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ABSTRACT .

o Project ASSFRT (Activity %o Support the Strengthening
of Education through Petired Technicians) was designed to use the
expertise, talent, and exreriences of retired persons as volunteers
to strepgthen occupationai, technical, and career education in
postsecondary institutions. while providing technicgally skilled
retired persons a chance to get involved in occupational education:
programs, the two-year proqram created an opportunity for interaction
betveen young and old, stremqthened career gquidance, and provided
more realistic instruction. Project objectives were to (1) identify
use of retired persons as support personnel, (2) identify materials
used in volup¥eer programs to develop guidelines for recruiting,
training, agd involvimg retired persons, and (3) develop vehicles for
national dissemination of mattérials. The concept vas tested and
demonstrated at two colleges in Ohio--Sinclair Commu ity College in
Dayton and University College of the OUniversity of Cincinnati. al1
participants--s+udents, volunteers, and supervisors-+evaluated it as
a positive experience. Profect materials were developed into a
resource handbook which is avallable separately (see note).
(Extensive appendixes, amounting to\over one-hal¥ the report, include
a synthesis of orgapizations, and the evaluation program. (YLB)
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The mission of the National Center for Research in
\ “Vocational Education is to increase the ability of diverse
agencies, institutions, and organizations to solve educa-
tional problems relating to individual career planning,
preparation, and progression. The National Center tulfills
1ts mission by-- X

— 0 generating knowledge ghrough reséﬁrch,
o _developing educational programs and products,
0 vbuluatinq individual program needs and outéomes,
o anstalling educational programs and producty,

o operating information systems and scrvices, and

, a -

o conducting leadership development and training
programs.
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This report was developed under grant number 90-A-1157
) ) trom the Adminigtration on Aging, Office of Human Develop-
ment, Administration on Aging. Contractors undertaking *
such projects under government sponsorship are encour aged
to cxpress freely their judgment in professional and
techhical matters. foints of view or opinions do not,
however, necessarily represent official views or opinions
Jf the sponsoring government agencies. - o
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ABLTRACT

Project ASSERT (Activity to Support the Strengthening
ot Bducation through Retired ‘Technicians) was designed to
use the expertise, taieﬁt, and experiences of retired persons
as volunteers in colleges to strengthen the’ oducational
cxperiences of the students. This volunteer activity ot the
older persons increased their sense of well Meing by enabl-
tng them to continue to contribute in meaningful ways to an
important aspect in tlWe lives of others.

This concept was teSted and demonstrated at two colleges
1n Ohio, Sinclair Community College in Dayton and university
Collgge ot the University of Cincinnati. The evaluation of
: thisf demonstration revealed very positive experiences for all \\'
) who participated., All’ volunteers and supervisors of volun-.
teers sald they would participate again.  The responses from
the students was also positive. : ‘ .

N From this experience a resource handbook was developed
titled Operating a Retirees Volunteer Program in Postsecondary
Inst’itutions. The handbook contains guidelines and resource
materials for planning, implementing, operating, and evaluat-
Ing such a program, as well as examples of experiences at
the two college demonstration sites.

" The pesults of the project have been disseminated widely .
t/h _through publication of the resource handbook, mailings,
presentations at conferences, arti%les in publications, and '

submission of project books and reports:to information
clearinghouses.,
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INTRODUCTTON

Project ASSERT (Activity to Support the Strengthening of
Lducation through Retired Teclmicians) was a program designed- .,
to mobilize retired technicians as support personnel to
strengthen occupational, technical, and career education in
postsccondary 1nstitutions. o . .

<

vponsored by the Administration on Aging, Office of Human
bevelopment, HEW, the two-year Project ASSERT contributed t.o
the betterment ot younger and older adults in, many ways. It
was designed to provide technically-skilled retired persons a
Chance to get involved and to disgover a new role ,in occupa-
tional education programs in two- -year technical institutions
and colleqges., It also created an opportunity for older and
younger persons to interact on career related subjects, The ¥
tocys on tnvolving retirees from technical tields was to
strengthen carcoer guidance and provide more realistic instruc-
tion, so casing younger poersons' transition fram educational
programs to work in technical car}n:rs. \

statt tiom’ the Nat 16nal Center and from two postsecondary
institutions worked UJ¢¥xxmuuish the follewing project
Objectives: ' '

Sy

O lddntiry the extent to which retired 'technicians, .
journeymen, and other persons possessing technical
skills are being used as resourcds in occupatjional,
technical, and career education and training
programs. ’

.

o ldentitfy materials currently being used in volunteer
programs. Use these as resource materials to develop
. a set of preliminary guidelines on the recruitment.,
training and involvement of retired technicians and |
other bklllod'psrsons in roles’ to strenqgthen occupa- K\
o~ ti1onal cducation and training programs.

o Install retired technician volunteer programs in
two community colleges, in collaboration with RSVP,
« Area Agencies on Aging, and other community
organizations.
. ! [N '
.- 0  Develop vehicles for national dissemination of methods
tor recruiting, training and using retired individuals
possessing technical skills in volunteer roles in an
‘ Antergencerational environment to strengthen occupa-
. tional, technical, and career education and manpower
training programs. ,
_ The purposce af this document is to present an overvieWw of
, v the activities and the progress made in the two years of Projecgt
* ASSERT. ' '




‘ YEAR ONF: ACCOMPLISHMENTS AND INSIGHTS <"

&,

%

From a broad perspective the major accomplishments of the
tirst year of the project were (1) the establishment and
activation of a consortium of agencies consisting of two
postsecondary institutions, local RSVP's, and The National
Center tor Research in.Vocationq} Education, (2) the dévelop-
ment of a comprehensive model for program implementation in
cach 'of the two postsecondary institutions, and (3) the instal-
lation of the.program at the selected sites and the initiation
of activities on-site, .

Fach of these accomplishments involved a variety of tasks
and activities., The first, the establishment and. activation
ot the consortium, involved-- ’ )

n

o Jdeveloping a cooperative climate for program
implementation,

o identitfying potential demonstration sites,
. Al )

o ‘informing sites of the opportunity to participate
.1n the progyram, '

e
»

o forming a set of criteria to be used in selecting
sites, : .. |

o selecting candidates, C N

O visiting sites most likely to serve as demonstrations
and obtaining verbal consent to participate,

o drafting an aqreémcnt suitable to all parties,
0 oxecuting the agreenent, and '

0o beginning project work.

The consortium which was developed: consisted of a con-
tractual financial relationship between the National Center
and two postsecondary cdlleges, 'a nonbinding "shared commitment"
relationship between ACTION and .two of its local Retired
senior Volunteer Programs, and a nonfinancial understanding
for the provision of services between the two postsecondary
colleges and the local Retired Senior Volunteer Programs.*
To forge thes¢ relationships it was necessary to develop a

8

*The consortium which was developed is pictured in Figure 1.
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sense 0t mutual commitment and understanding botweon all
et ties anvolved,  Phis preceded any formal agreement s, Moo -
ings were held with National Center staff and state-levet. )
representatives ot ACTION and two-year colleges. This was
done to gauge the. level ot interest for the project:as well as

. to determine the feasibility of forming the consortium. The
people from the state agencies took 1t upon themselves to
ass5ess the 1 program and ingtitution's intg¢rest in
participating in the project, ‘ St ’

The: Intormat ion about local interest in the project
provided by the state representatives served to guide the next
phase ot "developing the consortium, identifying possible
Jemonstration sites. Also developed. at this time, was a scot
ot criteriae It was agreed that the postsecondary institutions
scelected to participate should (1) be in urban arcas with a
vartety ot industries, (2) have vocational-technical education
otterings, (1) have involvements with aging, and (4) have
adeguate statt and interest to accomplish the project's object
tives.  An additional and very important crdteria used in
scelecting potential sites was the attitude of the local RsVP
agoency . Sites with RSVP's indicating an interest in the
Project and a willingness to cooperate with the college in
implementing it were qiven_hiqhejt consideration.

.

