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INDUSTRIAL VIEWS OF FACULTY RESEARCH SERVICES‘

- }
3’ Stephen Lajoie . . Myron S. VWeinberg
Churchj& Dwight Co., Inc. & Booz, Alled, & Hamilton, Inc.

! ." . Thank you for your kind invitation'to Join this
conference and present our views on this serious topic. Ve
recognize that-we 1ndustr1a1 researchers are, in making this
presentation something like the land animals viewing the life
o# ﬂhe fish in. the.sea from which we evolved ¥e can try.to
be empathetic. We can try to- undepstand how the fisb live
Ve can try tQ compare their environpment to our own. s:But we
cannot really live it nor really remember how it gas. The
analogg mdy go even further. 'We land aJimais‘can vie; the
sea'aa our basic,source of food and try éo use it to our best
advantage, taking the fish from it as oué source of nourishment;
and growth. We igzustrial technical people can view academis -
as our breeding -ground and we can take out future nourishment
fromlit - but we will concentrate today on how we u it )
otherwise.. This is the theme of presentation - ’;e use
academically—hpsed research services. . ’
«In keeping with the theme of the onference{ we will

tiy to point out some economic ahd ethicdl issues but -- trailing
/ j .

back to the analogy - we will avoid dgments becauge we feel
% //

»
>

‘we are in your environment, not our .‘ Thus, we ggél intapable

of making jﬁdgﬁents haying no un rstanﬁing of the qualitative

and qgahtitatiye faetors such s overt and cowert contractual

agree ¥nts which affect the / dgments.




Our discussion covers four Separate subJects

’

The Role of Academic Resgarch Services - An Industry V1ew

tIndustry S Return on the Investment

-
. Forms of Purchasgse of Résearch S?rvices

Ethical and Economic Issues

The/gole of Academic Research Services
—

In lookingrat the purchased serv1ces we are
é!!iberately av01d1ng the role ‘of industry in supportlng

',academia -- we are not looking at the donations or the broad
support glvenrhy organizations or 1nd1vidua1s to nurtufe the

Y

academic envirohﬁent- Our theme is "purchased services".

fie b€lieve that 1ndustry purchases academia—based.
% » d :

.- services for four purposes. Before discussing these -- in

keeping.with oar approach in this Bfesentation ~-- let us define

"academia-based* services ﬁ’Tbese are, for the purposg of this
discussion all services ﬁought from, through or 1nc1uding -ﬁ
-university peopIe As you will see later,,this goes from

individual consultation services ét one end 94/€h& spectrum

to total faciiity -based sgrv1ces 1nvolv1ng teams of people at

the other

There are foqur categories of servicesuﬁhicp are ,
purchased:

Role of Academic Research Services
. Available, Independent Focused Expertise

Peer Review’

’ Independent Communicatlons Between Competing
Industries or Industry. and Government

Credible Opinions '
/4‘
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Available, independent, focused expertise_encompasses opiniens

e *

from and studies by upibersity personnel who have a special

'eXPertise and'know—hoy. The three key items aref/ﬂ
. : A . . o

T, Available -~ It may be that the most knowledgeable source

- Qf iﬁ?ormatlon or, real cgpablllty in a- spec1a1 arga may

be within a competltors organization or with a government

'group«whlch is not zvallable to an industrial competltor

.

Academia then becomes a source for e;pertise - expertise
which is available. ’ : I . .

v -
« i -
.

N ; . .
Independent - A redefinition of available; independent of
v

-

ties or various binding control's such as financial or con-

s
Id

fidential agreements.

Focused ﬁgpertise - The .entire concept of acadefnia is a
?ollection of experts, each accumulating specific knowledge
of a small area of our world by focusing his or her atten—
tdon thereon. Industry can ﬂse this focusion problems

summing up to the development of a relatfonShip or the

]

burchase of a service directed to answed rather specif&c

. ¢

questifons. These services may, again, involve the individual.
consyltant or the eqtire research project. These may vary
individual advice\on how to approach development of a

uter program to a tﬁsk force assembled to make an atomic




¥

The second category, Peer Review, is just that. /It

¢« r -

makes utilization of one or more 1ndependent academicians in

review of what was done tp suggest ‘the validlty of an approach

‘and the future d1rectlo of .a program. We have  used it often

to evaluate information,’point our possible inadequacies and

define future Steps. Again, it is dependent on the expertise
of tﬁe'academician, his reputed knowledge of a speciffc field

and his freedom to act.- It is one of the best techniques to

LY

reviéw a new field or area=guickly, particularly one new to
ohe industry. anin;-it is very'useful to define program

L A
inadequacies. Peer Review helps in seleeting future steps. It

eertainly helps in pointing out questions that others will
P S

. - - .
ask which mahagement should answer in advance. -

-

In the third category, Communication Vehicles, we

«

seek to'take advantage of the objective, independent aurg o

academia. ' In one expression of this: tyo 6t more companies
_which may normally be competitors will support a program to
resolve & commnoh problem -- how to_develop‘an acceptable
assessment-of a problem For, eglmple a group of* pharmceutlcal
companies could support a program to detect and screen out
contamination in a product. The COmpanies would then &éntri-

")
bute baseline 1nformat/on about the incldence of the problem ,

and its effects —_—— informatlon which would not ordinarily be/
shared among competitors Here the use of the communication
vehicle is also the .use of - ava11ab1e independent, focused ,

expertise.' This sharing facilitates solution 'of the problem.

v ( . i ’ - Lo . $ s




In another expression, .one commanding more. attention

by this conferenhe the communicaticn sought is betWeenAgovern—

-

L]

ment and industry Frequently, the available, 1ndependent

*

fOcused expertise is sought out by governd%d%'in committees
review bOdleS _congresses, etc. AIll of these services expose

%
the acadeqifian to government thinking processes, plans and

prograﬁs. - Industrial use of the same group provides us with
insight into the government procegs and with foresight into
. future activities' and prograﬁs. Not only that, but use of _ -
: A4 ———
~these people in the PEER REVIEW functions gives realism to~ "
definitionﬁof future programs where such programs are intendeg
to resolve future questions.
The final use caqegbry,'credible Opinions;-is-one we

el .

define with some trepidation and care. That is the practice
of placing assignments among academicidns with the clear regog-
nition that the results from a University or the opinion of:

an academician will have public oredibiiity. Thé academic halo

is sought in these studies. This may have been most‘applicable

in the past decadgi‘the 60's, when industry alope was charged

with the big lie. Today it may be.less éffectibe as the public
clearly becomes more and more distrustful of a11 inst1tutions,
industrial governmental and academj( BJ_;L-ﬁ: certainly is .

still a viable and broad use of academic service.

.
-

S—
.

Industry's Return on the Investment

For each of the uses of academic Services, there is
a cost and a projected benefit. These are clear for the indus-.

trial'purohaser. In each case, some special function of.

Y
[ -
s
P
-
~




academia - some special aura of thé academician and his

+

environment/are sought. In these services we see the academi-

-

cian in a unique 1light,

. . -
as a unique employee of a special

‘He is free -of ties, independent, reput-
! . '

Pal
form of institution.

able and avai%able.

The academiciam is unlike employees of

s
-

any other institution in our culture. He can serve several

-

masters .with impunity. From this we get our yeturn.

Clearly we industrial purchasers understand’'the use

of these_serviées and feel there is adequate return whether
this is:

- _ Return on Investment ;
The solution to the problem from tbe'avallable independent,
focused expertise . ) .

The viable future plan developed by the peer'review

e

The understanding of other 1ndustries or of Government
through the communication vehicile

- Oor -

-~

The acceptabllity of a set of data or a recommendation. or
an opinion because of academig credlblllty

3
— L= -

‘ﬁ;ch of these represents a viable, acceptable returd.

L]

'Forms of Purchase of Research Services

Research servicés may be purchased from academicians

and/or academia through formal and irnformal relationships.

. . s
) - 1 3

These are the purchase vehicles:® /

. : VA : : =

-
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) o
- - Purchase Vehicles

-~ Individual Consultation S
- Focused Grant- in=Aid ) .o ’

- University Project/Independent Consultant ' .
"~ Incorporated Academician ’ . - ‘

—_
e

> *

. '/The Individual Consultation is well known. 'The '
acaaenician, operating within his fermal rfiatienship with, his
employing institutibn supplies idea, concepts and informat&on
to the'bert-time industrial employer. He usually noes this
within a formal consulting contract'whieh spells out}éis riéhts

as

and obligations to the 1npustria1 employei! The time used is
seen the academ1c1ans own property to use

S he sees fit his

own gain much like each of us may use our own knowledgée¢ to invest

our owrr capital for our own gain. Tne‘unique facet of this -
- academic service is that -the academician is seliing the
seme expertise for second 'income as is of interest to his pri-i
mary employer. Ihis is something no industrial or governmental
employee nay do.: T .-

The focused Grant'in Aid is an informal arrangement

wherein a Grant-in-Aid is given but the grantor and the recipi-'

-

ent are in agreement as to the use of funds In the usual

L4 .

: Grant-in-Aid, funds are to be used es the receiving department
sees fit. No strings are attdcﬁed and no university~overhe£ds'
are appiied In the 1nforma1 arrangement a specific problem
is investigated without university overheads.. No individual is

specially compensated over his standard academic salary.
/‘ * . -

[a%)
.
\
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In the University Prdject/Independent Consultant °

4

arrangement apgorgal program with fuli overheads for personnel .

3sed is established with the'grantee institution. ' The Project

—_—

Manager is however, not covered 1n the’ program He ds Ireated
a3 an independent consultant receiving his own compensation

without overhead penalties, etc. Here the University is usually

~

contractually bonnd to de11ver results although let it be said

the corntract w1th the grantee institution is not: usdally enforced
by the grantor as it would/be if there were two 1ndqstr1al

-~

institutlons involved . L

In = -
The the Universidy Program, a formal, full contract, is

*
. - .

drawn up describing the entire program ani!iﬁs management, the
(o]

time and fees involved, total overheads, If the program

is large, the ‘academic institution may have an "independent“

[}

. Vs
foundation ‘to administer such affairs. ©stensibly, the institu—‘
tion copgracts to deliver .the services described. No extra* *

curricu&g& compénsation occurs. In fact, in large programs,

the manigér may have reductions of other academic duties so

that there will be adequate program supervision.ﬂ Here, in

te

essence tpe University is the seller of the broad available,
independbnt focused expertise under the academic halo
Finally, we have the difficult to define segment

which,We have termed the “Incorporated Academ{cian". Thifv

covers theésﬁpplemental activity of some academicians who

4

individually contract to provide research servicgs. Such -

services can range from literature‘reviews and analysis to

-

10°




' ' ' .

tomplex expérimentation in the computer, phys;cal_or biglogical

SC{ef\CeS . * . < L [ .
., -seryiees, The individual, frequently;incorporatgd, then may

x

* >+=use academic facilities, equipment, etc., normally under his
€ - . - . . ‘ ‘ M \
contrdl, e.g., as his own ™Mb or computer or the University’

,l{brary, etc., in which to do the work. He hahdles all income,

finamrce.and management. and is responsible for.all outlays and
Rk . : ’ ;

performance. The institution has neither éommitmept nor involwe-

*ment in, nor return from this effoft. Yet, frequently, “the
- . ’

results can be reported as "Dr. XYZ of ABC University repdrtsul."

f

Each of these five vehicles can offer any of the four

s services sought by industry in dealing with academia and agademi-
S éia.ns. \ o R . .

¢
<

The Questiohs Which are Raised:

E

-

At the outset we pointed out that it was not’our pur-
: - :

£

pose to raise questions about the academic edvironment. The

invi;ation to $peak was directed at havihg outsiders give. you
t%ﬁir views of purchased acadeﬁic services. This we believe
L we’hQVe done. Pefhaps then, we should cloSe.' But, having the
forgm, we thbuéht it might be of interest to 'raise, but not
.ior us to”answer in this presentation, some questions which °

reflect the purpose of this gathering.

.




——

O8JECTIVE:
DETERMINE AND

RESPOND TO
LEISURE TIME NEED
OF VOUTH

ACTION:
TAKE SURVEY
EVALUATE SURVEY

oNEW PROGRAM IN

OUTCOME. MEASURES:
®EVIDENCE OF NEED § -,

COMPARATOR
NEW PROGRAMS

RESPOND AS
APPROPRIATE

USE

IN USE
?

———

ASSUMPTIONS
IN BRIEF:

Figure .

LEISURE TIME
PROGRAMS REDUCE

YOUTH CRIME

ANALYSIS:,

RELATIONSHIP.
OF LEISURE TIME
ACTIVITIES TO

TARGET POPULATION

YOUTH DEVELOPMENT

YOUTH IN VIRGINIA
7th AND 8th
COURT DISTRICTS

N

k4

LEISURE TIME US

THE STEPS IN ACTION EVALUATION FOR PENNINSULA TASK FORCE 2

~,
Y

POSITIVE CORRES
LATION BETWEEN

AND YOUTH

NOTE: The positive comelation between Leisure time youth activities
and des.inable development 04 youth may be developed on the basis of
nesults obtained elsewhere than in Penninsula area.

"~ THE STEPS IN ANALYTIC OR IMPACT EVALUATION

FOR PENNINSULA TASK FORCE 2

Figure 8
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- Economic “,Is the Un1versity Compensated for Its Role .,

., in Supplemental Income?

. . —
- -
« = ~

- Economic - Have Ve, Through Supplemental Income Programs,
. Reduced the Flexibll;ty and Freedom,of the Academic
Community? ‘ - -

b -

‘.
- -~

“-- Is There, Ultimately; Réliance by the/‘;
Acedemician:or By the Academic-Inet}tution on This
. Supplemental Income? - . % '
3 . . ’
- Ethlcal - Are We Safeguarding the Key Role of Academicians
in Teaﬁgzng and Providing the Next Generation Who Will.
Lead Our Lulture as Deflned in Dr. Linnell's Charge in
" the Conference Brochure? v '
- Ethical - Are We Creatingxi\ﬁ ique ﬁegment of .Our Society’

¥Who Sell the Same Service Twice? 4 "'u
*J

-~ ——-

In this paper we have 1ooked.atvthe four‘yses of

AN L4

academic services, the return to industry from these and the
4 ’

methods by which, these are purchased Hhese have led us to

ask some questions, We have asked these wibh the caveat that
\*we cannot answer them’since we, ‘the industrial segment, are
satisfied with our return from these purchases.

“

We thankeyou for'inviting us #b speak.

_—~

. Dl &
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WAILABLE, INGEPENDENT, FOCUSED EXPERTISE

-~ 7

PEER REVIEW

INDEPENDENT COMHUNICATIONS BETWEEN CONPETING
INDUSTRIES R INDUSTRY AND GOVERNMENT °

2
.

CREDIBLE OPINIONS
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COMMUNICATEON VEHICLES
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- THE SOLUTION- TO THE PROBLEM FROM THE AVAILABLE
- INDEPENDENT, FOCUSED EXPERTISE ’

- THE VIABLE FUTURE PLAN DEVELOPED BY THE PEER REQIEW

L4

- THE UNDERSTANDING OF OTHER HHDUSTRIES OR OF
GOVERNMENT THROUGH THE COMMUNICATION VEHICLE

\

-OR-

)

. .- THE ACCEPTABILITY OF A SET OF DATA OR A RECOMMENDA-
. TION OR AN OPINION BECAUSE OF ACADEMIC CREDIBILITY

V4 t
- ¢




PURCHASE VEHICLES
INDIVIDUAL CONSULTATION.

"FOCUSED GRANT-IN-AID

UNIVERSITY PROJECT/INDEPENGENT CONSULTANT

UNIVERSITY PROGRAM

INCORPORATED ACADEMICIAN
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JSSUES

- EQQNQMLQ ~ IS THE UNIVERSITY COWPENSATEQ FOR 1TS
ROLE IN SUPPLEMENTAL INCOME?

ELQNQMLL HAVE HE, THROUGH SUPPLEMEN&AL INCOME
PROGRAMS REDUCED THE FLEXIBILITY-AND FREEDON
GF THE ACADEMIC COMMUNITY?

-}'

- IS THERE,-ULTIMATELY, RELIANCE ON THIS
 SUPPLEMENTAL INCOME?

