's role (that he is an 
active fund raiser) that he doesn't know 
about. Menda is fragile - aware of Bill's 
dissatisfaction but not able to identify why. 
She may want to be a better Chairperson but 
she is intimidated by what she perceives as 
Bill's critical style. She feels unheard and 
unhelped, waiting for Bill to make the first 
move. Menda needs Bill's expertise to 
manage meetings more effectively but she 
may not even realize he has these skills to 
offer. Menda's first concern is fund raising 
but she's getting no help here. 

Bill feels he has tried to be helpful but his 
suggestions are rejected. Bill is trapped in 
the "subtle" approach because he feels that's 
how staff are supposed to behave, and al­
though he is not comfortable with the way 
things are going, he's too polite (con­
strained) to deal with the problem openly. 

This is what usually happens in voluntary 
agencies. Nothing. Both parties wait it out. 
Bill and Menda must accept that the situ­
ation will not improve until they take charge 
of it. Bill and Menda must create a sense of 
team committed to a shared goal - a success­
ful Special Event Program. Each will 
achieve their goal only if the other partici­
pates fully. 
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1. Bill and Menda need to talk about: 

• Expectations 
• Who does what - job description 
• How are we doing? 
• What is the nature of the task? 
• Skills, knowledge, experience each 

can offer the other 
• The barriers that block their progress 

2. Bill needs to attend to Menda' s concerns 
about the task - fund raising. He will want to 
help her achieve her goals in this area by 
assisting in planning and problem solving. 

3. Bill needs to guide Menda gently on 
enhancing her chairing skills, providing 
feedback and support as she tries to incorpo­
rate new skills into her repertoire. Approach 
is everything here. Not "You must do this ... 
" but "Have you considered. .. " or "Here's an 
interesting approach you might try ... '' 

4. Both Bill and Menda need to take time 
out to celebrate movement toward the goal. 
What is Menda good at? Let's support that 
effort. What help has Bill given? Can it be 
recognized? Each must recognize the 
unique and important contributions they 
bring to this partnership. 

Terminal Niceness prevents staff and volun­
teers· from confronting issues, from taking 
responsibility for them. It suggests instead 
that problems, untended, will disappear or 
diminish. It just ain't sol 

Neither party in this scenario is a bad person. 
Neither is out to get the other, but by pre­
tending there is no conflict, both are doing 
exactly that. In order to resolve the impasse: 
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Accept that the situation will not improve 
until both take responsibility for it. 

Identify mutually held goals, values, be­
liefs and work towards these. 

Identify barriers that block the progress of 
the other and develop strategies to eliminate 
these barriers. 

Acknowledge and value the unique contri­
butions each of the partners makes toward 
achievement of their shared goals. 

Who initiates the Productive Partnership? 
Ideally it could be either partner but in 
reality it is most often the staff person. 
When a thorough discussion of beliefs, 
goals and styles is an integral part of all 
beginning work relationships, the problems 
discussed here are less likely to occur. 
Tensions are anticipated and dealt with be­
fore they get out of hand. 

Having said that, there are some situations 
that are a fertile breeding ground for volun­
teer-staff conflict. Knowing that problems 
may surface during these periods should be 
a source of small comfort to those afflicted. 
The conflict is not directed so much at the 
person as the POSITION or place they find 
themselves. When on organization hires its 
first staff person, for example, there is al­
most always conflict, often most acutely 
displayed by the very volunteers who hired 
the staff member. Everyone is taken aback 
when this happens. Rest assured it is nor­
mal, even expected. 

Page24 

-ii 



Common Trouble Spots - When Volunteer-Staff Conflicts Occur 

Degree of 
Conflict 

Hire first staff, Major 
conflict with long term 
volunteers 

to resign 

Beloved staff retires 
New leader 

forced 

Strategic plan 
Change in direction 

Young staff 
leader hired 

Executive Director 
fired 

No staff 
No problems 

Organizational History 

1. When an organization hires its first 
staff person. 

blurring of roles 
lack of trust - need to build it 
difficult to let go of day-to-day opera­
tion, difficult to share power, control 
the folks most threatened are the 
long term volunteers (the founders) 

2. When there is a change in leadership 

period of readjustment - if the person 
is widely respected and much loved, 
the transition may be more difficult 
need to change style 
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mourning or grief period for the lost 
one 

if change is imposed there is even 
less trust 
must establish confidence, respect, 
reliability 