Two candidates for membership in the consortium were
sclected according to these criteria, Sinclair Community College.
1n . Dayton, Ohio, and University College of the University of
cincinnati, Cincinnati, Ohio. Cincinnati had an active RSVP
which had expressed an. interest in the project and-a willing-
ness to build a working relationship ‘with the;local colleges.
University College proposed the organization of a sub-consortium
of tive schools in Cincinnati to test the concept. Three more
of the two-year colleges in the University of Cincinnati
cluster (Clermont General and Technical College, Ohio College .
ot Applied Sclence, and the Raymond Walters Branch), and
cincinnatil Technical College were approached to join University
College 1n the demonstration. This, of course, pepresented a
great wealth of technical programs and services to the community
and so a fertile field for testing the concept. (.In additiom,
the University of Cincinnati was actively involved in providing
A number of programs serving senior citizens in the metropolitan
area.

Dayton also had a strong RSVP which had displayed an p
interest in the program. Sinclair Community College had in
tact, already used the services of RSVP to locate a volunteer
to work in their Day Care tenter so that there was the begin-
mings of a working retationship in place. 1In addition to,

» thelr past in@olyement with senior volunteers, Sinclair had :



f:lil‘k‘ Lal programs tor senior itizens l:«ll\(i.ill(] from tree tultion

to spectal use 0t the ftadilities  tor senior -groups. The college.
ottered over thurty technical programs, had a large enrollment,
and scerved the whole bayton area.  Thus, it seemed to offe

many pQSSLblllLl s for testing the concepte . ‘

14
.
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Nat tonal Cuhte[ statt visited the Lwo pote ‘ntial sites
befhroe any decision was made.  These visits enabled the.colleges
to clarity itsswes on which they might have questions and also
"alTlowed the National Center staft to measure the college's - °
interest and make an initial contact with RSvpP. Both of the
Visits were extremely positive and so the machinery was put
mn motion to begin (h\\fpiln; an agreoement o

b

“2

Dratting amnd executing an agreement proved to be a longer
process than was originally anticipated.  The technitalitices of .
subcontractipg with other institutions proved Q@ be more ot &
problem thah agreeming upon a scope of work. However, problems
were overcome and agreements were executey. o

Throughout the process of cstablishing the consortium, the
Nat tonal Conter played’a catalytie role. National Center
statt sought to build linkages between the consortium members
independent Of'the National Center's involvement. This was
particularly the case with RSVP. The National Center had no
toxmal mqunmywn.wlth R%VP only a shared commitment to the iy
project objectivys. llowever, very early the National Center ‘ .
brought RSVP into play with the participatihg colleges, '
encouraging the development of a working relationship. That.
relationship was establishad and formalized through memoranda
ot understanding between the two groups. The importance of
this unmderstanding was that the colleyes were linked to _an
vestablished, ongoing program which 'could help them to maintain
theiy vtrort beyond the funding éerlod >
“THe sdcond major accomplishment listed for year one, the
Jdevelopment of a program modql, 1nvolved—-

o scarching the literature for programs similar to

ASSERT, '
rd : '

o soliciting-information from organlizations involved

1n voluntegr programs and the aging,
. : . .

O initiating a computer scarch of information networks

using key program descriptors, :
. ‘ ' 1

o compiling the information retrieved and identifying
program .elements usetul rox ASSLERT,
. . . . * -
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o . . ) -

o developing a workable model for proaram implemen

"0'-des;4ninq-a Resohrce'napdbook, based en the modédl,
- for sites to use in operating program, and
. : S o y -, .
o providing sites with material and familiarizing them
with' program model. '

[t 1s the responsibility of people, demonstratifg new
concopts to stage a successful demonstration, docupent that
success, and provide others with the ability to sfage equally
Successtul demonstrationsg of the Yoncept. The development
of the program model was a key activity for this reason. It
not only insured that project staff "did their homework" so

"o speak, thus leading to a successful demonstratien, but it

¥

alsp was a means of:capturing what happeried and passing it on
tb other interested people., .

* Y In order to develop a_.program model, it was necessary to
become familiar with activities which were silpdlar to those
proposed by Project ASSERT.. Thus, a literatu?g'and program
scarch was initiated. This search did not lead to the discovery
of any programs like ASSERT.. '

A
S

B There are a multitude of volunteer programs and a great
many are in education, but few are in postsecondary educational
institutions.and none cater specifically to retired technicians.
N review and synthesis of the literature searched and an
annotated bibliography of useful documents can be found in the
Appendix. It is‘important to note that while no ASSERT-like
programs were found, many other kinds of volunteer programs
were identified. The literature on volunteerism is quite
cxtensive and quite useful. There is much material on operat-
ing volunteer programs in a variety of settings.
In reviewing the literature on volunteerism; it became
s abparent that there were common elements running throughout
all volunteer programs. Naturally, changing environments and
differing target groups bring unique qualities to volunteer
programs. However, beneath that there are some basic qualities,
problems, and issues that all programs share. Recruiting
volunteers is a problem for all programs, so is training, ,
developing good volunteer staff relations, retention, etc.
{Because of this, the literature searchvp;0ved to be very
valuable. It was possible to construct a model for the program,
using those common elements and the insights gained about
those elements through the experience of other programs.-"

-



STAGES PERSONS INVOLVED " . ACTIVITIES
Stage I: DEVELOP AWARENESS . Administration ' 1)Seek support of: presidert, faculty unions
N ' ' Faculty/Staff . , board, staff union, student organizatiocrn,
O . ) Students -labor unions
z Communitv (elderlv) 2)Develop advisory council
z . Unions/Industry J)Promote program
% voluntary Orgs./RSVP
o Stage II: ~ 6ETHRM1NE}ASSESS Administration 1)Develop project goals and objectives
NEED®* ¢ Faculty/Staff . 2)Identify resources: human, material, !
- Students financial, organizational
Volunteer ) .
Vg}untoer Oryg. — oo .
2 Stage III: DESIGN PROGRAM Administration l1)Hire volunteer coordinator
x . : Staff 2)Establish progran »olicicr #n¢ procecur.s
< o . Students 3)V'rite voluntecr joh descrifptions '
g u Cw Volunteer Org. . ~ 4)Develop orientation and traxning materxals
: = [ o R and procedures
o,
oo} ' N
\
-
o Stage 1IV: OPERATE AND Monxf%R Administration 1) Recruit Vvoluntcers 8
- P ROGRAM ( Faculty/Staff 2)Screen and select volunteers b
£ . N Students - 3)Orient and train faculty, staff, students
g 1 ‘ \ Volunteers and volunteers
N Volunteer Org. 3 4)Place volunteers
- 5)Monitor program progress and make ad)ustmenta
:, when and where necessary
¢ 6)Reward volunteers for a good job
Stage V; EVALUATE PROGRAM Adminiétration .1)Review needs assessment data
. : Faculty/Staff 2)Compare actual program activities to goals
L) Students " and objectives
z0 :
i volunteers 0 o
::; Volunteer Orq. , B
.l 1 E%g‘ Stage VI PLAN FOR MAINTENANCE Administration R . 3
‘ & . OR EXPANSION OF( FIRST  Voluntger Org. . : .
. . YEAR ['FIORT : ) ‘
,; : Figure 2 _ . \ < 1:)

¢ Preliminary Program Model




The prelmminary program model developed tor ASSERT is
danplayed an Figuge Y200 Basically (it covered tour very broad
areas ot program planning, preparing, implementing, and review-
1hg and rencewing., For cach ot these areas, action stagas wore
Ldent ttied and tor each ot theso stages a list of activitiesg
was outlined. As stated before, these activities retlected
those that had been identitficd as common to all volunteer
programs.  The program model was used to quide project activi-
ties at the demonstrition sites.: Through use at the sites,
1t was tested and moditied to more accurately' retlect the
postsccondary setting and techniques for involving retired
technicians. : . ' - |

The thaird accomplishmeadt of the tirst year was the
tnstallation ot the program at the demonstration sites and
the 1tnitiations ot sites activities. This involvdd--

O execut ihg the aqfovmvnt,

l’ hiring a volunteor coordinator on-site, .\
O orienting %hu volunteer coordinator, and

O in{tidtinq project activities.

once the agreement was signed and cleared by all parties,
steps were taken to o install the program at the sites. Al though
some action had already been taking place informally through
the ‘contacts at the sites, it was now possible fo begin doing
things with a more formal, structured approach. '

The tirst task each site undertook was hiring a person who_
could devote a substantial amount of time to organizing rand
operating the project. The two sites took distinctly*different
approaches in doing this, Sinclair Community College assigned
the job to a person already on the staff of the college by
giving her released time to do it. University College brought
someone in from the community who had experience in programs
tor retirees. ldeally, the coordinator should have 'adthorough
knowledge of the college as well as of retiarces and the network
serving them. It was interesting that &ach site chose their
coordinator for one of the strengths, but not both. This of
course gave the National Center an opportunity to observe which
1s, the better situation. | ’

Once the coordinators were hired, work began at the sites
to edevelop linkages 'in the community for recruiting volunteers.
Work also began on making staff aware of the program and then
developing volunteer positions. ‘



. The sites did not hegin operating the program until
towdid the ¢lose of the firgt yearv. ‘Thus, much of the actual |
/% (lvlnonstrdt(fnn did not occur until the second ycar.