- EIHlLAL ARE WE SAFEGUARDING THE KEY ROLE OF ACADEWI ' ‘
. CIANS IN TEACHING AND PROVIDING THE NEXT GENERA- ~ ’

_ “TION WHO WILL LEAD OUR CULTURE AS DEFINED IN

T - ~ " DR, LINNEW'S CHARGE IN THE COMFERENCE BROCHURE?—

EIHIEAL ARE NE CREATING. A A UNIQUE SEGMENT OF OUR ~ _
SOCIETY WHO SELL THE SAME SERVICE TWICE7
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Therefore, a training program was developed to prepare professionals;
who in turn could prepare volunteers, who in turn could relate more effectively
to the needs and interests of adolescents. -

A curriculum was developed based on needs identified earlier. Extension
Specialists from Pennsylvania, Texas, and Extension Service - 4-H, United
States Department of Agriculture planned and conducted the program. Several
teaching methods were used during a five day staff training including small
group skill-developing activities. Content and methods were selected and
arranged such that the training format could bte used as a model. The
participants then designed volunteer training based on the model. -~

Since the role of the volunteer wich adolescent youth groups had been
defined as counselor/advisor, interpersonal communication skills became
the focal point for the staff training. Close to half of the training
time was devoted to instruction and practice in .%ills such as listening,
attending, and problem solving. In addition, sessions were devoted to
youth development, strategies for programming with adolescents, and
volunteer leadership development. Each participant completed a tentative
plan for implementing adolescent programming in their communities., These
plans included recruiting and training volunteers and strategies for con-
ducting the program.

An outline of the staff training appears below:
Project Staff Training Model

Orientation <
Rationale of Project
‘Understanding Youth
Youth as a social category
Development
Socialization process
Research findings related to teen programming
Interpersonal Communication Skills (helping $kills)
Leadership
Criteria for identifying individuals who relate well with teens
Supportive role of professional staff with volunteers
Leader training and counseling
Progtam Planning
Behavioral model for working with youth
Teen involvement in program planning
%pcial action
Program Approaches
An overview of possible program approaches
Application of Training Model
Develop implementation plan for volunteer training model in
individual counties
Bibliography
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FOLLOW-UP TRAINING .

Another feature of the staff education program was the follow-up
training and counseling that continued after the formal training. These
informal sessions were conducted by Extension Specialists as a result of
an immediate request or as part of regularly scheduled staff project
meetings. As a result, staff were able to keep informed of what each
was doing, share ideas, and resolve questions that emerged as the project
progressed. This follow-up was found to be a very essential part of the
staff development program.

In summary, the participants completed the training feeling quite
positive about their experiemce. The program met the needs of the staff
and with slight modification it could be duplicated for other staff.

It appears that of all the different content areas received by the
participants, the helping skills areas had the greatest impact. This can
be explained to some extent by the fact that nearly half of the training
time was given to this area. Even with the emphasis on helping skills,
the staff felt that more follow-up training was needed in all content
areas. The participants believed for the most part that the in-service
rrogram prepared theu for conducting an adult training program at the
county level.

Evaluation of the training produced some concernms. Participants
indicated the training presented '"too much, too gsoon." It was suggested
that the training be conducted in two shorter sessions rather than the
one five-~day session. The follow-up materials and sessions were helpful
in reducing this concern. The group generally felt that there was a
good mix of teaching methods utilized, but that more discussion time could
be spent on problem solving, understanding youth, and programming with
youth,

VOLUNTEER TRAINING

Participants in the staff training returned home to begin implementin;
their plans for adolescent programming. Their first task was to recruit
volunteers and provide a training program for them.

The content of any volunteer training program will be determined to
a large extent by the time available, the needs and interests of the
volunteer, and the comfort level of the staff with the various content
areas. The aim of their training was to have the volunteers become more
skillful in. ‘

-~ working in a flexible setting,

- listening,

- counseling,

- problem solving,

- gaining rapport with adolescents,

- carrying on meaningful convevsations,

- involving youth in programming.

The majority of the volunteers can be expected to complete the traini
when there is a high interest level on the part of volunteers, built in
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staff expectations for the volunteers, and good instruction.

Volunteers found four two-hour sessions to be optimum for the length
of treining. The con:ent was found to be quite helpful to those working
with youth. The training programs included interpersonal communication
skills, program plenning, and understanding adolescent youth.

The following is one of the training outlines:
Volunteer Training - Content Outline

I. Introduction

A. Background and Purposes

II. Developing a Helping Relationship With Youth
A. Conditions
B. Introduction of Skills

I1I. Interpersonal Communication Skilis (helping skills)
A. Attending Behavior
B. Body Language
C. Listening For Content
D, Labeling Feelings
E. Listening For Feelings
F. Putting Content and Feelings Together
G. Defining the "Thematic Area of Concern”
H. The Holding Pattern
I. Steps in Problem Solving

IV. Understanding Youth
A. Youth As A Social Category
B. Development

V. Program Development

A. Program Model
B. Planning and Organizing Activities

An important part of the volunteer training program appears to be
follow-up. In some instances, there were small group follow~up sessions
and in others, there were individuel follow-up sessions. But in all cases
the volunteers felt that the follow-up sessions were useful in discussing
situations and sharing ideas. The volunteers who did not receive follow-
up opportunities felt thet the follow-up sessions would be most helpful
in overcoming disappointments and creating new interest in working with
adolescents.

In general, the volunteers felt that the training helped them with
listening, non-verbal interpretation of behavior, one-to-one communication,
and gave them a better understanding of what adolescents are really saying
ard feeling. The training helped thLe volunteers gain confidence in them-
selves, which resulted in their being more relaxed when working with youth.
In general, the volunteerg agreed that they had not been listening to what
youth had been saying.

PROJECT EVALUATION

Throughout the project various evaluation methods were used with
staff and sclunteers. In addition, the effectiveness of a program such

Vel
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as the one described here can-be assessed by the youth participants.

More than 600 adolescent youth in the project counties participated
in either a continuing grovp experience or short-term social recreation
activities planned by a continuing group of youth. All of the continuing
groups had adult advisors who had participated in the volunteer training
described earlier. The youth found their group experiences to be quite
positive and desired more of the same. The adult volunteers felt their
training had been important in preparing them to work with the youth groups.
Training in the helping skills and problem solving appears to have greatly
enhanced the adult's "comfort level” in working with adoleseent youth.

In addition, those groups where the adult advisor was able to be patient
and assist the youth in understanding and acquiring group process skills
were more successful groups. Successful in that they functioned through~
out the project period and produced satisfaction on the part of both youth
and adult advisors.

Many of the youth who participated in the project groups can be
described as ‘non-joiners." They were not members of youth organizations
and their participation in school and non-school activities was quite
limited. Also these youth had had little or no experience in interacting
with adults in anything other than situations when adults have an authori-
tarian role such as home and school.

Therefore, while the youth were enthusiastic about being in a group
where they could plan their own activities, they lacked the group process
skills that would allow real consensus and planning to come about. Imn
addition many of them were skeptical as to whether the adult advisors would
in fact allow the youth to do their own planning.

Adult advisors of adolescent youth groups then must be prepared to
build a trust rzlationship with the youth and at the same time assist them
in develcping group process skills so the groups can function.

SUMMARY

Adolescent youth constitute a challenge for those organizations and
agencies who seek to prouvide informal educational opportunities for them.
Staff and volunteers who cooperate in these programming efforts require
training, follow-up training, support, and long~term commitment from all .
levels ~f the organizatior. The content of a development program for
staff and volunteers coupled with the trainees' enthusiasm is critical
for success. We believe the staff and volunteer training described here
can serve as a model for other organizations.

Gottlieb, David; Robert B. Lewis; and Anne ., Heinsohn. Study of 4-H
Youth and 4~H Programming. University Park, Pennsylvania. 1974.

Lewis, Robert B.; Anne L. Heinsohn; and Warren S. Mauk. Study of 4-H
Youth and 4-H Programming, Part II. University Park, Pennsylvania angw
College Station, Texas. 1976.
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PREPARING THOSE WHO MANAGE VOLUNTEERS
A MODEL FOR EFFECTIVE OFFICE ORGANIZATION AND MANAGEMENT

Denise Gutman and Clifford Stern
H.E.L.R. Volunteer and Community Services
Hofstra University
Hempstead, New York 11550

In this paper, we will present our model for effective and efficient
office organization and management. We will show how tha volvateer office
can integrate the faculty, administration, and academic departments of the
university into their volunteer programs. We will show how to provide the
most service a volunteer. can to the student body; we must serve the student's
academic and social needs as well as provide them with referral services and
direct services. We will also show the volunteer programs how to serve the
community's social agencies needs and how to establish trust and credibility
within the community. Here, the role of public relations and the volunteer
of fice advertising plays a large role in establishing credibility with all
three fections: administration, student body, and the community. For any
volunteer office to be successful, creating the aura of trust is the first
step in the journey of a thousand. -

Our model for effective office organization and management has three
facets to deal with. Our model therefore, will be set up showing how to
integrate the volunteer office with each facet separately and then how to
intergrate all three together in various combinations.

Facet 1 - Developmental Phase of Our Model
How the Office 1s Structured Internally: Relationships and Duties

A volunteer program with a well structured, well defined staff 1is the
first step in wanagement of a volunteer program.

The Administrative Director is the full time supervisor of all volunteers,
office staff, volunteer programs, budget and finances and volunteer placements.
The Director is also responsible for developing new programs and office public
relations.

The Head Program Coordinator's job i3 to act as a liaison between the
agency, the Program Coordinator and the program objectives. His duties in-
volve follow-up of the volunteers' placement; procedures for fast volunteer
placement; organizing and problem solving for the Program Coordinators;
trouble shooting with individual volunteers; and maintaining agency-"olunteer
rapport.

The Office Manager's job consists of managing and organizing all office
operations and staff assignments; publicity, large mailings, printed posters,
press releases, student newspapers, comzercial ads, and dittoed handouts.

The Office Staff responsibilities are many: Visiting and reporting on
different agencies; publicity initiation (ads); producing the monthly
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newsletters; volunteer placements; answering all telephone and mail
requests; conducting campus campaigns; speaking in various classes on
campus about various volunteer opportunities.

The Program Coordinator's job is to check with the agency to make
sure the volunteer is cooperating with the agency framework. He acts as
a public relations rep to create good will and cooperation between school
and agency and problem solver for any discord with the volunteer and the
agency. Tne Program Coordinator works in conjunction with the Head Program
Coordinator and the Program Evaluater. Every month, the Program Coordin-
ator submits a report to the %iead Program Coordinator telling of the progres
of the volunteers, the program, and any probiems that may have arisen (see
addendum 1).

The Program Evaluator's job is to collate all the volunteer's impres-
sions of the agency and the agency's impression of the volunteer. Working
with the Program Coordinator, the Program Evaluator receives the agency's
evaluation of each volunteer. This information is put into the volunteer's
file. Each volunteer is given an evaluation form (see addendum 2) to rate
the agency' they worked at. This information is collated and put into the
placement index as a rating from one to five. ’

”

Facet II - Fact Finding and Data Gathering
How the Office Organization Meets the Community Needs
Volunteer Job Development

Volunteer job development is a motivationa. necessity of volunteer pro-
grams. This concerms not only writing better volunteer job descriptions,
but the process by which we can arrive at a meaningful volunteer job.

We assign staff members specific agencies that we would like to have
checked out. There is much more to an agency than just a contact person
and an address. By sending members of our staff out to various locations,
we can have a better feel for volunteer placements. There are some agencie:
that look great on paper, but when we go to check it out, we realize that 1
falls short of our expectations. This little personalization in volunteer
referrals makes our program quite unique. For example, we had a request
from a Head Start Program in a very affluent area, which many students
inquired about because of the location'. convenience. From the information
we had from the agency, it seemed like a good place for a volunteer to gain
experience working with pre-school children. Howéver, when our staff went
to visit this agency, we found the building in a poor state of repair, the
children unsupervised, and the agency staff skimpy and disorganized. If
we had sent a volunteer to this program, they would have bec ‘me very dis-
satisfied and stop going. It is senseless to lose a volunteer before we
even have him. ’ L

Visiting agencies is also a good time to find new agencies and program
to initiate. Job development is essential to a successful program.

Attending conferences is an important method of developing a volunteer
office and recruiting new ideas. Some of our most useful information we
have attained was through naticnal, regional, or local conferences.
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Volunteer Follow-Up

Volimteer follow-up is an important facet. It is done to ensure that
the agency is pleased with the volunteer service that it is receiving from our
student volunteers. A volunteer's commitment to work at ar. agency is very
important. If the volunteer breaks that commitment, it 1s the job of the
volunteer office to find mut why and to let the agency know. If many volun-
teers broke their commitment and didn't come to do their volunteer work, the
agency would become displeased and not want any more volunteers.

The Placement Index \

Being our soley unique and in ovative idea, the placement index is the
book which contains all our community requests. Listed under specific
categorles: emotionally disturbed, physically handicapped, hospitals, day
care centers, high school tutoring, etc., we have vital information about
each agency. This includes the capacity in which the voluniteer would be
used, how many volunteers are needel, as’well as specific information and
an overall rating.

The Regional College Organization

This is where the college volunteer programs in an area have a- central
clearinghouse to channel volunteer requests from the community. (In our
area, it is LIRACHE, Long Island Regional Advisory Council for Higher
Education.) If a request cannot be filled by one school, another ‘may be
able to provide the services needed. A regional center for area volunteer
programs also serves as a source tc exchange and test new ideas. (See
addendum 3).

It is through these organizational devices that our office can better
meet the needs of the community.

Facet III - Our Program in Implementation and Initiation -
How the Office Organization Meets the Student and University Needs

Recruitment

The recruitment campaign is a large public relations drive which on the
university level, is very important.” Brin storming for tne school year's
volunteer recruitment campaign theme mus: be well thought out. This year's
campaign theme was Career Experience Through Volunteerism. We submit
articles, advqrtiseménts, and weekly reminders in every publication on

_campus telling people of the relevance volunteerism can play in their
career goals. Eye-catching posters are placed throughout the campus and
brochures are printed showing the relevance between particular majors,
certain career opportunities, and different volunteer jobs. Staff members

"will speak in many classes about volunteer opportunities that the people
in class might be interested in. We also try to get to freshman lecture
halls in the beginning of the semester before their work load gets too
heavy and give them a broad view of all the different types ol volunteer
work available to them. (New freshman are usually eager to get involved
in all campus activities.) (See addendums 4 and 5).
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Tutor Training Sessions

This year we invited Michael Jones, a researcher on tutor advice,

‘to give us a two day lecture on tutoring tips. This not only benefits

our volunteers and staff, but also benefits the university, for we make
the session available to all faculty, administration, and interested
campus groups.

Direct Service Programs

Among volunteer jobs in the community, a volunteer office should
supply on-campus volunteer work. Listed below are some of the volunteer
services that the H.E.L.P. Program provides:

Peer Tutoring. A tutoring service for all Hofstra students having
trouble in their courses; all tutoring is done by other Hofstra students
who have taken that course and have a good understanding of the material.

s

The Outreach Hotline and Walk-In Center. Located in our student
center, is where they offer advice, help, counseling, a friendly smile, y
and coffee and doughnuts in the early hours of the morning during finals
week. ’ ‘

The Amﬁassador Program. Makes possible the chance for a high school
student to see what college is like by being with a Hofstra student for-
a day.

The Talent Bank. Is made up of Hofstra students who provide musical
or artistic talents for workshops or entertainment.

It

Volunteer Orientation Program

Each agency we deal with has an orientation program to scquaint the
volunteer with agency procedufe. To supplement this, we hold a meeting
every month in which we show a film, or have a guest lecturer talking about
various problems the volunteer might come up against. Afterwards, the
volunteers talk and get to know one another.

Coilpge Credit for Volunteer Work

This is a big plus for both students and the university. Our office,
in conjunction with the Of f-Campus Education Center has developed a program
where 1t™{s possible to receive up to twelve semester hours for doing
volunteer work. This is an important step because it gives the students
a chance to complement their course work as well as adding an extra in-
centive to be a volunteer. (Sfee addendum 6). )
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Workshops in Conjunction with Other
University Departments and Clubs

When an organization is active, all the students and faculty immediately
learns about what that organization does. Therefore, it is essential for a
volunteer office to be sponsoring, or co-sponsoring with other clubs,
various events and workshops. For example, this year our office co-sponsored
a workshop on Rape With the Women's Center and the Sociology Department, co-
sponsored a five day Alcohol Awareness Conference, as well as sponsoring a
couple in a dnace marathon to raise money for cancer.

It is through these channels our volunteer program serves the students
and the University's needs.

Summary

We can see how important it really is for those who manage volunteer
offices to be well advised and organized. The efficiently managed college
staff realizes the student needs, the community needs, and develops a
pivotal relationship wherehy each satisfies the others needs. An effective
and respected volunteer office is not only as asset to the university, the
students and its agencies, but also plays an intergral part in the community,
for it ties in the world of academia to the professional world.

Of course, this paper is only a model for a college volunteer program.
It is a program's responsibility to constantly strive for new ideas, better
methods, experimentation and development.