3. During a period of rapid change, or 
uncertainty 

when the rules are changing 
when the expectations are not clear 
when job security is threatened 
when people are feeling personally 
unheard 
often more attention is focused on 
organizational issues, not personnel 
problems or concerns 
tensions are high, trust is low, rela­
tionship problems are many 
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The Brand New Staff Person 
Terminal Nicene~, Case 2 

Mrs. Freda Founder, a volunteer with a long 
list of achievements on behalf of the Podunk 
Pond Family Services, is deeply troubled. 
Try as she might, she just can't get used to 
the new Volunteer Coordinator. She's only 
been at the agency three months and already 
she's changing everything. Well, now she 
wants to evaluate volunteers! What next? 
''Why, I've been here six years working day 
and night on behalf of Podunk Pond. No 
young missy is going to evaluate me.'' 

Jenny Eager is the new Volunteer Coordina­
tor at Podunk Pond. This is her first job after 
college but she's been reading everything 
she can get her hands on about volunteer 
management. There is so much that could be 
done to make this a better place to work and 
volunteer. It's hard to know where to start. 
Obviously, the old Coordinator just had no 
initiative. She really let things go. It's a 
shame Freda Founder is such an old fossil. 
''What can you do when volunteers seem to 
resist every new idea, putting up roadblocks 
to creative solutions?'' 

What's happening here? Another case of 
Terminal Niceness. Neither Freda nor 
Jenny will confront the situation. Freda will 
passively resist change - ''Oh, I forgot. You 
want us to sign it now?" or mutteridly to her 
colleagues about the young' 'missy' '. Jenny 
will devise elaborate strategies to work 
around Freda. Both will endure (but just) a 
very difficult year together that won't be 
much fun. Little progress toward achieve­
ment of organizational goals will be made as 
they invest so much energy in blocking one 
another. 

©MacKenzie 1990: C11Ting Terminal Niceness 

What's to be done? 

Jenny ought not take this conflict person­
ally, as it is as much related to the ''new kid 
on the block" syndrome as it is to Jenny's 
behaviour. Freda is responding to the 
change in approach, grief over the loss of her 
relationship with the previous Coordinator 
and uncertainty about the future. 

Jenny can reduce the tension by acknowl­
edging Freda's sense ofloss and her discom­
fort with new people and ways of doing 
things. Jenny needs to proceed very slowly 
with change as a new staff person. One of 
my favourite Sue Vineyard quotes is ''For 
the first six months, smile and wear beige.'' 
Good advice for all new staff. Use that 
honeymoon period to: 

Listen to people's points of view 

Respond to widely held concerns and needs 

Build positive relationships with key opin­
ion leaders both volunteer and staff 

Gather data on existing programs within 
your agency and on comparable programs in 
the community 

Establish an Advisory Committee "because 
I can benefit from your knowledge and 
experience'' 

Explore a variety of options for possible 
changes - Ask people - ''If we did this what 
do you think would be the result?'' - ''If you 
were the Coordinator of Volunteers what 
would you do first?'' 
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To build credibility with Freda, Jenny must 

• demonstrate quiet competence 
• deliver what she has promised 
• be positive and supportive of past staff 
• make small changes that are widely ac­

cepted as necessary 
• program herself for success by choos­

ing projects that will work 
• involve others in planning and decision 

making 
• seek out the wisdom and experience of 

key leaders. 

Jenny may choose to pull back on the evalu­
ation of volunteers until she is well accepted 
and respected by the volunteers already in 
place. Evaluation is a sensitive area in 
which to initiate change. 

Freda may be encouraged to share her point 
of view by Jenny. When Jenny accepts it as 
an opportunity to learn more about Podunk 
Pond than as a threat to her leadership, both 
partners feel affirmed and valued. Terminal 
Niceness gives way to a truly Productive 
Partnership. 

The Personality Conflict 
Terminal Nicene~ Case 3 

Rob Studious was the new chairman of the 
Board of Downers Dumps 7.oological Soci­
ety. He was eager for the challenge of 
leadership after 5 years on the Board. He 
wanted to be where the action was. He had 
watched with admiration and longing, the 
warm relationship between the Zoo Execu­
tive Director and the Past President. They 
worked so well together and were able to 
accomplish so much. That Past President 
was always ready with a funny remark, 
always able to say and do the right thing. 
They were big shoes he had to fill and if one 
were honest, Rob just wasn't sure he had 
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''the right stuff''. The Executive Director 
was pleasant enough with him but if just 
wasn't the same. No spark, nothing! 