*

-




YEAR TwWo

The mayor vactivities . tor year two were to (1) operate the
program at the demonstration sites; (2) revise the Resource
Handbook; (1) qvaluate tho program from the multiple perspec-
tives ot the volunteers, s tatt, and students involved; and
(4) disseminate, the materials

a8 oglam on atlon

T '4
1

In operating the program, the sites! }’l'iJntll'Y concerns
Werl e

‘a clatiiying operating procedures of -’ the program, ’
O Creating anternal awgreness ot the program,

o working with statt to develop voluntedr job
descriprions, '

o, publicizing the program in the community,

o establishing working relationships with organizations
1n the community, |

O recrulting sand placing volunteers,

o tollowing-up volunteer placements and . monitoring
,thelr progress, and ‘

o planning tor C()l\iihLMﬂ(] the program.

The two demonstration collegesshad limited success in v
operating voluntecer programs. The total number of volunteers
recruited and placed was small. llowever, the placements which
were made were entirely successtful. Neither college encountered
Cstrong opposition to the concept. Time was the greatest factor
contributing to the smaldness of the demonstration.

Volunteer programs are subje¢l to seasonal variations in
the number of volunteers they can recruit. Generally, sprlng \
and fall hold the most promlse. Collegyes add to this varia-
tion one of their own, semesSter or quarter changes. They
operate i1n cycles and the best time to begin new programs or -
people 1s at the beqlnnlng of each cycle. Thus, the best time
tor volunteer placement is at the beginning of the fall and
spring quarters. Recruitment should ideally take place in
between these times. llowever, winter and summer are not the
best times to recruit volunteers. Winter's inclement weather
makes it difficult to draw pecople out of their homes, parti- .
kUldrlY elderly people. Summer seems to be everybody s time

11
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olt.  Thus, the colleges tound recruitment and placement had
to be done 1n rather compact periods of time. 1f they were
not ready at the vright time they missed the cycle. r Efforts
made out of cvele were not uscless, they were just not as o
productive. .

Recruitment was conducted throughout the project period.
A variety ot approaches was used. Figure 3 displays the differ-
oent techniques used. Tt is\int,restinq to note that the |
et tectiveness of one technique over another seemed to depend
on the stature of the college in the community or other related
tactors. sinclair Community College was well known in Dayton
ang s0 was able to use the mass media with good results.
University College is less visgble in the community and did
not tind mass media very effective. They found techniques
which put the coordinator into direct contact with a potential
volunteer to be most effective.

: i Figure 3

. PROMOTIONKL TECHNIQUES

4 |

e s e g

Roloased news stories in city and suburban news-—
papeaers.

Hosted social events at the ecollege. Invited
retirees, members of the university community,
and representatives of labor organizations,

‘industry, and social agencies.

Jolned into agreements with pother volunteer
agencies and shared recru@tment resouroes. v
. [
contacts made with social organizations such as
churches and professional societies to identify
retirgd members who might be interested. . -,
~ &,
Visits were made to senior centers and senior
housing units to leave promotional materials and
identify interested persons. -

Nuthboxhoods were canvassed and flyers were
anerbuLed in local Businesses.

L 3 4

It was the sites' original intent to rely heavily on the
tesources of outside agencies for recruiting volunteers. The
local RSVP was identified as a key.organization and attempts

were made early to build, linkages with it and develop a working
arrangement. Neither 51te had much success with this endeavor.
RSVP was constrained by a limited budget which did not -allow



U Lo ander take new act aviet les., The phi bosophy ot RS

dittered trom the ASSERT objoctives in its emphasis on unskilled
volunteers.  In order to assist in the demonstration, the local
RSVP's would "have had to pursue new directions in thoix récruit-
ment . ostatf oand budget limitations did not allow LblS. Attempts
at cooperatiom with other agencies had much the same results.
While somg would include pleas tfor ASSERT voluntedrs in their
media coverage, tQW‘thlvely recruited for the program.

v Putting problams of size aside, the two demonstration sites
Jdid show that retirqd persons can be brought into two-year
colleges as volunlooxb. Figure 4 indicates the variety of
volunteer jobs that were 'developed and filled. The collegyes
provided «aan unusual setting for a volunteer program in the
vastoarray ot possible positions a volunteer could hold. Fow
dimitys were pll\(d on the kind of positions which were created.
Naturally those jobs tor which someone would normally be paid
were eliminated, but no other restraint was exercised.,

The richness of voluntegr ]ObS brought a ‘more individual
approach to recrurtment and placement than was originally
anticipated. - Each ot the volunteer coordinators at the two
s1tes remarked on the highly individualistic nature of their

- Job. o Many voluntecr programs in institutions such as hospitals’
or schools, rdentify a set of positions for which all volunteers
are recruited.  They are nurse's aides or tutors for example.
Generally, the same individuals in thei institution are respon-
s1ble tor all the volunteers. With this situation, volunteers

. can be recruited, placed, oriented and trained more or less
en masse.  ASSERT however presented the situation of having a
separate pobxtlon for each volunteer. And with each position
was a separate staff member supervisor with whom the cGoordina-
tor must work. Thus, the voluntgeer coordinator had to treat
uaqh‘vuluntoer placement as a separate case.

The placement process was rather slow and frustrating at
times.  The coordipnators spent a great of time arranging
meetings between taculty members and prospective volunteers.
However, once placements were made they were solid. There
were nnly two cases where volunteers dropped out of the
progyram,- A Unjversity,College volunteer left the program

. because bhe found a'paying job and no longer had the time to
volunteer, The job was temporary, however, and she planned
Lo rejoin ASSERT when it was over. The other drop-out was
less clear cut.  Theé supervisor lost contact with the volun-
teor and it scemed that the volunteer may have assumed a
bigger job than he could complete. Rather than approach the
supervisor, he quit. '




VOLUNTEER
Frank'Russe11 _—
Mel Sussman

Lillian Sternberg
Lucille McMullen

.Luuisgthrenfeld
Robert Ltagen
Joe Mendohlson
tdward Raiéh

Philip Driscoll -

td Merkel
Sam Levy

Lioyd Johnson
Grandma Green
Sevillia Jencks
Lawrence Fogle

J.iL Halderian
‘dack Grimm

>

20 RSVP Volunteers

(o0 X ep]

.&\'
X

Figure

4

PROJECT ASSERT VOLUNTEERS

BACKGROUND
'Mail Carrier .

Mechanical Engineer

-

Gift Ship Owner
Dietician -

Varied Management
Public¢ Relations
Busine§s Mgt.

Accountant

Dean of Admissions,

.Brandeis University

Lawyer

/

dvertising

POSITION
Assists Swimmdng Instructor

Surveys Non-returning
" Students

Assists Field Placement of
Social Work Students

Consults on Development of
Technology Curriculum

Critiques Technical Writing
Critiques Technical Writing
Recruits Volunteers

Does Posting in Financial
Mgt. Dept.

Follows up Suspended Student

Acts as Resource Person for '

Secretarial Program
Assists Recruitment

" Specialist

MusYc Instructor
Food Service Worker
Nurse

Advertising

Human Relations
Management

* Ak kK

. - University of Cincinnati\L
. = Sinclair. Community Collkge
. - Cincinnati Techpical College

»

Supervises Piano Lab
Works in Day Care Center
works in Day Care Center

Assists Public Relat1ons
Department ‘

Assists F1nancial Mgt. Dept.