-
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' Addendum #1 A Model Monthly Raport
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Addendum #2

HOFSTRA EDUCATIONAL LEAGUE FOﬁ PROGRESS
VOLUNTEER AND COMMUNITY SERVICES

¥y \ A VALUATION FORM

AGE: SEX: YEAR IN SCHOOL: MAJOR ¢

PART 1
' YPE(S) OF AGENCY ARE YOU CURRENTLY WO N?
(please place a check next to as many as apply)
Big Brother/Sister_ _ : Orphanage__
Counseling center_ Comﬁunity Serviée___
Physically Handicapped_ Day Care Center__
: Tutoring: High school ___ Corrections______
f Jr. High_ Youth Agency_
’ Elementary Geriatric___ »
‘ ‘ Drug Treatment__ f Mentally Retarded_
| Alcohol Treatment_ __ Hospitals Medical____
? Emotiénally Handicapped___ Fsychiatric____
i Recreation___ Othbrx\(please specify)
[ IF_YOU HAVE 5
COLLSGE, W oA AGENCY DID please place

an X in the appropriate spaces above

WHAT IS THE NAME OF THE AGENCY THAT YOQU ARE CURRENTLY
WORKING IN? .

HOW_LONG HAVE YOU BEEN VOLUNTEERING AT YOUR FRESENT AGENCY?
Less than 1 semester 3-4 semesters )

. " 1-2 gemeaters - o%er 4 gemesters
2-3 semesters
A Y 14
Q d ‘>
| 32 -338- -




VOLUNTEER AGENCY EVALUATION FORM
-2

”'.
WHILE IN co;__g; HOW MANY YEARS HAVE YOU BEEN INVOLVED
WITH_VOLUNTEER WORK?
» less than 1 year 3-4 years

1-2 years
2-3 ,years

3

L
DID YOU DO VOLUNTEER WORK WHILE IN HIGH SCHOOL?
YES NO .

over 4 years

IF_SO, FOR HOW LONG?

WHA E(S) OF AGENCY DID YQU WORK FOR?

(please use the list of agency types on the front page
of thls form for reference) .

.

J ]

. ¢
-

N N
PLEASE CHECK OFF YOUR EQASDNS EOE DQING VOLUNTEER WORK:
Personal status____ LT '
Personal satisfaction____ A
. To gain work experience___ N\Q

Testing out your career choice___ .

Course requirement____ ' . 1”i\ -
Member cf immediate family is handicappéd __
Friend is handicapped__ :

Friend suggested it____

.

n Want to explore possible career areas
* ’

Looks good on resume.
Dther: (please specify)

P

PART II
l] v -
(- On the following pages, you will find questions dealing
with specific areas of  your volunteer placement. Below each

question there will he/two words to describe YOUR experience
¥ in your agency,- as well as how you perceive the agency's ’

oty - -339- 39'8
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VOLUNTEER AGENCY EVALUATION FORM

~3-

Please place a check in the space that is closest to your

feelings.
POR_EXAMPLE: HOW WQULD YOU DESGRIBE AN ICE CUBE?
Hot __ __ __ __ __ __ _X cold

N2

Too complex to

Please answer all the questions, ana anéwer them as
honesthas you possibly can. These quéstions will be used to
decide which 'programs will be given H.E.L.P. volunteers

“to work with in the future, as well as to rate each agency
that_volunteers are currently ‘engaged in. Coples of the

. ‘'vesulte of thic survey will be placed on file in the H.E.L.F.
office for your inspaction. o

WAS °

A lot

NG PROV A AGENCY THA ARE NG

s __  None at all

IP TRAINING WA PROVIDED, DID YOU RPIND IT:

Too simple

¢

understand e T — to be worth
- much
Time consuming R, Too brief
. ifTctive e Ineffective
,Prepared you sufficiently - Not
&~ for work in the —_— e e __ . suffic
" ~agency forwork
b
& IP_TRAINING WAS PROVIDED, WHGC CONDUCTED IT?
iF_NO N AS PROVIDED U oU L SEE _SUCH
A-P A NITIA
o LT Yes____ No
" JP H.Z.L.P. INITIATED SUCH A PROGRAM ON CAMIUS, WOULD YQU
TI§ND°
’ . Definitely Would not

3 99 ~340~ ' : ,




VOLUNTSSR AGENCY EVALUATION PI3M

HOW DID THE AGENCY STAFF REACT TQ YCU AS A _VOLUNTEER?

darm ____  __  _ _ __ __ Colid

¢pn  -__  __  _ _ __  __ __ Aloof _
Treated as Treated as an
member of __ __  __ _ __ outsider to the
the team group

A . -

‘ ntRE xbU GIVEN ASSISTANCE BY THE AGENCY STAFF WHEN CONFRONTLD
NITH A _FROBLEM?

A lot of _
assistance —_— — - —_ No asgistance
tagerly given __  __  __  _  __ .. _. Resistent

WAS THIS ASSISTANCE:
Very Helpful Not helpful
Coafusing __ __ Clear

WHAT AGENCY RESOURCE.L ARE AVAILABLE TO YOU? (check as many
as available)

Films and presentations___
Jupervisor meetings____
staff meetings__

Case presentations___
Jpecial lectures__
von't know

Cther: (please specify)__

LF Tiesn RESOURCKS ARE AVAILABLE, DO YOU :

Atitend most Cannot attend
of them —_— — e —_ — —_ e at all:
WHY: S /




4 EER AGENCY EVALUA ORM

..S-
CH_SUPERV ES _THE A OVIDE? ]

Too mueh __  __  _ — Too little

ARE THE HOURS EXPECTED FOR VOLUNTEERING AT YOUR AGENCY:
Convienent __ — —  Inconvienent
Toomany __ __ __ — Too few

1S THE PHYSICAL PIANT OF THE AGENCY:
Conducive to Inhibits the
volunteer work — — — — — @ impulse to do

volunteer work

Is near to Is far from
Yyour home . —_— e ! your home
Well kept -~ o~ —m  — e e Not kept up
Cheerful __  __ __  __  _ __ — Depressing

HAS UR_ H.E.L.P. COORDINA EEN
Helpful —_— Not helpful
Avajlable for Not available
questions — == == == = = - at all
Communicative of ‘ Non-communica
resources — =~ e e = e —. of resources
available : available
"~nsiderate Inconsiderate
Reliable __ __ __ — __ Unreliable

ON_THE WHOLE, THE CLIENTS HAVE BREEN WORKING WITH:
Appreciate your Do not
help - - - == =~ -~ - gppreciateyour

help

Luck forward

to seeing you -~ @~ @ @~ am e Avoid seeing

you
sarm - __ .  __. __ __ __ cCold
Y2ve made Have made
progress _— - — — e— — — no progress
~342-
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VOLUNTEER AGENCY EVALUATION FORM
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First page of regional organizalion newslettor

COLLEGE VOLUNTEER

P ROG RAM N EWSﬁLIRACHE

. LONG ISLAND REGIONAL ADVIZORY

COUNCIL ON HIGHER EDUCATION

Volume 11, Number1}

Fall, 1976

Community Eager

To Invoive Students

Getting the most out of college
presents a challenge to every student.
In recognition of the vast potential
resource students are, community
agencies have created literally
thousands of pesitions throughout
Long Island

Youth programs, psychiatric and
general care hospitals, schools (all
grades), geriatric facilities, consumer
prdecﬂonagmdu,mmemu.hodhm
and day care centers are examples of
agencies offering a wide range of
positions for college students.

Last year more than 940 students
made coamunity services an im-
portant part of their college education.
This program was sponsored by
Adelphi University, C.W. Post College,
Hofstra University, Molloy College,
‘Nassau Community College, New York
Institte of Technology, and SUNY
College at Oid Westbury.

A Volunteer & Community Service
office operates on each campus mat-
ching student needs and interests with
appropriate placements in the com-
munity. Tids gives the students the

y not only to provide much
needed services, but also to test for
themselves possible career aiter-
natives. This enables students to get a
“feel" for what a profession is all about
BEFORE investing yearsof study prior
to entering the field.

Trained and supervised by agency
professionals, student volunteers
(graduate and undergraduate) serve as
counselors, teacher aides and tutors,
research assistants, occupational and
physical therapy sides, Big Brothers
and Sisters, interpreters for Spanish
speaking residents, youth workers, and
%0 on.

As Ms. Nancy Belowich, present
Director of the H.E.L.P. Program at
Hofstra said, “Volunteering provides
people with the chance to learn helping
skills. We must begin to incorporate the
university into the community at large
rather than isolate ourselves for four
years and then try to joln the com-
munity.”

Represestatives mln scvem:Nassan
comiag year.

County colleges discpss’ jana, for fhe wp-

', .

Cooperative Efort Expands to Sufolk; Considered National Midel

Initiation of a cooperative College
Volunteer and Community Service
Program in Suffolk County, similar to
the seven college effort in Nassau
County, has been made possible by a
$47,000 grant from a local private
foundation.

At least five Suffolk County colleges
will be launching new programs or
expanding those already underway:
Friends World Coliege, Southampton
College, S.U.A.C. Farmingdale,
S.U.N.Y. Stony Brook, and St. Joseph's
College.

The program, considered a model for
the nation, utilizes a centralized
clearinghouse which assists in in-
creasing efficiency of operation while
reducing duplication of effoit.

Program development is facilitated
via monthly medings of represen-
tatives from each campus program at
which time joint projects and
publications are developed and
posstble solutions to common problems
are discussed.

Although presently thece are 107
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consortia composed of more thas 1.100

colleges and universities in the United.,
States, the Long Isiand Reglonal Ad-

visory Council on Highes Educstion

(LIRACHE) is among 4 first to at-

tempt sucha

cooperstive arrangement
for the benefit &f the university com’

Uy,

1 4

3

\

¥

mmltyandthecomnﬂyum .
[

Ms. Jeanne Carney, Director
Nati
{ ), which is one part of ACTION,
the federal volunteer agency, believes
that “‘the development of LIRACHE's
College Voluntcer and Community .
Service Program is indicative of a
growing commitment towards service- -

learning opportunities for studemts. -

The consortium approach is most
helpful in heightening academic‘
awareness of the direct relation bet-
ween active community involvement
and one's education.” '
Ms. Carney goes on to say that, “in
an area with a grest number ol
colleges or high schools, one i3 better
abie to handle overlap and coordingte
activities. You do not have 1,080
{Continued on back page)

Student Volunteer Program™ ' .

1
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Addendum #5 ) —

OUTLINE FOR SPEAKING IN CLASSES
Rasic Information:
1. The H.E.L.F. Volunteer irogram, the first and largest of its
kind on the island, was founded 1968 by a group of students who
wanted %o do somsthing in the community after the death of
Martin Luther King Jr.
H.E.L.P. provides two‘kinds of services
(a) Direct Services, usually on campus - Peer tutoring,
Outreach, Disabled Students Organize?ion
(b) Referrals, usually off campus - agencies in the communit .
3. Reasons for volunteering have changed. It used to be pure
altriusm. Now it's mostly need for expa;ience.
4. No transportation? We have an automatic van which can be lent
to any full-time Hofstra studant with a driver's license.

r

7T why volunteer? -
.. Tives you a chance to put theoretical work to test in an applied
setting. .

vrcvides you with practical work experience for future job

resumes or grad schools. ’

5. Gives you an opportunity to test out various careers.

L. Lets you decide before graduation what fields you are or are

not interested in. '

Keeps you in touch with the outside world-.

viable and constructive social outlet -~ chance to meet other

active, involved people.

7. JSometimes it could lead to a job.

¢ Academic Credi* with Off Campus Education office for any undergrad
who wants an internship.

9. Gives you a chance to keep in touch with people of all different
ages and backgrounds. )

10. Gives rou a chance to help otherf- .arsonal satifaction

11. It's a learning experience for you and for others.

T \N

7T wha o gt

<. COMMITMENT - think of your volunteer experience as a regular joo-
Feople are relying and depending on you. BR RESFONSIBIE. Don't
overcommit yourself.

o

Civil Service counts volunteer work as regular job experience

Letters of recommendations.
335 346~
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Addendum #6

Center for 0ff-Campus Education H.E.L.P.
206 Weed Hall Volunteer & Community Services
516 560-3462 216 Student .Center ~

516 560-3230

GUIDELINES FOR CONVERTING HELP INTERNSHIPS
INTO OFF-CAMPUS EDUCATION PROJECTS

1, Dqtéfuine the specific nature of, and your role in, your
present internship, Wwhat is it you do there? What is the
goal or aim of your work?

2. What academic area or discipline best incorporates your in-
ternship? 1Is this different from the academic area or areas
which best define the goals and operations of the firm or
organization of which your internship is a part?

3. Are you clearly exposed to work situations involving a know-
ledge or study in the above discipline or disciplines? If
not, is it possible to alter your present internship to en-
compass or touch upon this academic discipline or areas?

4. Now you must focus in. Define your internship through a
specific aspect or subdivision of its discipline. Your in-
ternship may be interdisciplinary -- falling in two differ-

ent academic areas. If so, narrow it down to subdivisions
in both areas,

5. Decide if you want to approach your internship from one or
more disciplines, if it is clearly interdisciplinary. You

may want to focus in on only one aspect rather than two or
more, )

6. Make sure that you have some background in the field of your
approach,

7.. Discuss the above findings with the HELP office. Are your
findings consistant with the Director's understanding of
your internship and the OCE program? If not, you may have
to re-define the nature and function of your internship. If
you have defined for yourself an academic interest but your
present internship does not touch upon this area, you may
want to find another internship and/or site capable of ful-
filling it.

8. You must now speak with your academic advisor, explaining your
tentative OCE project. If he or she believes your idea is
feasible, academically viable, and consistent with your over-
all undergraduate program, he or she should agree to your pur-
suing OCE credit. Flease note that you cannot formally pro-
pose an OCE project without your advisor's approval and sign-
ature,

»
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9. Visit the OCE office. OCE staff will explain the procedure
of the program and will provide you with the necessary docu-
ments. He or she will also explain the details and emphasis
of the OCE committee, including how to write your proposal to
present your ideaz in a clear, concise manner. Remember, the
OCE committee examines proposals for academic viability so
this component of your proposal must be covered thoroughly.

Please note that OCE projects are a combination of academic learn-~
ing and practical experience. The OCE committee will not approve
any proposal which does not effectively integrate the two -- the

acquisition of practical skills does not constitute academic
learning.

10. You must now go and find a full time Hofstra faculty member
to become your Faculgg Corresgond%nt, the person who will work
with you on the academic component of your project. He or
she must be conversant in the academic area of your proJject.

1l. Find someone at the site of your internship willing to act as -
your On-Site Supervisor: He or she must be willing to write
monthly reports of your progress and a final evaluation to your
faculty correspondent, as well as provide on-going supervision
and weekly conferences. For providing this service, the OCE
office reimburses the 0-SS from your tuition. The 0-SS should
understand from the onset that you are there to learn and work;

you should not be utilized as a gopher or secretary assizned
to menial tasks. :

Please note that all OCE students must keep a daily log of
their experiences, submit monthly reports of their progress
to their faculty correspondent, and must submit at the con-
clusion of their project a learning summary. fThe faculty

correspondent may require additional products as mentioned.

12. Together you and your faculty correspondent should formalize
your ideas into a typewritten proposal. Once written, he or
she should read it carefully, making sure your ideas are con-
veyed clearly, the language is correct, and both the practi-
cal and academic components of the proposal are specified.
Most important is defining precisely products for evaluation.
Books and articles to be used should be listed. The topic or
topics of the paper or papers should be stated. Please note
that the topic or topics must be consistent with the academic
agpect of your internship; it should not be tangental but
should be an integration of your readings and experiences,
The topic or topics of your products should reflect a specific
education objective, or objectives, -- the subject{s) of your
investigation, or wnat you hope to learn -- in this OCE
project.
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13. Before submitting your proposal for review by the OCE
comnittee procure the signatures of your advisor and
faculty correspondent. Then, submit your proposal and
On-Site Supervisor's statement to the OCE office.

14. The OCE committee will review your proposal, accepting
it as a contract, disapprove it, or make suggestions or
amendments. If the latter, these suggestions and/or
amendments will be communicated to you.

15, If the committee made recommendations and suggested changes,
you must then write a Contract, or the docur.at which in-
corporates thes suggestions of the committee with the ideas
of your proposal. This document, which must also be signed
by your advisor and faculty correspondent, is then re-sub-
mitted to the committee for finsl approval.
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VOLUNTEER STAFF DEVELOPMENT: A DEMONSTRATION STUDY OF
THE DEVELOPMENT, ADOPTION AND DIFFUSION OF AN INNOVATION

by
Vioiet Marie Malone R N
Leadership and Staff Development, 4-H
University of Illinois at Urbana-Champaign

and
C. Wayne Hoelscher

Region V, Cooperative Extension Service
University of Illinois at Urbana-Champaign

Introduction

- The 4-H program in Illinois is strongly based on the use of a
voluntary staff supported by a paid staff. Adults and teeps serve in the

—— - volunteer leadership role at the county level. Because the turnover of
leaders each year 1is about 50% to 60% and the rate of volunteering has
stabilized or in some places declined, there is a need to utilize these
individuals in a variety of roles as well as a need to identify and recruit
new volunteers. <

Given the present staffiag plan for paid staff and the availability of

other resources, there is a need to more clearly define the roles and functions

of volunteers and paid staff who are involved in the expansion and maintenance

of the youth program and to develop procedures. for implementing the process

at the local level. ’

~

Background

Based on summaries of County Program Reviews and an intensive statewide
4-H Program Review certain premises relative to 4-H and volunceerism emerged.
They were: )

1) Any youth involved in an Extension Education Program is a 4-H
participant.