Mike Motion, the Executive Director of 
Downers Dumps Zoological Society, 
couldn't work up much enthusiasm for the 
new Chairman. It was obvious from the 
beginning he wanted to be in charge. He was 
brash, pushy almost, always volunteering 
his opinion. True enough he worked hard 
but it just wasn't the same. Mike and the 
Past President had forged a real friendship. 
They thought alike, they worked as a team. 
Even when they disagreed, they could talk 
about it. Make a suggestion to Rob and he 
bristles. "Three years more with this guy! 
What a switch!'' 

In this situation, Rob is the newcomer and 
the Executive Director is mourning the loss 
of his friend, the Past President. Mike and 
Rob have not yet developed a relationship 
but it would appear that their personalities 
may make a strong personal friendship dif­
ficult. 

Despite their differences, they must still 
work together for the health of the organiza­
tion. In a climate of Terminal Niceness, 
each would tolerate the other until the term 
finished. They would never discuss their 
different styles because they mistakenly 
believe all conflict is bad. In fact in this 
situation, differing styles may encourage 
creativity, a variety of approaches to prob­
lems and new insights for both. 
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What's to be done? 

1. Rob and Mike need to identify their 
shared goals, beliefs and mission. They 
need to clarify what binds them together so 
that when there are differences in methods 
of approach, they can re-visit their shared 
vision. 

2. Both need to acknowledge their differ­
ent styles and identify how the differences 
can be of benefit to each other in planning 
and decision making. They need to be 
candid about barriers to working together, 
shared in a helpful way that can be heard. 

Rob to Mike :"You'll need to give me a 
signal if I'm coming on too strong at the 
board. I've been called Atilla the Hun." 

Mike to Rob : "I need time to think about 
ideas. When I feel pressured to agree too 
soon, I'm uncomfortable.'' 

3. Both need to make explicit the 
strengths, skills, attitudes and knowledge 
they offer to the partnership and the areas 
where they feel they would welcome sup­
port, advice and nurture. 

4. With this pair.in particular, they need to 
negotiate how they will handle conflicts. 

• How can I be sure you've heard my 
point of view? 

• What indicates you've had enough? 
• Is it alright to call "time out"? 
• What is fair fighting? 
• What are my personal hot spots? 

This is a relationship with promise and po­
tential. It is worth working at to establish 
trust, respect and mutual understanding. 
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A Period of Great Uncertainty 
Terminal Niceness, Case 4 

"I can'tgetastraightanswerfromanyone" 

Alice Unease is the Patient Coordinator of 
the Muscular Dystrophy Association. Ev­
ery day she fields calls from anxious par­
ents. The guidelines for Patient Service are 
under review and until final decisions are 
made, no new clients are being accepted for 
service. No one knows for sure what serv­
ices are to be cut, which ones will be ex­
panded. Alice isn't even on the committee 
that makes these critical decisions. Never 
has Alice felt as frustrated and helpless as 
she does now. Everyone is calling her, 
desperate for news and fearful that their 
child's service project will not be favoura­
bly considered. The Review Committee 
Chairwoman babbles on about confidential­
ity of the process. Doesn't she realise the 
strain Alice is under? 

Maybelle Mute, Patient Service Review 
Chairperson, is delighted with the progress 
her committee is making. It has been fifteen 
years since a solid review of service was 
undertaken and at last, she has it under way. 
But there is work to be done. Some services 
are now unnecessary. Some are duplica­
tions. Major gaps have been already identi­
fied. It has been three months of slugging 
but the committee is making progress. In 
just another three months, four months tops, 
it will report the recommendations to the 
Board. Then the Board will have some hard 
choices to make. Not all the volunteers (or 
staff) will support the recommended 
changes. No need to upset people yet. 
Maybelle takes her job seriously. Alice will 
just have to wait even if it means she is 
hostileanddifficulttodeal with. "Itishorrid 
of Alice to be so unsupportive. I thought she 
really cared about Patient Service.'' 
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Volunteer-staff relations are often strained 
during periods of uncertainty and rapid 
change. The rules appear to be changing but 
no one knows for sure what the rules are. 
The conflict is aggravated if 

• you suspect someone knows the new 
rules but refuses to share them. 

• you are responsible for enforcing the 
rules. 