Assists in Developing and
Solidifying Programs for
Elderly

Assisted Evaluation

v

* ok

v ’

e e e e et ey

U.C.

U.C,

u.tj\\\ |

O cCc Cc
- O O O

U.C.
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~ Both demonstration gites want to continue the volunteer
program. At ‘each- §ite tne presert corps of volunteers is
being organized to take over parts ofs operating the program.
kundan presents the biggest obstacle for continuation.

“
-

ROSOUILC Handbook

The revision ©f the Resource Handbook occurr d in the
spring ot the sccond year. The revising process” involved--

]
o obtaining feedback from site personnel who had used
the material,
W

O 1ncorporating suygested changes into second draft
ot material, =

submitting new draft of material to advisory
. commit tee tor review, \

O initiating official review process for all National
Center products, :

[ T . ) :
O revising materials, and ‘

O producing final version of Resource Handbook.

The tirst ALtiox'taken to revise the Handbook was to
call meeting of the two site coordinators «to review the
materials.. The results of this meeting were incorporated into
a second draft of the materials which was then subjected to
»turther review. The 'site coordinators' crlthue of the original
materials lead primarily td, a reorganization of the Handbook °
and-a better infusion of the senge of the process of operating
‘a4 volunteer program. One particular point they quarreled with
was that the materials did not treat the 1ssue of building
community llnkaqes sufficiently.

“The new oqunlzatlonal schema whlch grew out of the
cogudinators' feedback is pictured in Figure 5. The sactivities
dlé:UbbUd remained relatively unchanged from the initial attempt
at developing a program model. They have been redrranged. and
a5 s casily noted, more- emphasis has been placed on community
lwurun(“,‘i activi Luz . .

-

F

lxquro 6 displays the tlmetable which grew out of the
coordinators'’ comments related ta process. Their concerns
with process were strongly related to the cycles of the academic
calendar. They do not operate in a linear fashion. This
timetable was an attempt to put act1v1t1es in the context of a
school vyéar. y '

’
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Figure 7 <

( o ' , TIMETABLE: FIRST EIGHTEEN MONTHS OF
PROGRAM PLANNING AND PPERATION
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The final cffort to more graphically display the time '
element 18 found in Figure 7. _This approach was recommended
by our outside reviewers, .

{

Hased on the new organizational schema, a second draft of -
the Resource Handbook was produced. In order to guarantee 1its
accuracy and uscetulness, 1t was subjected to two reviews, one
by the advisory committee and another by individuals not
assoctated with the project. The latter review was a formal
process used by the National Center to insure high quality ¢
broducts. The process, entitled PRE (Product Review Exchange)
used standardized forms which asked the reviewers to rate the
product on several dimensions: scholarship, communicability,
uscfulhess, marketability, and equity for example.

The results of these reviews were incorporated in the -
third draft ot the Handbook to produce the'Fina} version. (AM\

\

- )

Lvaluation Findings

»

To evdluate the Project ASSERT demonstration, several
activities were undertaken:

0  Goals were established '“ﬁ*;;

e

A
o

.
" » : N\

0 Method'for conducting evaluation was developed
O Instruments were designed

O  Instruments were administered amd data gathered

3

0 Data was summarized and analyzed
A consultant was procured to assist in develéping the evalua-
tion system and analyzing the data. Project staff administered
all of the evaluation instruments. '

The goals of the evaluation were to measure volunteer,
®taff, and student expectations in being involved in the program
and the extent to which these expectations were being met.

Such analyses were intended to produce an’indication of the
positive or negative impact the ASSERT program had on the
educational institution and the individual volunteers. Four
measurement dev%ces were designed for this purpose: a volun-
teer questionnaire composed of standard instruments to determine
the reasons for joining the program and sagésfaction with the
program; a' volunteer interview to gather information not
Captured on the structured questionnaire and to elicit infor-
mation about changing the Program; a self-administered faculty

v

»
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SUPCIVISOr (uestionnaire to assess tho volunteer's poertformance
and to get tecdback on the strengths, weaknesse:s, and possible

. i . -
CchangeX an the program; and a stadent questionnaite to evaluate

the: per Porwance ot the voluntoecor and the extent to?which the
volunteer helpprd the student.  Copies of all ol these instru-

ments can be found in Appendix K. '

The evaluation was carried out over a five-month period.:
A total of fifteen volunteers, nine faculty supervisors, and
thirty-two students participated in the evaluation. Where
possible each volunteer .was administered the.evaluation instru-

ments twice, once at the beginning of their experience and

again at the end.” In using this approach it was felt that a
richer sense ot the process of the volunteer program could be
obtained. The student and faculty evaluations were not handled
in this manner. Because they seemed to be less accessible,
they were only polled once at the end of the experience.

‘f ach volunteer was interviewed personally by an ASSERT
statt member. The arrangements for the interviews were
handled by the site coordinator. gontrary to what was expected,
the volunteers were very willing and even' seemed anxious to
participate 1n the evaluation. There was some fear that the
group might be questionnaire weary and unwilling to go through
yet another evaluation. This was not the case. Due to the
si1zce of the proyram, the coordinators developed a close
personal relationship with the volunteers. It was perhaps
this relationship that made the volunteers more willing. to
participate. Another thcory is that the evaluation was viewed
as -similar to "shop talk," an element missing from the life of
a retiree. : :

Staff and students were not interviewed personally. They
were given an evaluation form which they were asked to complete.
Asgpentioned previously, it was felt that scheduling personal
interviews would be exceedingly difficult so an alternate

approach was used. ,It is interesting to note that by far the

most conclusive data came from the volunteer interviews. The,
staftf and student data, while revealing, were not as conclusive.
It may be the casc that in a program such as ASSERT where much
of the experience is related to human relations, it is better
to got as close to the participants as possible. -

The results of the evaluation were generally positive. .
Where problems were' indicated, they were primarily procedural
concerns and not differences with the concept. There seemed

- to be a strong match between the expectations of those

-

inyolved-and the results of their participation. The specific
responses of the volunteers, faculty, and students are reviewed
in the paragraphs which follow.

20
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“The intormation obtained trom the volunteer intérviows
apd questionnaires can be .grouped into three clusters. one
pertains to the reasonS why the person volunteered and tho
degree to which the program met their expectations. Another
group probed the volunteers' satisfaction with the overall
program and specific parts of it. The third cluster of infor-
mation related to procedural concerns. Figure 8 displays
the questions contained in each cluster.

Responses 1n the first cluster of duestions‘indicated that
the volunteers were very task oriented in their motivations.
comparisons between the first and second administering of the
instruments showed that while their pasic motives were* met,
they also had some unexpected benefits. The most frequent
reasons given tor wolunteering were to be productive, to help
beople, to repay others for what I got in'life, 'contact with
pceople, and to have fun. When presented with the same re#ponse
optlions as a consequence of volunteering,- the volunteers gave
the same answers. They all felt they ha¥f been productive, had
renewed their skills, and increased contact with people. Some
others emerged, however, that were less task oriented and more
.. socially relevant. To be with younger people, to meet new '

" poeople, to feel respected; and to have fun all got stronger
marks the second time around. -
» ‘

‘Volunteers, thus, seemed to gain their iﬂtended benefits
ot participating in the program. They personally gained.
Becgyse of their task orientation and desire to-help others,
1t seemed worthwhile to examine the impact the v%plunteers felt
they had on the institution. They were asked what the benefits
of having them provided tq their supervisors and the the
students. For faculty, they felt they provided r al-world"
experience and extra "hands" when needed. They felt they
enhanced the students' image of older peodple as well as pro-
viding them recal world experience and individual attention .
The volunteers secmed to have beensintrinsically satisfied
with the program. The cluster of questions designed to get
tecedback on satisfaction with the program corroborate this
belief.

The* remarks volunteers made with regard to their satis- .-
taction with the program were consistent with their motive for
joining and the benefits. Overall, they were unanimously
satistied. They were most satisfief with the chance to use
their abilities, the involvement with students, the feeling
of accomplishment, and the new. friends they made.. Twoﬂﬁictors
which weré consistently rated as unimportant were the chance
to be somebody in the community and the.chance to tell people
what to do. This data again shows the volunteers as a very ¢
task oriented group. The same bhange.occurs between the two

' |
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Figure 8

ENFORMATION CLUSTER IN VOLUNTEER INTERVIEWS

.Cluster 1: Why'thgy volunteered and the degree to
which the program met these expectations

Questions:

.