2) Volunteer adults and youth ‘are essential to enhance the learning of
each 4#H participant.

3) Large numbers of adults and youth are available and capable of
serving as volunteer leaders of youth in various geographical areas.

4) Youth and adults will participate in Extension education programs
. to the extent that they find the programs to be important and
’ personally satisfying to them.

’ 5) Various community-based organizations are anxi :8 to and will assist
with 4-H program development if asked.

6) The Extension staff does help people develop learning systems and

{
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linkage systems that will make it possible for groups to learn
from one gfiC 22 .. .

7) Volunteers and paid staff can work effectively in 4-H programs
if roles are clearly defined.
-+ 8) One Extension staff person can administer to unlimited numbers
of 4-Y participants if the framework is developed which capitalizes .
on available resources within the assigned administrative unit
and the people are involved in delineating the structure and .the
delivery system appropriate for individual participant learning.

9) One Extension staff task is that of preparing volunteers for their
teaching/learning roles. -

é .
10) Leadership development is an important learning goal for all 4-H
participants (adults and youth). : *

In the publication "Education for Change,™ it was suggested that for
4-H program growth to take place there must be a redefining and specializing
of leadership roles for volunteer leaders. "As the 4=H program has grown
in both size and complexity, so has the role of the volunceer leader.
Volunteer leaders are vital to the success of all aspects of the 4-H program,
but a single person does not have to provide all the leadership functions."

.

Purpos€d . ;j

The purpose of this demonstration project was to provide professional
staff with an opportunity to broaden their knowledge base and acquire addi-
tional skills needed to adopt and diffuse a stratified leadership concept
in which roles for volunteers are redefined and specialized. Particular
emphasis was placed on work of local staff with: )

-

1) Youtk Councils - County Policy/Program Decision Group

2) Club Leaders - Organization Leaders Who Have Face-Face Contact
with Youth

3) County Management Leaders - Maintenance and Service Staff in a
Program Support Role

4) Teen Leaders - Yo' th, 13-19 Years of Age, Who Have a Teaching Role
with Other Youth

Goals to be achieved as an end result of the demonstration project were:
In two years, to:

-——increase the number of professional staff who utilize sound manage-
ment principles to maintain and expand volunteer staff

---increase by 207% the number of counties using volunteers in stratified
roles

30
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-——increase by 30% the number of volunteers participating in the
4-H program

-~

[
Procedure

The .procedures used to bring change in the present situation to a more
desirable one were based on the development of a) a rationale which included
an analysis of the current literature; objectives of the I1linois Cooperative

JExtension Service and the Program of Work statement at the county level; and
the experiences of the professional staff at county, state and national levels
and b) a plan of action which included the utilization of a statewide develop-
mental committee of advisers, paraprofessignals, teen and adult leaders, and
administrators to investigate, summarize and make recommendations for action
on selected issues related to the program purpose. Utilizing the comnittee's
findings, state staff wodld develop and implement concurrently, a program
of learning experiences for professional staff to test out the data.

With a youth program existing in all 102 countigs in Illinois, it was
determined that the most appropriate way to introduce the concept of stratified
leadership to the advisers was through the Inservice Education Program. The
state Inservice Education Committee includes administrators, specialists, area
staff as well as advisers from each program area. .

-

In December, 1974, a request was made to th2 committee to:

1) Hold a statewide conference on volunteerism in March, 1976
? T

2) Hold regional workshops on "Developing and Managing a Volunteer
Staff Program," 1976 '

i
3) Have a course during Annual Conference in October, 1976

The request was approved by the Committee and the Administrative Council
for implementation with supporting funds form the Smith-Lever budget and the
State 4-H office budget. - 4 il

Invitations to participate in the March workshop were sent to the County
Staff Leaders in all 102 counties with a limit of 50.applicants being accepted
on a first come-first serve basis. Sixty-five applied and all were permitted
to attend. Prior to each workshop or conference, participants were asked to .
review their current long-range program of work as well as their short-range
plan of work to determine how the activity coyld benefit them. -

They were also asked to discuss their plans with the other members " of
the Codnty Staff and with the members of the Local 4-H Council. This wds"
done to insure acceptance and support for ‘the implementation of the innovation.

As support for the Inservice Education was being acquired, the State 4-H
Advisory Committee, which includes administrators, advisers, volunteers, and
members, encouraged the State Staff to move on with the Leadership Development
thrust. The,establishment of a Volunteer Leadership Dévelopment Committee was
approved and-funded from the State 4-H budget and contributors from the
I11inois 4-H Foundation.
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Working with the Adminlstrative Directors in éach of the 10 regions,
the State 4-H Staff person submitted a list of names to the Assistant
Director, 4-H who sent a formal letter of invitation to the individuals

" asking-them to serve on this committee. All invited persons accepted tho

invitation. The committee was to function in' the following ways: a

LEADERSHIP DEVELOEMENT COMMITTEE
1976-1977 -

COMMITTEE The Leadership Development Committee is an officially
appointed Cooperative Extension Servide group of paid
- staff (professional and paraprofessional) and volun~-
teer staff (4-H leaders and council members). This
committee is a temporary one lasting no loager than
;- _ 18 months; it _was developed in response to the 4-H:
Program Review in which leadership development was |,
identified as a statewide program thrust.

TASKS The 16 members of this committee are charged with
. the following tasks:
» 1) Develop written recommendations for action which
»relate to the concept of leadership development.
2) Review materials available to wse in the identi-
fication, recruitment, selection, training, super-
vision and recognition of volunteers and the 4-H
- paraproicessional. R
3) Assess the 4-H leadership project materials and
activities as well as events for youth (especially
teens) and adults.
4) Work with State Staff and 4~H Advisory(Committee
/b to prepare a series of statements to use in
writing a long range plan for leadership develop-
ment for paid and volunteer staff.

TIME FRAME ' This 1s a one time task force operating in the
following ways: ’
Vo 1) Late May-early June 1976--one_2-Day meeting on
i campus. Meet with State A-Hgﬁfsz to identify
some additional needs; work i \ roups to outline
tasks to be worked on during sémmer and fall.
X 4 2) ‘Mid-September—-one 23day meeting on-campus, to
o ‘ rj pool resources, discuss recommendations for actions
write tentative report.
3) January-February 1977—one l-day meeting with.,
State 4-H Staff and 4-H Advisory Committee to
receive and react to written reconnendations.
4) Several telenet sessions will be scheduled after
the first meeting for clarification and feedback.

EXPENSES Expenses incurred by members in the work of the-
Leadership Committee will be reimbursed from funds
of the State 4-H office. Vouchers for paid staff <
will be prepared in local office. Vouchers for
volunteers will be distributed at each meeting.
Expenses will include lodging, meals, mileage.

N
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STAFF Dr. Violet M. Malene has been asked to provide
RESPONSIBILITIES leadership to this Committee. She will be respon-
sible for conveniag and conducting meetingr of the"
Committee. A recorder for each meeting will be
appointed; temporary chairpersons will be utilized
to facilitate the work of the group. $State 4-H
Staff will be invited to participate in all meetings
of the Committee on campus.
LEADERSHIP DEVELOPMENT CMMITTEE )
1976-1977 :

Six Advisers: Kay Eng*agd - Whiteside
Margue 1t “aydoes - Clinton
Gary Heu. Cook II (Chicago)
Bob Long, Jr. - Southern Camp
_Teresa McAllister - McDonough
‘Jim Schmidt - Pulaski-Alexander

Three Paraprofessionals: . Peffley - LaSalle
a1 Russell -~ Cook,i{ outh
Oshia Washington - Sangamon

Six Volunteers: 3 Adult: Ted Volkert - Lake
Natalie Riecks - Champaign
Cecil Thilker - Effingham

3 Teens: Carlton Gabel - Cooperative Extensiun Ciub
Fran Livingston - Kane
Tony Williams - Cook II (Chicag<z)

All 10 Regions are represented.

‘layne Hoelscher, Administrative Director, Region 5, has becn asked to
se.ve as an administrative liais~n person. Dr. Melton Boyce, Extension
Service Stuaff, will act as a consultant to the group.

The committee completed the task when they summarized their results and
made recommendations for action to the State 4-H Staff in March, 1977. Their
recommendations were sent to the State 4-H Adivsory Committee pending action
at their next meeting in September. State Staff has agreed to spend part of
their Spring Retreat planning _“or implementation of the recommendations.

Copies of all letters and materials were sent to the State 4-H sStaff and
Regional Directors. State Staff members participated in the design and imple-
mentation of all conferences and workshops. They were also invited to sit in
on the discussions of the State Leadership Committee. The Assistant Director,
4-H either attended or was represented at all of the activities related to
the leadership th -ist.

The participants in the Annual Coanference course used materials developed
by the Leadership Development Committee. Further, the course was designed so
Advisers would have input into the committee's work. The concepts and ideas
were introduced in this manner to help the committee determine a level of
acceptance. ’
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The Inservice Education committee has been requested to approve for
the spring of 1978 workshops on: 1) professional staff working with
volunteers; 2) professiunal staff working with para-professionals.

The request also asks for pre and post sessions over the statewide
teleNet System."

Finally, an important link in the entire process included the involve-
ment of Extension Service staff as consultants in the process for the point
of examining current literature and p.actice to the design of the workshops.
The Extension Service staff presented concepts of leadership at the Conferer
and workshops and visited via conference call with the developmental committ

Principal Findings v

»

1) County staff do accept the concept of stratified leadership 1if an
“eagy way to move into the system can be found." Three months afte:
the March workshop 16 of the 65 participants said they were making
strong efferts to move in this direction by writing it into their
pian of work and working with their local council to initiate the
county assessment of leadership. Appendix A )

2) County staff have little or no management tools to help them make
the change. Appendix A

3) Few, if any, volunteers other than leaders are listed as being
involved in 4-H. Appendix A

4) State, Administrative Staff and Lay Leaders did support the effort
to achieve the goals established by the committee when they were
invelved in the decision making process.

5) The paraprofessional is an undefined 1lini: in the leadership and
change process. More statewide support for this group is needed ir
terms of materials to support advisers in the orientation, utilizat
and supervision of this staff group. Apvendix C

6) No one management tool or leadership aid can be developed for use
(as it is presented) in all county sitvations. A group of tools a:
aids can be developed and geared to a cluster of counties based on
their staffing patterns and size.

7) Confusion exists between leadership as a process/activity or event
and leadership as subject matter (project/Program). Both the proce
and subject matter can be made available in series of supportive
events coordinated on fouw.ty, Regional and State levels. Appendix

8) Identification of the primary audience of staff is important. The
primary audience of advisers are leaders; the primary audience of

leaders are members.

9) The increase in volunteers cannot be noted until the state enrollm
summary 1: tallied in June, 1977.

10) Support by Administration for research in leadership has increase

344
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Summary

In this study the aspect of the problem which included staff acceptance
of the innovation (stratified leader was realized on a much broader level than
was the adoption of the practice and the diffusion of it into the overall
program) . However, some factors in the process are important if adoption
and diffusion 1is to occur.

1) There is considerable merit in having a developmental committee that
is broad based and has time tc study issues.

2) The committee must have status, be supported financially, and have a
system for reporting to decision makers at each step of the process.

3) The selection of committee member must guarcntee balance as to
experience, position, responsibi’ 1ies, and willingness to function.

4) The committee must be allowed to develop its own list of tasks within
given parameters cof objectives and time.

5) The chairman needs to assume a facilitator role in the sub-committee
structure.

6) Inservice education programs should be conducted in a sequnce that
allows staff opportunity to be aware that the desired change is
possible--conducting session that begin at the awareness level and
proceed to those at the knowledge and skill levels if adoption 1is to
take place.

7) Inservice education programs should include the opportunity for staff
to develop knowledge and skills while they are being supported by
local Councils and others as well as regional and state staff.

8) Evaluation of the adoption of the concepts presented cannot be meaning-
ful until a period of timc passes.

9) Inservice education committees must build in opportunities for un-
planned or emergency program to meet needs of learners.

10) Inservice education program on leadership can better serve the
learners if they are broad based in subject matter and process.
Therefore, the utilizatlon of research and resource persons in
anthropology, urban planning, as well as education, sociology and
psychology is important.

In the two year period, the project leaders can begin to see an
emerging group of "early adapters along with the innovators.” To keep this
momentum building, support materials and resources must become available to
this group by September, 1977 with visits by program leaders to these individ-
uals during October-December period. Recognition of these individuals should
be planned into the on going job satisfaction program.

S
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APPENDICES

A, Followup Evaluation -~ March 1976 Conference

B. Evalvation - September, 1976 Workshop

C. Recommendation of Leadership Development Committee.

Suggested Regzurces

Beal, George M., and Bohlen, Joe M. 'Principles Relating to
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College, Ames, Iowa, 1975.

Boyce, Milton, "Topless Role Models", 1974; "Leadership Development
National 4-H Curriculum ES-USDA; 1975

Caldwell, W, E., "Volunteerism and Volunteer Staff Management
Seminar Proceedings,' National 4-H Center, Washington D.C.

Havens, James E.. "An Approach to Volunteer 4-H Staff Job
Description, Placemeat, Training' CES, Washington State
Universityv, Puilman, November, 1976.

Kiesow, John, "Role Model for the Paraprofessional Youth Worker
in the Extension Service', ES-USDA 4-H, 1973.

Kentucky and Texas leadership Development Materials used on a
Statewide basis, State 4-H office.

Malone, Violet M., "A Year of Awareness,'" 1973, 'Recruiting and
Training Individuals for Leadership Roles with Youth Report," 1¢

"Readings and Resources in Leadership,' 1976
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SOME PROBLEMS ASSOCIATED WITH
SERVICE/LEARNING OR EXPERIENTIAL EDUCATION

SHULAMIT REINHARZ
DEPARTMENT OF PSYCHOLOGY
UNIVERSITY OF MICHIGAN

INTRODUCT 1ON

it Is likely that participants in a conference dealing witi. the
roles of colleges and universities in volunteerism are themselves com-
mitted to andenthusiastic about, those roles. We come together ex-
pecting to find audiences which share our values and aspirations. To
the extent that we do form a community, we should not only take pride
In each other's accomplishments, but reveal and analyze our individual
problems. { assume that all of us could easlly point to superficlal
and profound problems In our work. | predict that from such sharing
we will find, as C. Wright Mills (1959) sald, that a "“private trouble"
is really a "public issue," in other words, the individual case points
to a generic problem. If these troubles are Indeed shared and made
public, then this forum can create the opportunity for useful actlon
In the form of considering solutions and strategizing plans of actlon.
This paper, therefore, outlines and analyzes several problems within
my own program which are generic rather than specific in the hopes of
creating a better understanding of experiential education and service/
learning.

The program with which | have been most Intimately connscted for
half of its ten-year existence is Project Outreach, one of the intro-
ductory courses In psychology at the University of Michigan. Students
can earn two ungraded credits per semester for approximately six hours
of involvement per week working in small groups in one of 4O different
community settings in the areas of educatlon, child care, community
organizing, mental health, gerlatrics, criminal Justice, mental retar-
dation, etc. The small groups are supervised and led by students who
have previously participated as Qutreach students inithat setting.
Groups are clustered within projects which are administered by student
project coordinators. All of the 40 projects are collectively super-
vised and administered by pald student staff. | serve as the psycho~
logy faculty head of the program, but internal program decisions sre
made on a collective basis in which | participate. Approximately 1,600
students per semester or 2,500 students per year enroll In this program.

SOME INITIAL PROBLEMS

A typica! day or a typical semester generates enormous service to
the agencles In which the students are placed. This service is easily
documented In terms of hours of work, asmount of cllent contracts, kinds
of tasks, etc. Less easlly evaluated and measured Is the quality &nd
quantity of learning acquired by participants, leaders and coordinators.
Experiential indices could be devised to demonstrate that students gain
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competence in providing service, understanding settings, and handling
problems. Countless anecdotes could be collected to illustrate the
nature of personal growth that accrues to participants in these pro-
Jects. ~THEse accompiishments on the level of action, self-actualiza-
tion and cognitlon are distinctive products of experiential education.