The situation reminds me of trying to take a 
subway ride in a foreign country. You don't 
know how to buy a ticket, how much to pay, 
where the money goes, what you have to do 
to access the train, when your station is 
coming up, or how to get off. When you ask, 
no one understands your questions, or you, 
their answers. You ride the train (if you get 
that far) in a mix of anticipation and dread. 

Trying to work in an agency that is undergo­
ing rapid change is something like that 
Many of us find ourselves in this situation as 
funding sources decline and demands for 
more sophisticated service increase. 

Alice is on the firing line without any sense 
that her concerns will be attended to. Many 
times a day she is reminded of her power­
lessness. It is because she does care that she 
is feeling especially vulnerable. She is hurt 
that she was not automatically included on 
the decision making team. 

Maybelle is simply oblivious to Alice's 
point of view. This Review Committee is a 
real personal triumph for Maybelle. Be­
cause she is removed from the firing line, 
she doesn't share Alice's urgency to have 
the Guidelines published and in place. May­
belle is further alienated by Alice's "hostile" 
and "difficult" behaviour. She doesn't 
connect the work of the committee to the 
behaviour demonstrated. In a climate of 
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Terminal Niceness, neither Alice nor May­
belle will ever face up to the real issues that 
distance them. They will continue to be 
difficult and indifferent. 

What is to be done? 

In the best of all possible worlds, Maybelle 
would wake up and demand that Alice as the 
staff person for the Service sit on the Review 
Committee. But failing that: 

1. Alice and Maybelle need to talk. Alice 
will want to acknowledge the work of May­
belle's committee and her own appreciation 
of the value and complexity of the task. 
Although it may be hard for Maybelle to 
hear, Alice has a right to share her feelings of 
powerlessness and frustration, being careful 
not to blame Maybelle or her committee but 
to take ownership for the feelings and for 
Alice's own need to have more information. 

2. Alice will want to describe her willing­
ness to have input to the committee, identi­
fying the potential benefits to them of hear­
ing the staff viewpoint on the issues. 

3. Alice should be clear about what she 
needs or wants to have happen in order to 
feel less frustrated. She might ask that she 
have access to the proposed timetable so that 
she can share it with the parents who call in 
or she might ask Maybelle to ask the com­
mittee what information she might have per­
mission to share with parents over the 
phone. 
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Now let's say Alice sits up late one night and 
constructs a responsible, clear and passion­
ate plea for more information and Maybelle 
says no way!! What next? 

Take a few deep breaths. Slow down the 
process of discussion so you can clear your 
own head and really listen. 

Ask for clarification. Try to really under­
stand what Maybelle is saying - to see the 
issue from her perspective. "Help me under­
stand what you 're saying, please ... " 

Repeat or paraphrase what you think you 
heard. You are really trying to understand 
the concern of the other person. 

If p~ible, create solutions for elements of 
the concern 
- "Would you feel more comfortable if this 

happened ... '' 
- ''What might you feel able to share with 

me?" 

Remind Maybelle of your shared commit­
ment to the best interests of the muscular 
dystrophy patient 

Keep the lines of communication open. 
"Can we talk about this again?" Identify it ac;; 

an issue of ongoing importance to you. 

Be prepared for Maybelle to go home and 
think about your questions and concerns. 
Conflict identified in one session may not be 
resolved immediately but may need time out 
for reflection, weighing of the options, and 
then, possible resolution. 
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Guiding Principles When Problems 
Surface 

Accept that the situation will not improve 
until both staff and volunteer take charge of 
it. Both must want improvement. 

Identify what links you together, your mu­
tually held beliefs, goals, values. Work to­
gether to achieve these mutually agreed 
upon ends. 

Acknowledge the value of the contribution 
of each of the partners. Celebrate your 
differing gifts. 

Listen to the other's point of view. 

Keep lines of communication open. 

Work to eliminate barriers to the achieve­
ment of goals that are important to the other, 
even if they seem unimportant to you. 

Be patient. Resolution of conflict may take 
time. 
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training and consulting services to the voluntary and public 
sectors. The partnership's mission is to act as a catalyst in the 
growth and enhancement of volunteerism in Canada. The 
firm provides resources and consulting support to national, 
provincial and local organizations, and is the major distribu­
tor of voluntary sector publications in Canada. Their news­
letter, Partners in Print, has subscribers from coast to coast. 

Partners Plus 
9030 Leslie Street, Suite 220 

Richmond Hill, Ontario 
Canada, L4B 102 

(416) 886-8585 
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