1.

Reason for volynteering--
stated and rated.

Benefits or conséquenées of
volunteering in ASSERT--stated

'and xated

Perception of benefits to insti-
tution of their volunteering.

. Future participation.

Cluster 11: qatlsfactlon with program, overall and
specific parts

Auestions: 1. Overallyﬁatisfaétion with program.
| 2. Parts of brogram most and least
satisfied with--stated and rated.
3. Drawbacks td participating.
” 4. Recommcndatiqns for.improvement. -
5. Recommend program té;a friend.
Cluster II11: Proéedural concerns
Questions: l. Personal experience and concerns

with recruitment, placement,
position, and recognition.

s
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sesstons hereo g owell,  While basically the same factors remain
dominant . other more soc tally relevant ractors cmerge ., Praise
tor doing the job was associated much more strongly with
satistaction than it had been initﬁally.

4 ‘ !

Apart trom the forced-response (uestionnaire they were
given, "1t was ditficult to elicit comments trom volunteers on
their satistaction with the program. Even the forced-response
data shows this, 1in that no negative responses were given.,

The volunteers scemed hesitant to pass Jjudgment on the program.
One volunteer summed up the attitude well, "when you volunteer,
‘ou choose the terms, that is, the job and hours. Once you
hdyu done that, you can't cemp}hin." Another person put the
matter to rest by simply stating, "We wouldn't be here' it wo
weren't osatistied!" If that was indecd the case, then the
volunteers were most gertainly satisfied because the program
had virtually no drop-outs. ‘ '

Any dissatisfaction the volunteers expressed related
primarily to procedural concerns. The two most frequently
cited concerns were not having enough to do or not working
well with theilr supervisors. The two waves of data, however,
Showed a reductien in the ‘complaints. It seemed clear that
recrurting and placing volunteers was anwevélutionary process.
Adjustments ' had to be made which in time made the experience
more positive tor all involved. | ' Yo

Most ot the voluntecers found there were no drawbacks to
volunteering *in the colleye. The program policy of reimburs-
Ing people 6r the cost of meals, transportation, and parking
possibly eliminated most.problems. There were some drawbacks
identitied. Two related it was physically difficult to get
to the site because of the lack of Parking spaces or travel in
t he wintqrt-'Onc comment - related to.environment and the necd
to be conscious of the special needs some volunteers may have
relative tédit.  One volunteer had’ a hearing problem and found
1t ditticult to hear in a classroom setting. ~He wanted to
help; however, he needed to work with students in a small ,
Jroup setting in order to hear well enough to participate.

When asked to speak to épecific procedural concerns,
volunteers were again rather reticent. For the most part their
comments were very positive. Perhaps the comment cited earlier
regarding satisfaction and sustained interest can be applied
here. [t recruitment had not been adequate, few volunteers
would have joined, and if placement had taken excesgive amounts
ot time, few volunteers would have been in positions. Problems
WO e noted, however none were serious enough to cause volunteers.
to ltave the pragram. ‘ ’
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one- ot the major procedural problems scemed to lie in > .
gynchrontezing the recruitment and job, development. process.
Ottentimes, volunteers were recruited who did not fit.the jobs .
currently available, so some improvising was neccessary. This
sometimes took a longer time desirable. However, the volunteers
were patient and seemed tolerant of the ambiguities which ,
arose.  Their patience was b& large attributable to the work
ot the ASSERT coordinators 10 workedwclosely with every
volunteer. s

Another problem arose in defining the relationship between
the volunteer and his/her supervisor. Staff were sometimes
anclear on the nmost effective way.to use the volunteers. Both
the volunteers and staff were affected by this. For example,

a retired lawyer volunteered to go into a legal secretarial N
class to discuss the role of a legal secretary in a larqc. _
corporation.  Hb felt slightly rebuffed because he wasn't* given
sutticient time to geot through his entire presantation. The

statt member leanldod this problem and felt it could be

handled better in the future.

[t 1s anteresting to note that in spite of some procedural
ambiguities and diftficulties, all of the volunt;exs and staff
wanted to- continue their participation in the program The
statt had some disclaimers regarding need and the appropriate
volunteer, but in general they were favorable to continued
1nvolvement.

The taculty membtrs who worked with the volunteers were
poll >d with regard to their goals of having a volunteer and
the oxtent to which they achieved that goal. They were also
asked to remark on the benefits of the. program, difficulties \
LAhey encountered, and the overall operation of the program.

"And finally, they were given a set of  rating scales and asked

to 1ndicate the impact of having a volunteer on the qualxty
ot their educational program, the individual attéention given
to students, and the difficulty of their job. They were also
asked to rate theirMatisfaction with the program and their
individual voluntceer and-indicate ether they would partici-
pate in the pro} ‘am another time.

In almost all instances, staff accomplished their intended
yoals with volunteers. They also got unexpected results. One
staff member's goal in using volunteers was to have them take
over some activities, thereby allpowing him the chance to work
vn more crucial things. In this case the intended purpose of
havxng volunteers was, to provide the legwork in conductlng a
university-wide survey. The statf member found that in addi-
tign to accomplishing the intended goal, the volunteers
provided a pleasant intergenerational 1nteractlon with the
btudents which had not been expected. ’



A review Lot dhe (ujn1gi shows that at the two colleges
statt members were interested primarily in three things:
volunteers taking over some activities thereby lLA‘Linq them
handle more cructal matters, volunteers teaching students more
about the "real world," and volunteers performing tasks/scervices
N that otherwise would not have been provided. The voluntecrs'
jobs and their corregponding goals are described in Figure 9.

It 15 interesting to compare staff goals with volunteer
mot tves to determine the degree of | agreement between the two. s
An assumption might be made that the closer the agreement, the
more satistied the two parties will be.. A check of their
corresponding mot'ives, disputes this assumption. The Sinclair
Community College staff membersewere most interested in havihg . k
volunteers provide a service which would not otherwise have
bLeen provided,,  This seemed to relate more to voluntecers being
At a given place at a given time, npot to their skills. The
volunteers, however, wanted to use theiir skills. 1In spite ot
this daitterence, the expericnce was positive for all involved.
: one explanation may bé that staft expected less thano the volun-
teers were willing to give, so were pleasantly surprised at
/ /T) what they got. ' ~ '
;
. The benetits ot having a volunteer coincided with staft
Yoals: hawingssomeone with real world experience, soméone to
pertorm tasks they didn't have time to do, someone to provide \_
a service which would not otherwise have been available, and L;)

N~

someone to provide interaction between age and youth.

Program difticulties cited by the staff wére parallel
with those noted by the volunteers. Supervisors were not
clear on how best towrk with the volunteers and felt they could
have made better use of them. This seemed to be a theme which
‘ran through the commefits from the volunteers as well.. This
s1gnals the need for more staff orientation to working with
thes valunteers.  llowever, as with the volunteers, .Rroblems did
not Jdampen staft enthusiasm for the program. Once they had
cthe valuable assistance of a volunteer, they did not want to
lose "1t. Almost all stdaff stated definitely yes, they wanted
. to work with «a voluntecr again. ' . :

W

’ staftf ratings of the volunteers themselves, the benefits

to the Institution, and the quality of the program were for-

the most part positive. Regarding the individual attention to
students, those who actually had volunteers working with, '
students telt 1t greatly increased the attention given:'to them.
The same was true of the quality of educational programs. Where
taculty had volunteers who could make an impact on this, they )
unanjimously agreed that it greatly benefitted them. There was

not quite the same agreement on the difficulty of the supervisor's

o0 .




FACULTY GOAL _

Figure 9 N
Faculty Goals and voluntoer Jobs

-

VOLUNTEER JOB

. take over some activities,
‘thereby allowing $omeone the
chance 'to work on more crucial
things.

e .
.. . sfudents learn spectific
_ski)ls from volunteers.
' »

. students learn more

about the real world. \
. students learn about

» '!

. perform tasks/sérvices
~| that would not otherwise
have been provided.