That same typical day and typlcal semester also generate what
sometimes seems like an unending stream of problems. Some of these
problems are Inherent In any large organization - efficiency, communi-
cation, resource allocatlon, decision making, etc. Others, however,
go to the heart of experientlial education and provide points for cru-
clal decislons. In the following pages | address three of these
Issues: the problem of definition, the function of the teacher, and
the conflict between social service and soclal change, | selected
these three topics - in brief, the course, the agency, the teacher -
to allow a broad range of observatlions on service/learning, and be-
cause other topics have already recelved much attention In the 1ltera-
ture! or have been resolved within our own program.

One such example is the Issue of student motivation for partici-
pétions Anyone connected with service/learning programs immedlately
recognizes that students are variously motivated by a desire to learn,
to get involved in an unusual setting, to earn "easy'" credits, to
test a career, etc. Although | might consider certaln motivations
“nobler' than others, ! have never noticed any consistently appre-
ciable difference In student performance which | could attribute to
their pre-enroliment motivation. Many motivations seem to lead to
Rome, or in this case, Project Outreach. The speciflic motivation to
Join Is not Important, but the nature of the commitment after Joining
us is. | consider '"motivation'’ a false problem. At most It is an
Issue for those who are concerned with Increasing their recruitment,

If motivation is a false problem, anyone who is connected with
service/learning programs knows that the problem of creative project
Ideas Is nonexistent. Wherever there Is an opportunity for new ex-
perience, there Is a great likellhood that crestive ldeas will emerge,
and they do. in addition, there are some problems which seem to be
2 reflection of the historical moment, and therefore larger than one
can hope to influence. For Instance, | am troubled by the fact that
the black student involvement In our program barely reflects the per-
centage of black students on campus, whereas the percentage of blacks
among the clients we serve Is much greater. Although we are making
some Inrdods In increasing minority participation, we are still pre-
dominantly a white organlzation serving agencies,. many of which have
black residents, Inmates, patients, or neighborhood kids.

There are also problems about which little or nothing can be done,
such as the termination of relationships at the end of semesters or
the generai detrimental effect of a high rate of personitel turnover on
8n organization. Students graduate just when they have achieved ths
skill to make the greatest contribution to thelr setting or to the

180 issues of Sypergist.
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other students they supervise. The perpetual turnover generated by
the division of time Into semesters and the iimitation of a student's
residence on campus to a few vears leads to difficulty in creating
continuity. Surprisingly, Project Outreach and the agencles with
which It collaborates have been able in most cases to establish
solid, continuous relations even with the high turnover rate. What
is lost In terms of having to retrain new groups every several months
Is perhaps gained in the form of fresh energy. Some settings can
tolerate disrupted relations and the high turnover rate easier than
others.

For a program head, turnover of personr 1 jmplies a great deal
of repitition in administration which can be tedious and unchal leng-
Ing. The problem of turnover can be alleviated by limiting the pro-
gram's size, but we have found It difficult to restrain our growth.
Demand for service, both on the part of student interest in participa-
tion and agency desire for student involvement, grows at a faster rate
than do resources. The imposition of 1imits on growth Is percelved
by many as unfair and ungenerous, rather than rational and necessary.
In our American culture shaped by limitiess geographic horizons and
boundless wealth, It will take a major reorientation to replace "bigger
Is better" with "sma}] Is beautiful,” 1in our program a perennial

dilemma Is achleving an appropriate balance between quantity and
quallity.

After this cursory glance at some problematic features, we can
examine more critically three components of service/learning programs -
the issue of definition, the function of the teacher, and the relation
to soclal change.

PROGRAM DEFINITION

The problem of definition refers to the ambiguous Identlty of the
courses or programs to which we are attached. Self-definitions emerge
In several ways. They are established at the initiation of a program
or course, frequently in elaborate proposais presented to a sanction-
Ing body. Since this definition s posited before the launching of
the course, it is likely that additional or altered dimensions will
emerge when the program is in progress. in this sense, a preliminary
definition Is a prediction which ts not always fulfilled. Change is
an expectable, unpreventable process, because once students begin to
Participate, their actions and experiences will entitie them to con-

tribute both deliberately and inadvertently to the definition of the
course or progranm,

Definitions of organizations change when the program Is tested
and when new members particlpate. With each generation of membership
the definition receives input, is stretched. A third factor is ex-
ternal feedback, from agenclies, from other universlity components, etc.
And since these Sources of feedback are themselves undergoing change,
the feedback is not constant elther. Finally, It Is misleading to
think of these sources of definitional input as homogeneous and con-
sistent. Within any group facticns are likely to develop around Issues
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as they emerge. |If you scratch the surface of these factlons, you
will find that each has a different perception of what the course or
program Is. They have these different perceptions because of thelr
personal needs or their vested Interests.

Definitions are also very much influenced by the terminology
used in relation to a program, especially the name of the program it~
seif. The label we apply should be both descriptive of its contents
and attractive tc those to whom we are trying to sell our wares. In...
other words titles are both reflective and political, In my educa-
.tional setting, the university defines its mission In terms of
creating and transmitting new knowledge. Rewards are accorded to
Individuals primarily on the basis of their adherence to those values.
Within that normative environment, therefore, excellence in teaching
Is secondary, and service to the unlversity or the community Is nice
but not necessary.

it makés greater sense to define my program as experiential edu-
cation rather than service/learning or voluntarism, Although we might
take pride in providing service to the neighboring community through
our work In agencles, our legitimacy in the university derives from
our ablility to educate students. With the choice of the label "exper-
lentiai educatlion' we make ocurselves potentially comprehensible to
2ther members of the university community. We then have the respon-
sibility, however, to fulfill our own self-definition, to be truly
educational in an experiential way. Establlishing and maintalning
this credibiiity with the university powers can lead to a schizophrenic
existence if one Is unable to be consistent when precenting oneseif
(Goffman, 1959) to the community or students,

These pressures to be a different thing to different constituents
Is aggravated when one has little power and Is dependent on the varlous
audiences for money, legitimacy, or placements. Perhaps the multiple
pressures to create various disparste selves for varlous disparate
audiences is one of the causes for the burn=out phonemoneon among per-
sonnel of alternative settings. In other situations rather than a key
figure becoming lodged in a social configuration of multiple con-
flicting demands and therefore experlencing internal conflict, the
conflict can be expressed on the group level, Factlons develop, each
of which represents a different "*face of the program, sfnce it faces
different publics and experlences different pressures. In my own pro=
gram this factionalism Is aggravated by the fact that as director |
perform most of the lialson work with the university so as to leave
other program personnel free to work with community setting members
and with fellow students. The number of times they negotiate with
university faculty and administrators diminishes, and they begin to .
see our program more In terms of its place within the comunity. Be-
cause of these experiences | begin to define our program increasingly
as experiential education, while other program personnel see it in- °
creasingly as a human service organization., We can function smoothly
desplte these disparate definitions until a collective decision has
to be made and it,becomes obvious that our abiility to achleve con-
census on issues as related to our sbility to achieve concensus re-
garding our identitye From the wide varisty of descriptive labeils =
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service/learning, experiential education, internship, fieldwork,
practicum, field study, independent study, etc, - a program should
select one and use It continuously and consistently, educating the
unlversity and community about its meaning and purpose.

THE TEACHER IN EXPERIENTIAL EDUCATION

A second cluster of problems hinget on the function of the teacher
within experiential education. In 1938 John Dewey stressed that ex~
periential education focuses on the learner him/herself in contrast to
the traditional triangie: teacher, subject matter, and student. One
of the ways in which experiential education is defined today is pre-
cisely in these exclusive terms, l.e. education that takes place out-
side the teacher's traditional domaln - the classroom - and without
the teacher's tradltional tools - the lecture and the textbock. in
experientiai education we find a substitute for the classroom in
different settings which we refer to variously as "the real world,"
#the community" placement, fleld site, etc. and we replace lectures
and texts by participation, pilanning, and the assumption of responsl-
bility for action.

<

Because experiential education is grounded in the student's Inter~ °*
: actlon In a natural environment not specifically designed for educa-
tional purposes, there is no limjtatlion on where experiential educa-
tion can occur., This non-exclusive quality creates anxlety in tradl-
tional educators whose concept of educatlon Is linked to the specific
settings of the classroom, laboratory, library or studio. This al-
ternative is a challenge to traditional educatlon., One behavioral
feature of these traditional educational settings Is that they en-
courage passivity and competition among students, and domination among
teachers. Outside the classroom the student's behavior is active
and more likely to be cooperative and the role of the teacher is
poorly defined 1f not superf luous,

The teacher's role in experiential education Is altered to the
same degree that the student's educational process is changed, The
teacher must enter Into close, personal contact with the student,
must attempt to understand the student's experience and then help
her/him explicate it. The teacher should help create bridges between
the student's experiences and the academic discipline. But no one
can ever know another person's experience (Laing, 1967) and the use
of one's own experience as a source of understanding (so-called sub-
Jective knowledge) is generally disparaged as unscientiflc (Reinharz,
1977). Creating an educational program based on experience, there-
fore, Is problematic, If the teacher does attempt to work with the
student on the level of experlience, then s/he |s entering the realm
of affective education (that form of education which deals with the
emotional 1ife), or moral education (concern with values). The .place

of these concerns |s questioned In today's Irstitutions of nigher
learning.

lronlcally, It Is possible for a teacher interested in exparien-
tisl education to opt elther for such close, Interpersonal involvement

Q . '35523




- -366~

with a student or its opposite ~ almost no contact at all. In the
latter case, the teacher merely arranges for the student to partici-
pate In settings in which educational demands will be exerted. Such
a teacher creates the opportunity for experiential education but con-
siders it the student's responsibility to transform the experience
into learning, l.e., to extract meaning from experience. Since the
direct form of experliential teaching requires much contact between
teacher and student, the ratio of students per teacher must be kept
small, As soon as the teacher trles to accomodate more students, a
hierarchy develops in which teachers supervise and train students to
serve as teachers to other students, etc. This arrangement requires
the development not only of skills in the area of experiential teach-
Ing, but also In training and supervision. In other words the hier-
archy leads to an elaboration of types of activities, all of which
need funding, evaluation, a system of reporting, etc. As the teacher
moves away from the direct experience of the student, s/he becomes an
administrator of a program.2 This phenomenon of movement away from
direct participation In the activity for which an organization exists,
to administering that activity Is characteristic of our bureaucratic
society. Success in accomplishing goals leads to promotion which
leads to an increase in administrative responsibiiities., But the
satisfactiorf one derives from administration are different from those
of teaching or the explication of experlence.

In addition, If students are competing for opportunities to
teach other students, a dilemma arises when making choices. Should
the siot go to the student-teacher who needs experience because s/he
Is weak, or to the student-teacher who has already proven her/himself?

Since the role of the teacher in an experiential education pro=
gram is ambiguous, it Is likely that the person filling that role will
question her/his identity and peer group. What is the reference group
of the teacher within an experiential education program? The answer
hinges on the context in which the program Is housed, and there are
many different options within unlversities. People who are respon-
sible for such a course or program wiil be more satisfied in their
work if they are morally supported. by others with whom they identify.
These reference groups give support in exchange for Investment in the
group. In my own case, we created a consortium of persons responsible
for experiential courses or programs on campus, This group called
P.L.A.N. (Placement Learning Apprenticeship Network) meets regularly
to strategize, share resources, and get feedback on concerns.

But since one's ldentity at a university stems from one's rela-
tion to academic units, the Issue of the reference group remains.
And here we run Into the problem that experiential education is met

250 1dman and Rappaport (1974) describe a structurally similar
Program at the University of I11inols in which ~iinical psychologists
are able to combine the administrazlon of a large bureaucracy of
service delivery with research and training,
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Ld]
not connected with any particular discipline. It Is not inherently .
tied to psychology, social work, law, etc., rather it is a way of
learning. From this point of view a university could be divided into
departments of classrooms, libraries, experiential education, etc.
But universities are primarily organized according to substance (what
we teach) rather than method (ﬁgg_we teach). Experiential education
Is deviant In a soclety which values specialization. My fantasy to
see every academlic department on campus develop an experientia} com-
ponent will remain a fantasy, although there are some signs of change
as facuity tire of conventlonal teaching formats. At the University
of Michigan we have the New England Literature Program in which stu-
dents examine that i{terature oy canoeing up and down the streams of
Mew England, attending town meetings, etc., and we have political
sclence courses which bulld on student participation In elections,
etc. But most academic departments disparage experiential education
because the traditional model of the teacher transmitting krowliedge
Is replaced by alternative roles for the teacher, untestable knowledge
acquisition on the part of the student, and a breakdown of distinction
between professionals and non-professionals.,

SOCIAL SERVICE AND SOCIAL CHANGE

Once a student Is Involved In a field setting and the newness of
his/her activities has worn off, s/he begins to question thelr impli-
cations. A student working In a mental hospital or a prison might
doubt whether a particular patient or inmate should be forced to re-
main in that setting, That student questions the fit between the
agency and a particular client. In other cases students question
whether the agency should exist at all or if it should be changed.

In some cases students observe agency staff behavior which is Improper
or inadequate. What perspective should the teacher take on the con-

clusions which the student draws? Should the student merely observe, °

discuss, and analyze these situations, or should they act on their
conclusions? Does a student have the obligation to abide by the rules
of a setting which has ralsed these problems, or can the student work
to change it? And what role does the teacher have In this ~ en- -
couragement, warning, partnership?

Does a setting which accepts students for educational purposes
have the right to expect the student not to disrupt it? But what
about the need for change that the student uncovers? These issues
should surface every semester, never to be truly resolved, The
dilemma of these questions for experi{ential education is helghtened
because the teacher Is responsible to the agency for the student's

-action even when there Is conflict between the student's and teacher's
attitudes as to the appropriate action. In my own program we have
struck a compromise on this conflict between the desire to provide
soclal service and the perception of a need for soclal change. We
ask those students who would }ike to be involved In social change to
select change-oriented settings, and those who select traditiona}
settings to not disrupt the status quo. This resolution is only
mildiy satisfactory. Like all conflicts, this one has led to factlon=
alism within the program - thers ars “the politicals' who advocate

T
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social'fﬁbnge and “'the conig?vhtlves" who wish to retain our entree
into the community.

. ‘ }

- Other students see additional probiems stemming from their par-
ticipation In*work settlngsffk{e., they fear that thelr student work
contributes to unemployment. But even those students who bellieve
we shouid terminate our ‘Involvement In conservative settings or those
in which we might be contributing to) unemployment are disturbed and
therefore torn by the realization that we would be denying service to
those who need It. The choice then must be made between short-range
service or long-range change. The question of which settings we
should work in is_ further complicated by the criterion of {ts poten-
tial contribution to the student's education. Not only should It
have a worthwhile objective, bg serving the appropriate clients,
not be generating unemployment,.etc., but it must have a clearly de-

. fined function and need for students, provide personnel for super-

vision, and have an opportunity for learning Issues of ,substance.
Agencles ‘or settings which are strong on certain criteria are weak on
others, e.g., thosé agenclies which could truly use student help are
frequently sufficiently understaffed so. that they cannot provide stu-
dents with adequate supervision.
£\

in this discussion of three problematic features of experiential
education - program definition, the role of the teacher, and the con~
flict between social service and social chai- - = we can ‘'see areas of
strain. Although this strain has its persona: costs it also provides
the arena for growth within the programs, as Individuals struggle with
the issuss and attempt to forge worksble, satisfying solutions. '
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ACADEMIC CREDIT AND VOLUNTEERISM: AN APPROACH IN THE LIBERAL ARTS
Joan Krueger Wadlow, University of Nebraska-Lincoln

One promising approach to awarding academic credit for volunteerism
involves interdiscipline.y team evaluation of individualized degre:
prograns., This is the procedure which has been developed by the Uni-
versit, Studies program in the College of Arts and Sciences at the
University of Nebraska-Lincoln. University Studies began five years
ago with a three-year grant from the Ford Foundation Venture Fund. The
program was designed to provide highly motivated (but not necessarily
honor) s dents with an alternate route to the baccalaureate degree. It
rapidly drew students who saw their volunteer wecrk to be an important
part of their college learning and who wished to apply thic experience
toward their degree requirements. Zonsequently, the interdisciplinary
team of facilt7 members administering University Studies evolved methcds
for evaluating volunteer work for credit which they consider to be
compatible with a liberel arts philosophy.

This paper describes the procedures for awarding credilethe
significance of motives and purposes for volunteer work, problems en-

countered, and current directions. Nine student cases are analyzed for
illustrative purposes.

ADMINISTRATION AND NATURE OF UNLIVERSITY STUDIES

University Studies is administered by an eight-member liberal sarts
faculty team known as Fellows. They represent all areas of the college
and currently include Fellows from English, chem’stry, geography, history,
political science, psychs .ogy, and physics. They work closely with other -
faculty members in and outside of the college. The Fellows are authorized. ~
by the faculty of the College of Arts and Sciences to establish a unique
set of degree requirements for each student gdmitted to the program. The
requirements normaily specified for baccalaureate degrees, including
distribution requirements do not necessarily have to be met by a student
in University Studies. 1In practice, mo.t students meet the requirements
and indeed have more than the total number of hours normally required
for degrees. There are cu.’re..tly about one hundred students in University
Studies including a number of returnins. adults.

RELATIONSHIP OF VOLUNTEERISM TO DEGREZE PROGRAMS

The initia. evaluation of volunteer work usually occurs when a
student seeks admission to the University Studies program. Students
seeking admissicn to the program present proposals which include bio-
graphical information, their academic record to date, a description of
edvcational and career objectives, if known, and a proposed list of
courses and projects including out-of-classroom work such as volunteer
service. Volunteerism, for purposes of this paper. is defined as any
nonclessroom activity designed to be of service to a larger community--
from serving agencies within the university community to serving institu-
tions and programs in the city, state and region. The entire faculty
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discusses and evaluates each proposal collectively in one of the weekly
staeff meetings.

This is the first stage of evaluating volunteer work fur credit. It
may ariSe as a re Jdt of a student request or it may be suggested by the
faculty. Often tudent will refer to previous volunteer work, propose
a specific futur. oroject, or ellude to hopes for incorporating some
type of volunteer activity in his/her degree program. At times a member
of the interdisciplireary faculty team will propose volunteer work,
particularly if it serves to integrate components of the student's degree
program. On occasion, the faculty will secure a specific volunteer
position for the student, and at other times the student will find work
on his own or else seek help from the Community Invoivement Service at the

University of Nebrasks-Lincoln which places several hundred student
volunteers yearly.

Once the decision has teen reached to include voluntary work on a
degree program, the student has two options: He or she may sign up for
a specified number and level of credit hours under the heading, University

Studies, or he or she may sign up for Independent Study in the department
of the faculty supervisor of the project.

EVALUATION PROCESS

Since che relationship of the volunteer work to the degree program
has already been established and ag~zed upon by a faculty team whose
various perspectives have been meshed, the evaluation process from this
point onwaré becomes relatively simple. The numver of volunteer hours
required of the student per credit hour is negotiable, depending upon
several variables, including the smount of academic work which accompanies
it. As a guideline, however. the faculty nas found to be useful the
formvla propused by CAEL, The Cvoperative Assessment of Experiential
Learning project, which suggests three hours of study in a week (in and
out of class) over a semester to one hour of credit for that semester.
[Nesbitt, 1975]. The faculty :lso reviewed similar formulas used by
liberal arts colleges in evaluseting for credit programs such as overseas
studies and other nonaccredited academic programs in this country.
Normally, students work much more than the CAEL formula proposes, but
this serves a&s a r’ n1imum standard and a guideline for students.

The types of learning to be eva.uated are classified into two
general categories, general and subject arec. The subject area. (poli-
tical science, English, history, etc.) is generally evaluated by a
faculty member from that erea, and the genersl learning is usually
evaluated by the specific advisor assigned to the student from the
interdisciplinary team administering University Studies. In cases where
the student has additional advisors outside 0" the facu'ty of University
Studies or other faculty supervisors for specific volunt.evr work, the
initial evaluation will be cdone by them. At timnes, the written documenta-
tion of{ volunteer work, as indicated in 7Table I, is circilated among the
entire facvlty of University Studies and to graduate stuaents for
reactions. In this way, the responsibility for assessing the learning
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experience rests with the faculty from several disciplines. This team
approach also helps the student identify areas needing strengthening so
that adjustments can be made in his/her degree program. The specific
types of evidence required for evaluation are described below.

One of the most difficult problems in evaluation arises in situations
wnere the student acquires competencies that do not match the content of
a specific college course. This presents problems for both students and
faculty. For the student, it is often a question of hot knowing what sort
of learning he/she is actually acquiring; for the faculty of University
Studies, it is a question of deciding what type of learning constitutes
the general education every liberal arts student ought to be getting
irrespective of the major emphasis of the .2gree program. The initial
approacn of the faculty of University Studies was to find a way to
provide guidelines to students about whet sort of learning they were
acquiring. For this, the faculty reviewed and excerpted materials produded
by CAEL fForrest, 1975 and Nesbitt, 1975]. One<peage descriptions contain-
ing guidelines for students end guidelines for faculty were prepared.

As more students engaged in all types of experiential learning
through University Studies programs, the faculty had to face the issue
of describing the expectations of the liberal arts graduate in terms of
general education, that is, outcome. Recently, the University of
Nebraska-Lincoln through the University Studies faculty Became a parti-
cipating institution in the long-term project called COMP, the College
Outcome Measures Project, organized by the Lmerican College Testing
program (ACT). This project is attempting to develop measurement devices
and procedures to assess general education knowledge and skills. An
initial step was the definition and agreement by the ten participating
educational institutions and systems and ACT on the outcomes expected of
a liberal arts graduate. The faculty of University Studies reviewed and
contributed to the list of six outcgmes whick include the areas of
communication, solving problems, clarifying values, functioning within
social institutions, using =science and technology, and using art. (A
full list of subheadings for each outcome is provided in Appendix A).
These outcomes can now b: used by the faculty of University Studies in
reviewing and evaluating the volunteer work of thne students. An oppor-
tunity has also been provided students in University Studies to partici-
pate in the spring, 1977, field testing of assessment tests covering these
areas. The results of these will be used to help the faculty of University
Studies determine their usefulness in future evaluation of the general
learning components of students' volunteer work.

With the agreement by the faculty team on general outcomes-and with &
potential method for assessing these outcomes, it is possible the faculty
will be in a posi%ion to respond to a new and growing category of student
requests, namely that of acquiring credit for volunteer work prior to
becoming a student in the program. This pertsins especially to returning
adults. To date, previous volunteer work has generally been viewed as
en asgset to a student's educaticnal program but academic credit has not
been awarded. The faculty has acknowledged that the volunteer work may
have provided either general or subject area competencies and at times
has not required specific course work which presumably would duplicate
this learning.
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ANALYSIS OF CASES

The nine cases selected for analysis represent the wide variety of
volunteer work on student programs. Several involve chisiren; and the
others include work with the handicapped, foster percnts, Tndians, &
labor union, a free university, a rural affairs center, and an historical
society. Table I outli.es the activities of the students' work, lists
the general and subject areas in which learning was acquired, and the
nature of evidence presented for evaluation purposes. The cases as a
whole provide illustrations of all of the procedures of evaluation and
evidence used so far by the faculty of University Studies. :

Table I about here

The amount of credit awarded for the volunteer work listed in
Table I ranges from three to six semester hours in most cases tc a
meximum of thirty in case number 8 (Working with Handicapped). Although
the faculty has not established e rigid upper limit on the amouht of
credit from volunteer work which a student may apply on his/her degree
program, the general guideline approved ir the fall of 1976 for all
experiential education was that the amount should not exceed the equiva-
lent of one year's work, that is thirty hours. Exceptions will be made,
and have been, in order to maintain consistency with the general philo-
sophy of University Studies, that is, individualized degree programs.
In the instance cited in the table, nearly all of the volunteer work was
combined with a traditional research effort resulting in a lengthy research
paper read & ' graded as other research papers would be.

The methods of evaluation in all instances include a conference with
a faculty advisor(s). If the faculty advisor(s) are not members of the
faculty of University Studies, usually a conference is held between the
immediate supervisor and a representative of the University Studies
faculty. In instances where the volunteer work has produced published
material or agency reports (the student working with the Native American
Rights Fund, free university, the Center for World Affairs, for example),
it was read by the advisor and the faculty of University Studies. The
grade is assigned by the immediate supervisor and often it is on a Pass/
Fail basis, as some faculty members prefer.

Although on-site visitation is listed in only one case, free
university, this is becoming more frequent for students who are working
part time in "human service" agencies. Although some studies stress the
importance of this type of evaluation, in general the faculty of JUni-
versity Studies has not found this to be essential, nor indeed especially
helpful. The personal conferences with the students and written mater-
iels have, in fact, beer the most useful eveluation procedures.

There is one case in Table T (number n#--Childrens Work) which did
not result in academic credit. It is included in this analysis along
with en identification ¢f the potential general and subject areas of
learning as an iliustration of the type of volunteer work which is used
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by the faculty team in planning the degree program. In this case, the
student simply wanted to learn to interact with children. The volunteer
work would be evaluated by the faculty from the standpoint of identifying
specific courses in child development which would be helpful to the
student, or indeed to indicate ones which the student should bypass. In
the future, students who engage in volunteer work without requesting
credit for their degree programs may nevertheless wish to take the
assessment tests in order to identify strong and week points in their
learning process.

At times there may be some variation in the evaluation process stem-
ming from the motives the student has for engaging in volunteer work.
For example, if the student is trying to identify career interests
(nuber 5--Children's Recreation) or simply trying to broaden his/her
general educaticr, such as studying aspects of the community (number 4--
Children's Work--Recreation and Probation), a self evaiuation and general
report of the activities along with the conference may be sufficient to
determine whether the expected learning has been acquired. If, on the
other hand, the volunteer work is in preparation for graduate work or a
career in a specific area, then the evalustion without exception recuires
detailed records (journals) and/or research papers and/or close super-
vision, including perhaps on-site visits as well as conferences. It should
be noted that the cases described in Table I include both on and off
campus volunteer work and there is no variation in the evaluation process.

GENERAL OBSERVATIONS

The success of a program which has been offered for five years only
is hard to measure, anc to sort out the value of volunteer work is even
more challenging. However, there is some favorable evidence. In 1975
when the program of University Studies was evalueted by the entire
faculty of the College of Arts and Sciences before permanently f#ncor-
porating it into the curriculum, a survey showed that all graduates to
date were employed or in graduate or professional schools of their choice.
Some of these had engaged in volunteer work prior to graduation. A
nurber of studente who have workeéd in volunteer agencies have been asked
to stay on for further volunteer work, been offered salaried Jjobs, or
else were sought out by other agencies who have become aware of them.
This includes five of the cases analyzed in Table I. Students themselves
have encouraged other students to incorporate volunteer work on their
degree programs. The most useful indicator of success of volunteer work,
however, is to be found in the evaluation process itself, the students?®
own self evaluaticn and in particular the student-advisor conferences.
Just as faculty members can discern the merit of student work as they
hold conferences while supervising undergraduate or graduate theses, SO
can they discern value in all experiential education evaluation, including
volunteerism. This is what sustains the endorsement of the faculty of
the University Studies of volunteerism, and this is what dispelled
initlal doubts about the workth of awarding academic credit for this type
of activity. Nevertheless, the faculty, hoping to reinforce their
impressionistic evidence, is now planning to contact students five years
after graduation to solicit their impressions of the value of their
volunteer work,
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Whatever success this brogfam has encountered witi. respect to
volunteer work for credit, the faculty stresses the following two
characteristics: 3Interdisciplinary team advising and individualized
degree progrems. The face-to-face contact by the facdlty to engage in
a frank exchange of views on each student's program and projects has
time and again produced specific modificaticnis designed to strengthen the
program. Indeed, at times a progran prepared by a student in close
consultation with one faculty member has proved to be unsatisfactory
until changes reflecting the perspectives of different disciplines were

. incorporated. Indeed, it appears to pe the interdisciplinary team
advising aspect which assures students of cohesive, integrated programs
which are defensible before an entire faculty of liberal arts. Interest-
inZly enough, these features considered by the faculty of University
Studies to be so crucial do not receive attention in the reports of
tentative findings by researchers who are attempting to identify the
characteristics of successful programs [Egperiential Education, 19771.

It may also be worth noting that the faculty of University Studies, in
dealing with credit for volunteerism and other types of experiential
education, initially began before the era of declining enrollments. They
did not act under pressure from or in response to declining enrollments,
as some reports suggest [Anderson, 1976]. This enabled them to move
slowly, experimenting &nd revising s experience suggested.

Some general needs with respect to volunteerism and academic credit
nave been identified by the faculty of University Studies; these are not
yet met satisfactorily. For some students there is inadequate prepara-
tion for their volunteer role. This preparation might conceivably be met
in an acedemic c.assroom, but it is possible that it might be more
appropriately met by professional volunteer administrators or by non-
acaderic services on campuses. This is an area worth exploring; self
evaluations of student vilunteers suggest that more preparation would be
helpful ia their wcrk. Alsc, as the number of student voiunteers in-
creases, the problem of coordination on campus and between the campus and
commun.ty may become serious. t is worth overccming however, from two
perspectives at least. 1In the first pliace, the awarding of credit for
volunteer work increases the "outward forms' of recognition of the value
of volunteerism, an objective sought.by some professional volunteer
edministrators [Katz, 1976]. But more importantly, no problem of this
type should be permitted to reduce the opportunities for students to
incorporate volunteer work on their degree programs since i clearly
enhances many areas of students' competencies.

REFERENCES

Anderson, Hancy, "Credit for Volunteering Skills," Jun®or League Review
(September, 1275), T-8.

Fcrrest, Aubrey, A Student Hendbook on Preparing a Portfolio for the
Assessment of Prior Experiential Learning. CAEL Working Paper No. 7.
Princeton, W.H.: Educational Testing Service, 1975.

Xatz, Millie, "Profecsionaiization of Volunteer Administration,"
Volunteer Administration, vol. 9 (Winter, 1976), 1-3.

—— e —— e M — e —— -



-377-

Nesbitt, Hadley, A Student Guide to Learning Through College-Sponsored
Work Experience. CAEL VWorking Paper No. 9, Princeton, N.J.: Educational
Testing Service, 1975.

"Remearch and Evaluation,” Experiential Education, vol. 2
(March-April, 1977}, 3-7.




Activities, Learning, Evidence in Selected Cases

Learning:
Genezral &
Subject Area

TABLE I

Volunteer Activities

Evidence

1.

General:
*COMP
I1.A-D

II
II.A-D,F,G

III

III.A-F
iv
IV.A,C,E

Subjects:
Indian Studies
Criminal
Justice
Sociology
Speech
Communication
History
Political
Science
English

Genersal:
coMp

I.A-D
II
1I.A-D,F
v
iv.C
VI

*

o see Appendix %A

Native American Rights Fund

&. development, funding, imple-
mentation of all-Indian
correctional
- helping prepare legal case
for inmates

- helping prepare feasibility
study on tribally controlled
community corrections center

- talks at comunity meetings

- analysis of meetings; pre-
paration of resulting
questions and tentative
answers

b. helping prison inze*.>s reach
out-of-court setile «nt on
issues including rignt to:

- wear long hair

- bring in traditional Indian
spiritual leaders

- develop Indian stir.ies
program

Coordinator, Free University

-recruiting volunteer students,
faculty

-assessing local problems

-searching experience of other
schools for solutions to
problems

-nationel conference

-public talks with slide
presentation

1. Preparation

of dossier
on a1l NARF
activities
with narra-
tive, memos,
letters

2. Court Order
3. Conference

with faculsy
advisors

Submission of

dossier with
narrative,
Journal,
samples of
materials
published,
memos, letters,
office instruc-
tions

2. Conference with

faculty advi-
sors

ror descriptions ~f general learning areas as identified in COMP project,
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Subject Ares
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Volunteer Activiti.ies

Evidence

Subjects:
Journalism
English
Speech

Comuunications

Genersal:
COMP
1
I.C-F
11
I1I
11i.C
iv

Subject:
History

General:
coMp
I
1.B
II
I1.4,B
1I1
II1.C
Iv
wv.c

SubJects:
Psychology
Criminal

Justice
Educationeal

Psychology

Educaticn

-organizing administrative pro-
cedures and directing personnel,
office

-constructing and administering
evaluation instrument

~-preparation of publications
including course description
booklet

State Historical Society

~-processing manuscripts

-researching paper of various
individuals

-searching public records of
churches and soil and water
conservaticon agencies -

-searching obituaries for
constructing family histories

4. Children's Work

a. recreational aid for City Park
and Recreation Department
-after school and summer

recreation activities for
7-13 year olds
-staff meetings to plan
organized activities in
bowling, swirming contests,
field days, parties

b. VIP--Volunteers in Probation,
City Juvenile Department
-tutoring
-attending seminars to learn

to handle situations such es
runaway children

&
w
a

1.

2.

On site visit
by faculty
advisor

Report from
supervisor

Conferencée with

faculty ¢
- supervisor
Review by
faculty
advisor of
sampling of
work

Self evalua-
tion report

Conference with

feculty
advisor
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Volunteer Activities

Evidence

General:
coMmp
Iv

IV.A

SubJects:
Psychology
Recreation

5. Chilédren's Recreation
-talking, playing with 3 children

during 1 semester, 3-U4 times
veekly

€. Liaison Between County Welfare Department and
Chapter of Foster and Adoptive Parents

General:
COMP_
I
I.A-D
iI
II.A-C
I1I
Iv
IV.A-C,E

Subjects:
English
Speech

Communications

Sociology
Political
Science

General:
CoMpP
I
I1.A-F

Subjects:
English
Economics
Agricultural

Economrics

7.