. Other goals

Giving college more presence in
the fleld. utting costs.

S Y

Assisting Dean of Admissions by contacting
suspemded students regarding reenrollment.

Supervising social service technology
students in field internship.

Aiding swhuning classes.
Conducting follow- -up 'survey of non- returning
Students. ' :

Assisting swinming instructor help students

. feel comfortable in water.

Providing office style dictdtion to legal
secretarial class.

Helping social service students develop resumes,.

Conveying information about rcentry to suspended
students.
-

Talking to suspended students about life dbals

Helping studepts understand criteria for
-employment {n business.

Giving students an idea of how legal secretaries
operate in a corporation. .

Creating a better understanding of problems
of older people.

Responding to student ‘job letters and resumes
from standpoint of someone who had read many:

R

Providing opportunity for yourg children to
interact with older person on regular basis.

Supervising piano lab.

Conducting survey for which supervisor did
not have time.

Providing business-like situations in class.
Giving students individual attention.

Establishing one-to-one relationships with
students in the field.




, ; . . . . .
1

job.  Some felt it made the job more difficult because working
with the volunteer presented an additional task. This kind

ot complaint mayg dissipate as the volunteers become more
solidly a part ék ‘the supervisor's activities.

‘

Almost all staff members were very satisfied with their
volunteers. Some were neutral, but none were negative. Most
were satisfied with the whole program as well. Wwhere negative
comments were oftered, they related to the process and not to
the concept. ' . . ) ;
Only a limited number of student evaluations were obtained.

Not all the volunteers had direct, continuous contact with

students, In cases where they did, it was not, always possible

to aﬁmin}ster the’ instruments. Class time was at a Premium

and it could not necessarily be made available. As a result’,
“only one class of gtudents participated in the evaluation.

Thus, the information presented here is rather limited and

SCems more suggestive than conclusive. _ « -

Owerall, the students were pleased with the program. The
greatest benefit derived from the experience was the perspective
on the real world of work the volunteer provided. Other comments
related to having someone else with expertise in the classrqgom,
either for the exchange it provided with the .teacher or the
assistance it provided with class assignments. '

Interestingly enough, one of the problems of having the
volunteers was not being able to take full advantage of them.
‘ Some students felt the volunteers were not there énough of
the time or there was not enough discussion with them. Volun-
. teers were criticized for not being able to express themselves
very well. One reémark was related to the volunteers' tendency
to stray off the topic and go off on tangents.
. a .

Suggestions for improvement followed the pattern set by
problems encountered, i.e., for more interaction with volun-
teers. Students wanted more time with voluntegers, more
volunteers with a variety of experiences, or volunteers in
more courses. % 3 ’ '

Overall, the evaluation indicated a.deep satisfaction with
the program and the concept. It also seemed glear that ,some

*of the procedures needed ref§nement. Staff orientation/
preparation sttands out as in need of improvement. This is a
critical point. It is the quality of the staff/volunteer
arrangement which ultimately affects the level of service the
volunteer can provide to the institution. This demonstration
did not. adequately test this arrangement. -

{ "0.
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Another arca which merits further study is recruitment.

Timing dseems to be a crucial element in it. In a learning-by-
doing situation au(h as in a dvmonstratxon project, there is-
a lot ot hlndblqht Recruitment procedures seftered from thisg.

. In"spite ot. these proce duxal concerns, the,demonstration did
show that volunteers can be successfully recruited and placed
in two-year postsecondary institutions.

¢

¢

Dissemination

The tinal activity of the project was dissemination of
the results via the Resource Handbook. In order to accomplish
e AL S

this, project staft--.

o complled a mailing list to apnounce avaxlabxllty’/ .
materials, )
) Q . ' . . . ‘ i
o seont a letter and a brochure to the persons and organi-
‘ " zations on this list, N

. o produced an 1nitial set of materials to be distributed
to key organizations and individuals, !

\4 0o placed materials in the Natiobnal Center cost- recovery
publication system, |

o submitted materials to Natlonal Center operated ERIC
Clearinghouse on Adult, Career, and Vocatlonal Educa-
tion, as well as to other clearlnghouses interested
in aglng materials, /

s 0 publicized the program at the conventions of the
American Association of Community and Junior Colleges,
the Council on Occupattional ‘Education, and the

. : American Vocational Association, and

0 publiefzed by articles in the New York Times, On Ca@pus,
Updatc, OVA Reporter, and Modern Maturity, with more
articles being prepared.

.~

Letters and phone calls have been received from numerous
colleges interested in establishing a program like ASSERT and
asking tfor assistance in doing so. Stdff members provide
intormation, advice, apd materials\_ The concept behind ASSERT
i1s very appealing to colleges that recognize the need. to serve
the older population in their communities, the great resource
that these pcople represent, and the service, they can provide
students. The growing retired population and the declining
economic resources available to education make Project ASSERT
a timely and significant concept.

Y

»
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APPENDTIX A o ,

SYNTHESLS OF I4'PERA'J‘UREH SEARCH ' '
r . ! '

What follows ,is a synthesis of the literature and programs
reviewed for Project ASSERT. The goal of. this synthesis is to
map out current trends in volunteerism as a postretirement . * . S
activity apd as .a strategy for enriching educational services.
Individual™programs will be desdribed as examples. An annotated
bibliography has been compiled and is provided for persons
interested in exploring the topic in more detail. This °
is- in'no way a complete listing of programs and materials on
the topic of volunteerism. To develop such a 1ist would have
exhausted the resdurces the project had to devote to the effort.

§ ’ \ . . . )
. The issue at hand is the development of a volunteer program
which would recruit and place retired technicians in volunhteer
positions in two-year postsecondary institutions. There are
two subissues which can be identified in this problem’ (
and those have been used to guide this synthesis. The subissues
are:, : b H .

l. Retired technicians as volunteers.

. / .
2. Volunteer programs in two-year colleges.

‘To deal with the first issue, retired technicians as volun-
teers, literature which deals with the propensity of older people
to volunteer will be summarized. In addition to this, volunteer
programs established for older Americans and those which attract
older Americans will be reviewed. It should be noted that while
the target group for Prgject ASSERT is retired technicians, the
data which is reviewed here is for the total group of older
Americans. Data on the volunteer activities of technicians,
rectired or not, does not exist. There are volunteer programs
which focus on using the skills of a technician and examples of
these programs are provided in the review. However, these
programs are not exclusively for retired persons. »

The second subissue, vblunteer programs in two-year colleges,
will begin with figures on the number of older people volunteer-"
ing in such thstitutions. This will be followed by examples of
- volunteer programg in two-year cdélleges. As is discussed in that
section, very few programs have been identified.

Retired Technicians as Volunteers

The issue of retired technicians as volunteers must be\;
viewed in the larger context of retired persons as volunteers
as data related to the specific group is not available. The most -
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.
tecent data collected on the volunteer dactivities of older persons
reveals that between fourteen percent and twenty percent of people’
sixty-tfive years and older engage in volunteer activities, (U.S.
Burcau of the Census and Lou Harris.) Their volunteer patterns
generally follow that of the rest of the population. Religious
work shows the highest level of participation with fifty percent
of*the sixty-five and older population involved. Health and
social/welfare work are second with twenty-two percent and four-
teen percent participation ratq, respqctively. Elevep percént
ot the sixty-five and older population engage in civi¢ community
cctign, five percent in citizenship, three percent in education*

"y “and recreation, and one percent in political and other activities.
{U.5. Bureau of Census.) . ‘
These tigures do not show a very high volunteer participation
rate ot older people, especially for nonreligious volunteer work.
‘ These tigures are, however, four years old. The largest federal
© volunteer activity tor older Americans, the Retired Senior Volun-
teer Program, hah\only been in operation for two years at the
time ot the survey. Now, with almost six years of operating
experience, RSVP alone could account for a greater number of elder
leHntbers than appcared in the survey in 1974,

Mahry more programs devoted to creating volunteer activities
for older pdrsons have developed since the survey was taken. For
example,; 1n11974 the Edna McConnell Clark Foundation, a private

" nonprotit organization, funded seven metropolitan school districts
tor the purpose of increasing the number of older people involved
as volunteers in the schools. As a result of that effort, the
number of elder volunteers at work in school districts has risen
trom leéss than 1,000 to over 7,000. .(Elderworks.) No doubt, if:

4 survey were made today, the participation rate for older Amer-
icans would be much higher. A Lou Harris poll conducted in 1974
discovered something which lends credence to this assumption. .
They tound that' many of the elder people who were not at that
time involved in voluhteer work would like to have been. This

, sugyests that as the opportunities increase and more older Amer- .
1cans are askgd to volunteer, more of them wilf.(

Volunteer Programs Attracting Retired Technicians

~—

* There are presently no volunteer programs which are for
retired technicians exclusively. However, there are a number
of programs which have the potential of attracting them. They
are reviewed below. :

{

) . . )

* A Lou Harris poll conducted in the same year came out with a
higher figure for cducation. They showed nine percent involved
in education. ‘

v
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Pederal Programs . . S
. / .
During 1976 eleven federal programs placed appr ﬁimately
237,652 older people in volunteer roles of one type or another.
Of this group about 42,000 were placed in education-related roles
(Academy for Educatiohal Development). Most of these are sponsore
" 'by programs administered by ACTION, the federal vofﬁnteer agency.
Others occur throuyh the Department of Education and Small Business.
Administration, ' - ' : '

ACTION Programs: ’ | | &

Retired Senior Volunteer Program. “Begun in 1972, this feder-
ally funded program creatos meaningful volunteer opportunities
tor retired and semi~retk€gd persons sixty years and older. It
-enables them to participate more fully in the life of their commun-
ity. RSVP volunteers serve a variety ‘of agencies, such as -
hospitals, libraries, museums, schools, government agencies, etc.
While it places people in community service' roles, the focus of
RSVP 1s on the individual volunteers need for and integests in
meaningtul and purposeful activity. RSVP /does not focus on any
one group of older .persons, but rather provides opportunstfes for
a wide range of people with equally broad areas of interest.

, Peace Corps. Unlike RSVP, the Peace Corps is not limited to
older Americans. Anyone eighteen years or older may apply. How-
ever, it has since its inception-in 19 actively. recruited older
Americans. As of 1976, 101 out of 6,0 volunteers enrolled were .
aged sixty-one to seventy and thirty were aged seventy-one and oldgr
(HEW Fact . Sheet). Peace Corps volunteers serve in developing
nations to meet a wide variety of needs. Some of the majpr work
catcgories volunteers are involped in are: agriculture (food
production, fisheries), architdcture and city planning, business
deve lopment, civil engineering, education, health, industrial -
arts, vocational education, and skilled trades (ACTION booklet) .
[t 1s clear from tRis list that the Peace Corps has” great potent-
tal for attracting and employing the retired technician,

Volunteers In Service.To America (VISTA), This. program
recruits men and women of all ages to work in urban and rural
impoverished areas. Volunteers in the program work with people
In a community to help them mobilize people and- resources to solve
a problem. They yenerally work in one of Six areas: social
services, ecducation, housing, economic development, health, and
community planning. While this program places no age limit on
those who wish to volunteer,, as of 1976, nixg percent or 312 of
VISTA's 3,357 volunteers w?f; sixfy years and older.

Foster Grandparent Program. Thin*ﬁ?ogram offers opportunities
for low income people age’ sixty and over. Fodter Grandparents work
twenty hours a week in institutions working w{th physically,
,emotionally, and mentally handicapped children. * Their primary
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’tunvtxonbis to provide love and attention to the children with tasks
ranging trom fecding and dressing - the child, playing games and
reading, to assisting with speech angd physical therapy.

senior Companion Program, This program is similar to the
Foster Grandparent program. Tt provides opportunities for low-
' incole people sixty years and older to work with adults with spec-
- lalsneeds, especially the elderly. They work with people 1in thelr
own homes, in nursing homes, or other institutions in much the
same way that the Foster Grandparents work, . ‘

T e e i et e e s —_ e e e

'y

small Business Association:

senior Corps Of Retired Executdves (SCORE). This program
recruits retlred businessmen and women and palrs them with. the
owners or managers of small businesses in need of management
advice.  As of January 1977 SCORE had approximately 6,850 volunteers:

U.5. Ottice of Education:: .

Head Start. Although only marginally involved in the use of
older adults,; the Head Start program does provide some volunteer
ovportunities. Almost all of the volunteers work as teachers or
tutors,

Non-Federal Programs - ¢

There are proygrams providing volunteer, opportunities for sen-
1ors which are supported by private funds such as United Way or
private nonprofit organizations. Most of these efforts are in the
formet 1ndividual volunteer programs. For example, 'a great many
ot the volunteer programs in theé schools are funded by private
foungations. In funding such efforts, foundations are attempting
to demonstrate the value of volunteer programs and so encourage
schools to adapt them. " . ™

- TN

One foundation.has been a pioneer in efforts to bring more
older volunteers into schools. This?ﬁs the Edna McConnell Clark
Founddtion. As mentioned earlier, they began promoting the idea
in 1974 when dhey funded seven school districts for the purpose
of increasing the number of eldem volunteers at work in the
schools. In 1978, as a spin-off of this effort and similar ones,
the Clark Foundation formed a new public foundation ELDERWORKS.

* 'he purpose of this foundation, to promote the use of elder talent
to build a stronger nation, is achieved through letting grants
tor programs which will work to accomplish this and serving as an
information clearinqhgﬁse for programs which share theix goal.

—— Other privately funded efforts are those which try‘to link
all of the volunteer activities occurring in a community at any
.one time. An example of this is Voluntary Action Centers. / These
were formed to assist the community in operating volunteer programs.
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They supplement training and recruiting efforts and generally

act as clearinghouses for information related to yolunteerism,

They provide information bn the availability of volunteer
opportunities; who to contact, and the type of commitment reqUired
As they. are designed to help the community as a whole, the Volun-
tary Action Centers do«tnot single out speclal groups of people

“to serve, They do not help retired people seeking volunteer oppor-
tunities, but they do not wbrk exclusively with them,

Another example of a private volunteer organization is
Volunteers In Technical -Assistance (VITA). Similar to the Peace
Corps 1n 1ts thrust, thls'organlzation is devoted to helping
people in the world solve their technical problems., It is funded
by government sources and from private con butions, About ten
percent of the volunteer workforce of VITA Bre retired,

° - o . {

Okder Volunteers in Two-Year Postsecondary Education Institutions

Rcuent‘surveYs have*indicated that older persons do serve
a variety of roles in two-year colleges. -

llowever, older volunteer programs are a much more common
phenomena at the elementary and secondary levels of education.
Although the reason for this has not been documented, it is
probably easier to conceive of a volunteer in a nurturing role,
providing guidance and love for‘a child than in a professional \
role, providing skilled assistance to an adult. There may be
a conflict between what is seen as paid and volunteer work and
it may be necessary to make clear distinctions between the two

" to avoid conflilts with people who are paid ‘for their work.

Thus, volunteer’s- are not often given vital roles. They provide
niceties, In postsecondary ipstitutions, where nurturing is
Adiven less attention than skill development, there seems to be
no ready role for volunteers Institutions which do use them
must adjust their image of what volunteers can do.‘

There are many possible explanations for the lower involve-
ment of postsecondary institutions in voluntger programs. However,
to spend too much time discussing why they are not involvefi, would

~overshadow the fact that some ,postsecondary institutions d¢p in

fact sponsor volunteer programs. Recent surveys have indicated
that older persons serve a variety of roles in two-year colleges.

‘Research conducted by the Academy for Educational Development (AED)
. revealed there are an average of- twelve older adults serving in

each two-year .college. 0OQf the institutions which employ older
adults, the AED found that fifty-three percent employ them as

~';unpaid volunteers, -twelve percent as stipended volunteers and thirty-
five percent as paid/employees. The -type of services seniors



- N : t ‘ ‘
were tound to provide were: res®urce person, special lecturer,
teacher, tutor, educational advisory committee member, teaching
aide,'library aide, curriculum consultant, counselor, administr-
ator of an education program, media production person, creator
of educational games and-classroom materials, researcher and
other. No information was avallable as to which of these services
were provided by volunteers and which were paid services.