-speaking to prospective
foster parents

-securing help from Junior League
to support a foster parent/”'\
educetion progran \
-dissemination of informetion o&\
other programs

-national conference

-lobbying, Nebraska Legislature

Center f{or Rural Affairs

-research on land tenure study
-helping prepare report, 'Large
Farm Units, Corporate Farms and
Farm Manasgement in Northesst
Nebraska: An Inventory"

1. Report on
activities

2. Conference
with faculty
advisor

1. Report on
activities

2. Conference
with faculty edvis

3. Text of
speeches

1. Report on
activities

2. Submission of
land tenure
study

3. Conference
with faculty
advisor

L, Supervisor's
letter
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Learning:
General & 2
Sublect Area Volunteer Activities Evidence
8. Working with Handicapped i
General: a. 6-weeks swimming instruction 1. Formal
COMP -teaching volunteers research
I -counseling volunteers papers for
I.A-F b. reyiving rad chairing Lincoln each
II Youth As'.ociation for Retarded project
III -supervising 20 volunteers
Iv -promotional talks 2. Confererce
c. supervised apartment leader, with faculty
Subjects: on semester
English -living with 3 retarded adults 3. Reports from
Physical ~developing and running supervisors
_Education effective life skills program as appro-
Recreation for edults priate
Educationsal d. ll-week program of coaching
Psychology mentally retarded athletes in
Special grade school
Education e. staff assistant in city recreea-
Speech tion programs for exceptional
Communications children
-constructed and conducted
12-week evaluation project
. 10-day cemp for mentelly and
physically handicapped
~planning camp
-supervising camp
—conducting 3-day *training
session for volunteers
g. assistant director, 6-week dey

camp for mentally and

physically handicepped
children

~directing 2-day orientation
for volunteers

~supervising volunteers

~conducting behavior counts on
counselor~camper interactions
in progrem evaluation

e
%p
I
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General &
Subject Area
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Vclunbeer Activities

Evidence

General:
coMp
I
I.A-D
II
I1.A-F,C
I1I

Subjects:
Speech .
Communications
e Political
Science
History
Management

9. Labor Union

. serving as store steward

-explaining contracts
-resolving problems in
contract. requirements

. participating in contract

negotiations

-assisliing in initial nege-
tiations:

-helping present contract to
workers

1. Supervisor's
letter

no

Report anfl
evaluation
of activi-
ties

3. Conference
with faculty
supervisor




Appendix A

General Education Outcomes Jdentified by COMP

The following six outcomes have been identified by participants in
COMP, the College Outcome Measures Project to be certain results to be
expected from the general education components of a liberal arts degree.*
COMP is orgenized by the American College Testing program (ACT) and
includes 10 participating educational institutions and systems including
the University of Nebraska-Lincoln.

1. Communicating--Can send and receive informetion in a variety of
modes (written, graphric, oral, numeric, and symbolic), within a
variety of settings (one-to-one, in small and large groups), and for
a variety of purposes (for example, to inform, %o understand, to
persuade, and to analyze).

A. Can receive information from oral presentations, media presen-
tations, and nonverbal cues.

B. Can serd information via speech, media, and nonverbal presenta-
tions.

C. Can receive information from written materials.

D. Can send information using written materials.

E. Can receive information from numeric and graphic representations.

F. Can send information using numeric and graphic representations.
II. Solving Problems--Can anelyze a variety of probléms (for example,

scientific, social, personal); select or create solutions to pro-
blems; and implement solutions.

A. Can identify and define problems (objectives and constraining
. factors, .

B. Can select approaches to solve problems. 4

C. Can generate possible solutions, hypotheses, or testable propo-
sitions.

D. Can collect various forms of information ("data") regarding
- proposed solutions with respect to a problem snd its constraints.

E. Can determine the logical consistency among the information _
obtained, the problem as defined, and the hypctheses or solutions
proposed.

F. Can determine the solution to be implemented.

*Excerpts from the March, 1977 Progress Report of the College Outcome
Measures Project (COMP) preparad by Aubrey Forrest, Director.

Q -383-




-

[
(]
.

Iv.

-384-

.

G. Can propose or select procedures to evaluate {"confirm" tne

appropriateness of) the solution chosen for implementation.
H. Can evaluate the process by which a problem was "solved."

Clarifying Values-~Can identify one's personal values and the personal

values of other individuals, understand how personal values develop,
and analyze the implications of decisions made on the basis of
personally held values.

A. Can identify the major values, and issues usually faced, in
daily adult life in one's own and other cultures.,

B. Can assess a set of values for internal consistency.

C. Can identify the major influences in the deveiopment of values in
individuals. ‘

D. Can analyze rationales for value choices.
E. Can infer personal values from behavior.

F. Can analyze the implications of decisions made on the basis cf
values.

Functioning within Social Institutions--Can identify those activities

and institutions which constitute the social aspects of a culture
(for example, governmental and economic systems, religion, marital
and familial institutioms, employmed%, end civic volunteer and
recreational organizations); understand the impact that social in-
stitutions have on individuals in a culture; analyze one's own and
others' personal functioning within social institutions.

A. Can identify those activities and institutions which constitute
the sceial aspects of a culture.

B. Can describe the structures and functions that underlie social
institutions.

C. Can explain the reciprocal relationship between social institu-~
tions and individuals.

D. Can explain the principles of the development and change of
social institutions.

E. Can explain the implicit and explicit restraints and freedoms
within the social institut:ons, and can predict how degree of

involvement places one in a conflicting or compatible state.

Using Science and Technology-~-Can identify those activities and pro-

ducts which constitute the scientif’c/technological aspects of a
culture (for example, transportation, housing, energy, processed
food, clothing, healtn maintenance, entertainment and recreation,
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wood-altering, national defense, commsunication, end datae processing);
understand the impact of such activities and products or. the indi-
viduals and the physical envircnment in a culture; analyze the uses
of technological products in a culture and one's personal use of such
products.

A. Can identify those activities and products which constitute the
scientific/technological aspects of a culture.

B. Cen describe scientific concepts, laws or principles that unde -
lie scientific/technological activities sand products.

C. Can exyxlain the impact of *echnology on the natural (physical and
biological) environment in which it occurs.

D. Can explain the impact of tzchnology on the individual and her/
his culture.

E. Can predict the consequences of the introduction of technology
into a culture, including considerations of the scientific
principles involved and of the environmental and cultural impacts
of the technique.

Using Art—--Can identify those activitiec and products which consti-
tute the artistic aspects of a culture (for example, graphic art,
music, drama, literature, dance, sculpture, film, architecture);
understand the iapact that a~ , in its various forms, has on indivi-
duals in a cultiwre; esnalyze uses of works of art within a culture and
one's personal use of art.

L. Can identify those e=2tivities and products which constitute the
artistic /humanistic aspects <f a culture.

B. Can describe the eleuments (e.g., sensory, compositional, .x-
pressive, and substantive) thst constitute arvistic/humanistic
activities and products.

C. Can explain the impact of artistic/human.,tic expressions on
individuals.

D. Can explain the Jevelopment of aesthetic awareness and theory
from a numter of perspectives.

E. Given the characteristics of a culture, caa judge which of seversl
artistic/humanistic expressicns would be most congruent with
those characteristics.




THE IMPORTANCE OF COLLEGE VOLUNTEER PROGRAMS

Bob McDonnell, Madison House

. For years now, at least since the early sixties, educators and
administrators around the country have struggled to understand and
provide acceptable rationale for college voluanteer programs. In argu-
wents against such programs, faculty have sometimes claimed that volun-—
teer activities are "not academic enough"; frequently faculty have
been stingy with credit. Administratois have complained sbout the
expense of volunteer programs and the university's lack of resources.
What resources are available, administrators have claimed, must be
directed toward the classrcom, the real business of the university.

To counter the resistance of faculty and admif.istration, as well as
to answer the criticisms of other observors, promoters of student volunteer
programs have conjured up a variety of justifications. One of the earliest
was that volunteer programs represent a necessary diversion. Studeuts
are idealistic, =ltrulstic, they need a program to answer their dreams
and burn out their passions before they get down to the real business of
that grand old cliche of "working through the system."

The argument that volunteerism is e diversion proved limited,
especial., in light of the various successes that student programs
ashieved around the country in the early and mid-sixties. Student volun-
teers made progress ir the fields of civil rights, politics, and poverty.
They also mounted serious chcllenges to the character and structure
of the university itself. Relevance became t..e watchword on campuses
around the country. University officials were besieged by complaints
that too many courses were required and that too many courses were
useless in the "real" world.

By the close of the sixties, institutions lucky enough to poseess
functioning volunteer programs found themselves bragging to alumni (and
anyone else who would listen) thai their students were "constiuctive
and not destructive.” Struggling programs now found themselves the
recipients of much more university cooperation. Publicity and funding
were easier to obtain as administrators began to show interest in community

ctivities. Academic credit becar:. available. Institutions withou.
volunteer scivice programs found themselves scrambling to establish them.

Lately we find oursalves more than half-way through the more somber
geventies. Gone are the great moral crusades and, in some cases, even
the students; enrollment is falling at many schools. Students are "gerious"
and career-oriented once again. Relevance, strangely enough, has traas-
formed itself to mean professional relevance: how will this course or this
activity make me more marketable to a professional school or a profession?
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College volunteer programs are now widely rationalized as a means
of refining the student's resume, as a chance to gain valuable pre-
professional training or job experience.

All of these arguments for the worthiness of the college volunteer
program possess merit. College volunteerism is a diversion, a break
from the academic routine; 1t does deliver needed social services in
some communities and make possible some real, if limited, social change;
and it does provide its volunteers with valuable job experience. Un-
fortunately, all of these justifications, while possessing merit, are
too limited. Frankly, it is my belier that the involvement of an educa-
tional institution with a volunteer prozram does not need to be justified
or rationalized. Thoughtful examination of the role of a umiversity
and the role of a volunteer program will reveal that the two blend
homogeneously with each other and with the essence of Education and
Learning.

It is the misfeortune of many American schools that they have muddied
their high ideals and lost sight of the real function they can serve in
society---that of truly educating, and not merely training, the society's
individuals. As early as 1968, T.R. McConnell, writing in Educationai
Record, complained that "many institutions that called themselves _iberal
arts colleges had lcst a distinctive character, and, in fact, had zeased
to be liberal arts coileges by making all sorts of concessions to voca-
tionalism."” More recently, University of Virginia prefessor Koger Shattuck,
writing in a weekly student publication, addressed the problem directly.
Shattuck noted that the typical undergraduate university education is
either over-organized or completely unorganized. Students are unaware
of the real meaning and potential of a true education, and this is the
fault of the educator as much as anyone.

The mosc. valuable elements of a college education take place
far fr.oo the classroom, in private discussions and meditations,
on long hikes and bike rides, in writing poetry and reading

a book no one assigned. Ideally a university sucuid continue
to serve its purpose effectively even if coursss are susgended
for weeks, for the essential activities are still go‘ug on.
There is no advice I know of to give students iz order to
create thzt essential intellectual subculture. But let us all
try to remember its importance.

It is my argument that s well-organized, purposeful college volunteer
program can be the crucible wherzin the individual student's "essential
intellectual subcultures"” is formed o~ partly formed.

Madison House, organized in 1969 at the University of Virginia, is
a couglomeration of 14 volunteer community service programs. All of
Madison House's programs are student staffed and directed. Each year,
for the past seven years, more than 1000 volunteers, nearlv all of them
university students, have donated their time to community service through
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one or another of these programs. Few of these student volunteers

have ever received academic credit for their efforts. They have, however,
learned a lot. A look at a few of the Madison House programs will
provide a response to the question "How is volunteer service an
educational experience?"

One program at Madison House, the Charlottesville Housing Im-
provement Program (CHIP), concerns itself with the repair or complete
renovation of substandard housing that is owned and occupied by
poverty~level or near poverty-level families. This program had its
start as an emergency clean-up project in the wake of disastrous
Hurricane Camille in 1969, '"Emergency Clean-up', however, proved to
be too narrow and short-term a goal for the students who had organized
this effort. Soon the program was cleaning and painting numerous
area homes which had not been touched by the storm, but were in need
of repair. Volunteers began making their first fruitful experiments
with roof repair, porch repzir and winterization. By 1974, these
extensive, but largely "cosmetic' efforts had proven too narrow; CHIP
had developed to the point where it was prepared to become an incorporated,
non-profit contracting firm.

Since 1974, CHIP has been exclusively engaged in the renovation of
substandard and condemned housing. Last year 65 area homes were totally
renovated (total renovation) usually including a new roof, extensive
interior repair, new plumbing and electrical systems, etc.). Relying
on a labor force composec largely of volunteers, CHIP accomplished the
work for one-half the cormercial price.

But what has all this to do with education? A lot. The thing to
remember is tha:i CHIP was begun and developed by student volunteers.
Several of these students, long since graduated, now administer CHIP
on a full-time basis. CHIP's current director earned his B.A. in
Sociology and M.A. in City Planning while servirgz as a volunteer; a
one-time volunteer job has become a career. Even more important is
the fact that student volunteers still pass through the ranks of CHIP
and still, on a daily or veekly or monthly basis, confront .™e character-
istics of the CHIP world. Along the way they confront the . own persunal
qualities, their yearnings and fears, as they interact with that world.

View practically or vocationally, the CHIP volunteer reaps several
benefits from his or her experience. Architecture students can shore up
the theory they have received from lectures with some 'get your hands
dirty" in the field experience; sociology students experience the real
meaning of the bureaucratic jargon "poverty level"; psychology students
come to know first hand the effects of racism and poverty on an individual's
11fe; commerce students gain some insight into the csuwplications of supplying,
coordinating and financing a small ccnstruction firm; literature students,
because of CHIP's southern, small town, rural setting may realize a pro-
found understanding of the work of Faulkner, Wolfe, or O'Connor.

But there is much more than a practical or vocational viewpoint
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to consider when one examines the volunteer's experience in CHIP.
An afternoon spent with CHIP is z confrontation with one's individusl
values and with the values of society. In every CHIP project, the
family which owns the house undergoing renovation participates in
the rebuilding. Work with CHIP is more than a confrontation with
rotten lumber, hammer and nails, bruised hands and sore muscles.
Wwhile working on a CHIP house, the sons ind daughters of th~» middle
class who form CHIP's volunteer corps come to know a family totally
unlike their own. They learn how these families cope with low
income, lack of education, and a society which often discriminates
against them socially, racially, educationally, economicaliy, and
culturally. Even worse, society may just ignore them.

Volunteers with CHIP come in contact with a world that has little
to dc with their own background and values. Consequently, 2 Season
in the field with CHIP can easily lead to a reassessment of one's own
values and background. CHIP may not change what one thinks or
believes, it may not change the style in which one lives, but 1t
certainly makes a volunteer think about these things. It makes one
realize that there are many, many lives in this world that are lived
quite differently from one's own. To acquire a perception of that
sort 1s to acquire an education.

A second Madison House program, which has a history much like
CHIP's, is the Consumer Ianformation Service (CIS). CiS began in the
early seventies as the project of a handful of law students. At 1its
beginning the program consisted of one telephone over which volunteers
received calls from consumers and offered assistance. Today the program
has grown to a group of seventy volunteers who are organized into three
divisions: the "Action Line' receives consumer complaints and requests
fer informatior; the "Troub.e$hooter" Staff researches, writes and
publishes a local consumer newsletter; and an informat?’on Division main-
tains a library and carries out in-depth research projects such as the
fall 1975 "Area Banking Survey."

The Consumer world is vastly different from the world of CHIP.
But here too volunteers must confront a myriad of problems. Through
several vears of volunteer experience, the student directors of CIS
have learned the meaning of leadership and management; they have
shown the initiative recessary to take the program in new directionms,
and they have executed decisions in order to make those new directions
a reality. Volunteers have dealt with a wide variety of people---
tank presidents, small merchants, suburban housewives, welfare recipients,
schocl children, large chain-store merchants, mail order firms, chamber
of commerce officials, attorneys, and in one case a cattle rustler.
These volunteers' most pressing challenge has been that of professionalism.
The daily business of a consumer agency takes it right tc the heart of
the marketplace: the transfer of money in return for goods and services.
Each program activity, whether is be an individual ccomplaint, a request
for information on a product or firm, a small-scale price survey, or
an in-depth research report, has a dollar and cents effect on a number
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of individuals in the community. The program demands disciplined
performance in research, writing, and oral communication. The
volunteers are not working in a laboratory situation. Assignments
cannot be rewritten. Mistakes cause confusion, anger, and distrust.
Success contributes to an improved atmosphere throughout the
community. The volunteer, whether a commerce, psychology, journalism,
or pre-law major, will find numerous conrections between his community
service work and his academic pursuits.

One of the more traditional Madison House programs, traditional
in the sense that most people take it for granted that student volunteers
can to some degree perform the function, is tutoring. At Madison House
the tutoring program began in the same manner that many grassroots
volunteer movements, especially student movements, began, as a re-
sponse to a visible lo--1 need.

Tutoring at Madison House has gone through several phases. One
year the volunteers conducted a survey and discovered that the average
tutee raised his or her grade one level after a year of assistance from
a tutoring volunteer. In other years, the vclunteers because of
poor coordination or an ebb in interest have failed to demonstrate the
<ffectiveness of their program. Nevertheless, they have been out in
the local schools tutoring. Today the program involves about 150
volunteers who tutor in ten local schools. Volunteers participate
in special enrichment programs, assist teachers in the classroom, and
deal one-to-one with many young students. Co-directors of this year's
program, both third year university students, have instituted a number
of policies which will provide a detailed veiw of the program by year's
end. Each volunteer is required to maintain a journal that details
the tutoring experience. Each tutor is asked to record in as much
detail as pussible what skill each sessien covers, what prol:lems the
student is experiencing, examples of the tutee's work and a plan vf each
upcoming lesson.

The journal accomplishes many tasks for the individual volunteer
and the entire program. By encouraging each volunteer to articulate
and write down the tutee's learning problem, the program is z2ble to
set goals and guide the tutorial sessions in a specific direction.

The process also encourages volunteers to think ahead; volunteers don't

ad 1ib a lesson. Copies of the journal are left with the schcol and

the program office. This way the tutor knows what progress has been

made, and Madison House and the school know what services have been
provided. Communications are increased so that any volunteer with a
problem can be lent advice and assistance. The journals also represent

a growing resource file of successful lesson plans and tutoria! techniques
that futur wvolunteers can learn from and use.

The benefits that a volunteer can receive from his own service
as a tutor are substantial. The volunteer expresses his om thoughts
and implements them in a real-life situation as opposed to a laboratory
or an excrcise book. As one Madison House tutor remarked: ''The most
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important thing for me was the process of re-examining subject matter
that I had learned long ago and atvemptinz to communicate that know-
ledge to another person." This volunteer learned a lot about learning---
and thinking---and knowledge itself.

Watching and being able to work with programs like CHIP, CIS, and
Tutoring is the most satisfying experience for a volunteer administrator.
The small full-time staff at Madison House has constantly been amazed
by the talent and ability of its student volunteer directors. To be
fair, however, there is another side to Madison House and to any other
student volunteer program that I have ever come across---the failure
side. To be an effective, useful experience to both the people served
and the volunteer, the student volunteer program must not only be well
intentioned, it must be well-organized, attentively supervised, and
securely financed. Unfortunately, the ingredients for succaess——-solid
organization, well developed goals, and consistent execution have not
always been present at Madison House or in many other programs. As
Norman Manasa pointed out in an article on student volunteeis '"the
typical college volunteer program is like a bright red apple with a
rotten core (you don't know something is wrong until you bite into ic. )"
When the rot sets in, student volunteer programs become open to charges
of ripping off the community---the students are learning, although not
delivering any service. In effect the students are using the people
in the community as guinea pigs.

More than one Madison House program has gone through a period of
such uselessness. For various reasons, at different times, some of
the volunteer directors have become lackadaisical and irresponsible.
Volunteers have been placed in community service positions with little
screening and almost no supervision or feedback. The staff has allowed
these conditions on occasion to persist too long. To correct the
problem it has sometimes become necessary to gently remove a voiunteer
p ogram director or ask an individual volunteer to leave the program.
A unknown but too great a number of volunteers have faded away from
thei; commitment because of poor organization and lack of contact with
sound direction. Others have done a bad job.

vYolunteer administrators and educators who are associated with
or contemplating association with a volunteer program should keep in
mind the following: rather than have a bad volunteer, it is better to
have no volunteer; rather than have a bad volunteer program it is
better to nave no volunteer program. Often a volunteer is as highly
dedicated and mr-ivated as a professional worker; sometimes he is
even as well tr. i. However, when problzms occur, when program
manugement or in. .dual motivation break down, it is the paid worker
who has the inspiration of a paycheck to fal! back upon. The volunteer
does not. He may have guilt feelings, but often they are easily over-
come. And 1t is easy to rationatized the volunteer experience away
in terms of inconvealence and other cormitments; the volunteer experi-
ence will wait until tomorrow. To be effective and to enjoy his
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experience, the volunteer must be committed. The volunteer must also
receive consistent support that is always available. He needs clear
tasks and well-defined goals. He needs to be able to know that his
freely given time is beneficial to someone other than himself.

The volunteer, to be a good volunteer, must be prepared for the
task he is about to assume. This is not to say that the untrained,
or unoriented volunteer is not going to learn a lot. On the contrary,
his volunteer service will be packed with education. Unfortunately,
he will be so busy learning that he won't have the time or the composure
to provide any service. We find ourselves hearing again the assertions
of "rip-off" and "guinea pig." The volunteer in this situation, usually
not because of any fault of his own, is a "one way volunteer." He
is delivering nothing while taking from the community. The good volun-
teer, the effective volunteer, is the "two way volunteer': he gives
as he learns and he learns as he gives. As Manasa noted in his essay

&

...he must be willing to admit to himself his own ignorance.
He must, in some way, believe that the person whom he has
cnosen to i.elp has something to teach him which he does not
already know, and this something, whether it be about life
or himself or another person, is vital to his own existence
and which he therefore must learn. Somebod, from a univer-
sity working in the community, for example, must acknowledge
that he is there not only to give, but to receive as well;
to learn as well as to teach.

College volunteerism can be an e¢ffective learning tool. But it does not
take place #n the thin air of the ivery tower or the aniseptic confines
of the laboratory. Volunteer experience takes place in tae teeming,
muddy waters of the community pond. Every rock thrown makes waves. Real
ones.

At Madison House we are a long way from perfect, especially in
the area of effectively training our volunteers. But we do insist that
every program provide some sort of orientation: Big Brothers and Sisters
are interviewed and given the chance to seek prcfessional counseling
as well as peer group rap sessions. Head Start tutors are accompanied
on their firsc visit to z family's home by one of the program directors; .
monthly meetings provide a chance for feedback. Consumer volunteers
listen to tapes of hypotherical cases and requests for information before
actually working on the telenhone; past cases, a volunteer handbook, and
a consumer l!brary are available for study. Training, feedback and
evaluation ar: critical to the success of any program. At Madison House
we consider improvem. 't in this category one of our hignest priorities.

The staff at Madison House provides support and advice to the variouis
student program directors, and through them to the individual vol:ntee:s.
Tinancial matters, publicity, recruitment, recordkeeping, and clerical
work are centralized by a small paid staff that over the years has f luctuated
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from three to five. <Centralization of these chores allows for maximum
use of limited resources, cuts down on duplication, improves communica-
tions, and most importantly allows the volunteers to concentrate on

the most interesting and educational part of their work-—-the human side.

Today we live in an academic world polluted by careerism. if a
student 1is not pre-med, then he's pre-law. The college years are not
life for many students, they are pre-~life. The college degree is a
steppingstone to professional or graduate school or a good job, whatever
that may be. Students do not learn, they invest their time and talents
in return for credits and credentials. Writing recently in 1he Chronicle
of Higher Education, Myron Bloy, Jr. attacked this trend:

Today's challenge to higher _uucation is that so many young
men and women arrive on the educational scene already possessed
by such 'hardness of soui' and 'sclerosis of imagination’
that it almost amounts to invincible ignorance. They are
possessed by a hardnosed, yet quaveringly anxious, careerism,
bereft of any real capacity for either moral passion or
aesthetic delight...They are, on the contrary, lccked 3in a
grim and anxious and lonely struggle for security and status.
Bloy argues that today's students need a Romantic Movement, a course of
education that will let them

understand that any intellectual endeavor worthy of the name
inevitably enmeshes one deeper and deeper in the common human
condition, in the joy and pain of finding oneself to be a
neighbor, especially to the oppressed, and in the absolute
necessity, therefore, of exercising moral discernment and de-
cision and action.

Critics will probably call Bloy a Romantic Fool. Though it may be an
utipopular position, I should like co apply the same high standard to college
volunteer programs. I do not want to see volunteer service by college
students written off as a diversion, or pigeon-holed as a pre-profecsional
learning experience. I want to see college volunteer programs recognized
as an important feature in the life of the university.

Volunteerism is a mired bag. But so is life, And what is Education
if not the study of life, the study of how to live? Ccllege students
should volunteer. Volunteer community service can be a confrontation with
one's values, with others' values, and with society's values. The volun-
teer must contemplate and evaluate. He cannot sit back, listen, take
notes, and record like a tape. He cannot just absorb. The volunteer must
be active. He must perr ~m tasks and meke decisions. He must learn
from mistakes and f2ilu.es. Volunteer service places the student i.i an
environment where he must synthesize his own thoughts and experiences;
he must pull together the insights that both non-academic and academic
learning have provided.




-395-

Universities should feel comfortable with the sponsorship of
volunteer programs for the same reason that they feel comfortable
when they encourage their students to read War and Peace, examine
the Heisenberg Uncertaintly Principle, analyze a dream, study the
anatomy of a frog, or explore the ecology of a tidepool. Volun-
teer service, like each of these activities, makes one think.
Participating in volunteer service is synonymous with thinking.

One cannot be a good student without constant, active thought;
without receptivity to new ideas and ways of doing things. So too,
one canno‘. be a good volunteer witaout much of the same mental
energy. The volunteer, like the student, nust constantly evaluate
and re-evaluate. The student who participates in the well-run,
worthwhile volunteer program finds himself re-evaluating numerous
phases of his life: his style and rtandard of living, his manner
of giving and receiving, his choice of the way he will spend his
time. One's values are either reinforced or restructured by par-
ticipation in volunteer service. They do not remain stagnant. They
grow and develop. This 1is the gift of volunteer service. It Is
also the essence of Education. Viewed in this light, Education and
Volunteer Service are one.
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FACULTY VALUES AND STUDENT COMMUNITY SERVICE PROGRAMS
Thomas C. Little, Virginia Internship Program

There has been much talk during the last five years of signi-
ficant changes in student values. Quantitative efforts to measure
changes in values indicate that little, if any, change has actually
occurred (Boyer and Dutton, 1976). These studies actually have little
significance. It is what the popular media says is true that is "
important. We hear the media message, find support for it from indi-
vidual instances, and accept it as generally true, This process is
particularly important in yputh culture. The young have not adopted a
value system; their values fluctuate almost daily. This is what we
® .an by youth. In this situation the popular images are powerful. The
young hear what they are supposed to be and embody it. The myth becomes
the reality.

Think back to the late 1960's. In 1970 Thomas Reich, in the
Greening of America, described the coming of a new era in our national
life. An American revolution was underway. The millenium was in view.
The Age of Aquarius was here. Peace was at hand. Everybody was to love
one another. Sharing was the order f the day. The economic order was
to be non-competitive. College students were bringing in the Kingdom;
those of us who were older, kolders of corrupt vegues, and cynical were
to be converted by the young. In such a climate student volunteerism was
the thing to do and it was done.

The image of the young is different for our day. The media por-
trait is very different. The young are described as a hard-nosed -lot,
concerned with what *hey can grab for themselves even at the expense of
another. Grades are everything. They are the ticket to the good life by
wmeans of law school, medical school, the good graduate schools. There are
stories in the press of pre-med students sabotaging other students' lab-
oratory experiments, The declining job market for graduates is the lead
story in the news weeklies. The word is out that rewards are few and for
those who can successfully compete. Altruism, concern for the other, 1s
a luxury. Student volunteerism cannot help but be a casualty of this
imaze, sterotypical though it may be.

This 18 a conference on volunteerism in %igher education. It
hardly seems appropriate to make it a platform for announcing an obituary,
and this is8 not my purpose. I am convinced, with others, that those
things we valued in student volunteerism can be, and to a greater degree,
i 8 new movement in higher education. This new movement is experiential
education. If we are to have students in any némber involved jn community
service it will ' be in an educational context and not through volunteerism
as we have known it.

Experieﬂgial zducation is not a generally specific term. It 1is &
catch-all term fér a number of educational efforts which have the common
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characteristic of learning by doing. For our purposes it can be defined
as a program to facilitate learning thrcugh the experience of work in

the community where the learning objectives are specified prior to the
experience (Sexton and Ungerer, 1975). This definition does not Qe8cribe
a new phenomena in higher education. It simply provides a conceptial
base for some old realities, such as work-study programs, internshi?s,
practicums, field experience programs, etc. /

Experiential education programs are very much in accord wit% the
student values of today. Students today are concerned that their educa-
tion has relevance for their entrance into the world-of work., Students
are concerned about future employability. Vork experience in experiential
education programs can provide many benefits to students with these con-—
cerns. In their work they can clarrify their own values, identify the
work-related skills they have and develop new skills, explore vocational
interests, observe professionals at work in particulac vocations, and
develop contacts for use in jecuring future employment. These are very
tangible and desired benefits. If a feeling of altruism was the basis
for community service in the late 1960's, today it is the student's con-
cern that his educationsl experience have career relevance.

Experiential education, particuf€arly learning through work experi-
ence in the community, has been identified and supported as a desired
goal for our nation's system of higher education since 1970. I offer two
bits of evidence for this contention. In the late 1960's and early
1970's the most massive study ever made of one natiof's system of higher
education was made in this country. This was che famous, some would say
notoricus, study by the Carnegie Commission on Higher Education. Millions
of dollars were spent, almost a hundred studies and reports were made. As
the Commission ended its work it identified fourteen areas deserving of
special attention. One of these recommendations was for the "Extension
and improvement of a series of educational channels for young people to
enter adult life and work and service and not through college attendance
alons" (Priorities for Action: Final Report of the Carnegie Commission
on Higher Education, 1973, p. 92). This recommendation came from the
earlier report of the Commission. One theme from that study is capsulated
in this statement and rer~mmendation:

Society would gain 1f wor" and 3tudy were mixed throughout
a lifetime, thus reducing the sense of sharply compart-
mentalized roles of isolated students v. workers and of
youth v. isolated age. The sense of isolation would be re-
duced if more students were also workers and if more
workers could also be stu? nts; if the ages mixed on the
job and in the classroom in a more normelly structured
type ai‘community, $f all members of the community valued
both Btudy and. work and had a better chance te understand
the flcw of 1life from youth to age. Society would be more
integrated across the lines thut now separate students and
workers, youth and age. (Less Time, More Options:
Educatién Beyond the uigh School, 1971, p. 2)
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These recommendarions have not fallen on deaf ears. The Fund for
the Improvement of Postsecondary Education was established as a funding
agency in the Department of Health, Education, and Welfare to stimulate
those inmovations suggested by the Commission. Work experience as &
legitimate and needed educational innovation is identified as a priority
in the curreat guidelines for this Federal funding agency, [

In the 1960s following Sputnik there was an almost
' nquestioning belief in the value of postsecondary educa-
tion. It was a period of erxpanding support and growing
enrollments. Education, it was commonly believed, would
solve a wide range of problems confronting society. In
' the 1970s, however, belief is giving way to skepticism
about the effectiveness of 'education at all levels and
particularly beyond high school. This loss of confidence
in education is in part a valid response to shortcomings
in the traditional content and pedagogy of our colleges
and universities.

g There is some question whether the combination of
knOWIedge and skills needed to function effectively in
today's society is supported by the disciplines which o
dominate most colleges and universitZes. Learners want
more than knowledge; they want to develop abilities that
will permit them to perform effectively in work as well
as in their civic and social life. Many are concerned
e with their continuing personel development and the use of
concentrated educational activity as a basis ¢ .. that
l1felong learning. The traditional organization of know-
ledge may too ofien frustrate these needs.

Moreover, the established methods of instruction may
never have served more than a small minority adequately.
For instance, one study of the lecture mode showed that
students tested immediately after a lecture, with access to
their notes and to a prepared summary, rete'n:d no more
than 42 percent of the lecture's content. - sted one week
later without their notes, the students could recall only
17 percent of the lecture's content.

These combined circumstances lead to central con-
cerns for postsecondary education. Can we move beyond an
interest in mere survival in this difficult period? Mow
can we develop educational programs wh-ch integrate
srganized knowledge and traditional insights with the
useful skills and personal awareness needed in today's
society? How can we develop instructional modes adapted
to today's students and to the goals of new programs?

How can educational persgonnel learn new skills, new roles,
and new approaches to adapt to changed circumstances?

(The Fund for the Improvement of Postsecondary Education
Program Information and Application Procedures, 1976,

pp. 10-12)