Beyond involving older people directly in their programs some
two-year colleges also promote volunteer opportunities for older
people outside of the college. They do this by becoming prime
sponsor's of RSVP's, Thus, they manage the whole process of
volunteer recruitment and placement in an effort to serve the
community. Interestingly enough, however, it is often the case
that the RSVP sponsored by the college is very distinct from the
academic functioning of the college. Most of the volunteers are
placed in the community and not much emphasis is placed on
developing volunteer positions within the college. A list of
two-year colleges which sponsor RSVP is inclq?ed in the biblio-
graphy.

Volunteer Programs in Two-Year Postsecondary Imstitutions

The figures just presented indicate the presence of some
volunteer activity in two-year  postsecondary institutions. How-
ever, therc is very little information available describing the
programs which generate this volunteer activity. 1I«4¢ is possible
that there are no programs per se, but rather there is a willing-
ness to use volunteers .and with that a reliance on other programs
such as RSVP to bring them to'the college. Another point to
consider is how much of the volunteer activity measured represents
alumni involvement in such things as fund raising, job development,
. and/or public relations. This again may not be considered a

volunteer program, ,

As might be anticipated from the above narrative, the search
tor programs in two-year postsecondary institutions has not been
extremely fruitful, In fact, no two-yéar colleges have been found
operating volunteer programs in.their own right for the purpose
of bringing volunteers on campus. There are the colleges which
sponsor RSVP, but again, this is usually a community and not a
college service. 1f the universe is broadened to include all -
postsecondary institutions, more programs8 can be jdentified, Two |
of these programs are described below. ' '

Retired Senior Volunteer Service Corps. Operated by the
University of Maryland, thils program hasb brought skilled retired
persons to the college campus to help personalize the undergrad-
uate experience. The three-year program funded by the Edna
‘McConnell Clark Foundation is designed to give students additional
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perbspectives on lssgues, Involve talented oldor people in the
cducat fonal process and establish a means for retired people to
participate in the academic and related servfices of the unlver-
sity. Any retired person who has applicable career or 1life
experfence and who 1is willing to commit three houtrs a week for
one semester is ellgible to become a volunteer, J

"New Dimensions " University of LaVerne. This small liberal
arts college In Callfornla has brought volunteers to the campus
to shiare their -expertise with she students. The' volunteers work
with the students as mentors. ‘A by-product of this programfﬂaS/’
been that more and more retirees*are‘énrolling in LaVerne classes.

\ }
» CONCLUS ION ’

S~

The main conclusion that can be drawn from this synthesis
of the literature is that Project ASSERT is exploring new
territory. [t 1s opening the door for recruiting and placing
older volunteers in two-year postsecondary schools. The vast
-majority of ‘education-related volunteer positions are at the
elementary and secondary levels where volunteers assume a more
grandfatherly or grandmotherly role. Such positions have not
had much appeal to retired technicians. Positions in two-year
colleges present possibilities heretofore unavai lable. This
should bring retired technicians ‘into the realm of volunteerism:-
and provide them with the Qenefits already demonstrated by other
older volunteer programs.
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APPENDIX' B .

RﬁNOf‘?ED §IBLIOGRAPHY ~ : . v ,
\ ' . |

ACademy for Educational Development. Never Téo 0ld To Learn.
New Yoxk, N.Y.: Academy for Educational Development, June
1974. : !

This book summarizes a study done by the Academy for
Educational Development of the availability of educational
opportunities for older Americans. The study identified
existing programs and characterized their offerings.

Based og,tﬁis information, recommendations were madé for

“\

developyng new programs. There are two elements for ,
creating educational programs for older people--communication
and involvement., : '

,Academy for Educational Development, Inc. Néver Too 0ld To Teach.
. N New York, N:«Y.: Academy for Educational Development, inc.
1978. o '

This reports on a survey cohducted by the Academy for
Educational Development to determine the extent to which
- older Americans were involved in educating roles., They

ﬂ looked at the issue across all educational levels and
institutions. The findings.were, (1) as 'a rule, older
people are used in educating roles but that there are typi-
cally few such persons in each institution, (2) the .kind .
of roles older people fill varies greatly between institu-
tions; and (3) older people perform well in many different
kinds of roles. A

ACTION, Officg of Publi¢ Affairs. ACTION: News Digest.
Washindton, D.C.: ACTION, Office of Public Af’aIfsx

ACTION, Ohio State Office. ACTION: 1976-1977 Ohio Directory. °
Columbus, Ohio:: ACTION, Reglon V, Ohio State Office,
. September 19762

ACTloyjﬁkétired Senior Volunteer Program: -Operations Handbook
for Sponsors. Washington, D.C.: Older Americans Vdélunteer
- Programs, October 1974. ’

~

[}

This provides the procedures for developind and operating
-an RSVP agency. Chapters on Program Development and
Prdgram Operation describe the recruitment and placement .
of volunteers -and the development of volunteer stations.
The introduction also provides-a good description of the
development of the program. *

-
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Babic, Anna C., "The Older Voluntecer: Expectations and Satis-
factions," Gerontologist. Voluyne 12, .Number 1, Pages 87-
90, Spring 1977, \ : >

Based on observations and conversations with volunteers and
staff in several SERVE projects, the author makes reflect-
ions relating to volunteer adjustment, role perception,
costs, benefits to the institution, and group experience.
Her observations indicate that older persons can be
recruited for volunteer service in a variety of institu-
tional settings, that they can assume duties on an ongoing
basis, and that health is no problem.

Bender, Louis W. "The Volunteer: Key to Community Based
Education," Community and Junior College Journal.
Volume 45, Number 9, Pages 18-17, June/July 13975,

The author laments the lack of literature’ relating to
the role of the volunteer in Postsecondary education,
. but expresses that in spite of this, there is a value

in using volunteers. They can bring a sense of cause

Or purpose to individuals and groups within the community

vis-a-vis their community based community college. He

suggests ﬂbme guidelines. for the involvement of volunteers:

a ~ (1) leadership and coordination is essential, (2) compre-
hensive plan for volunteer action must be developed with#
at least -three stages: inventory of existing volunteer
relationships, assessment of every facet of institutional
operation to identify potential for volunteer action and
establishment of priorities and strategies for communi-
cating the institutional requirements to the service .
area involved, (3) recruitment, screening, and training of
volunteers, (4) clear statistical objectives for the
program should be-developed, and (5) a reward provision
should be part of total system. -
Bowles, Elinor. "Older Persons as Providers of Services:
. Three Fedéral Programs," Social Policy. ~Volume 7, Number 3,

Pages 81-88, 1976. - . ' * '

This author examines older Amerjicans Volunteer Programs:
Foster Grandparent, Senior Companion, and Retired Senior
Volunteer. - She provides a historial perspective and
general operating descriptions for each program. The
author describes the benefits of the Rrogram in terms

of a helper-helpee'relationship. As a helper, the

elderly person: (1) develops an increased sense of ‘ppwer
over his/her life, (2) can become more objective -about his/
her problem, and (3) obtains a feeling of social usefulness
and worth, thereby improving his/her self-image.
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Brooks, -Suzanne. Involving *Senior Adults in the Community

College: A Model Work-3tudy Program. Tos Angeles, Calif.:
Los Angeles éommunIty College DIstrict, Division of

Educational Planning and Development, 1975. ED 121 369.

.

From Jadhary to August 1975, Los Angeles Valley College
was involved in a Senior Adult Work-Study-Serve project
which provided work-study empleyment for adults over the
retirement age. Jobs were developed generally of

the type not requiring specialized skills, Workshops
were held for employers to orient them to the abilities,
‘needs, and'special characteristics of senior workers.

Carter, Barbara and Gloria Dapper. . Organizing School Volunteer
, Programs. New York, N.Y.: Citation Press, 1974,

This book covers the issue of volunteerism in education
‘from start to finish. It describes the driving force/
and who volunfeers. Problems with volunteer programs
and how they are established are covered as well. It
highlights important aspects of programs such as
coordination, training, getting and keeping volunteers,
cost, and evaluation, devoting a chapter to each.

Chamber. ofyfommerce of the United States. Career Education
and gﬁg Busintssman: A Handbook of Actlon Su estions.
" As pr®posed by PartIprants at the First National i
Confq;;nce on Career Education. Sponsored by the Chamber '

of Co zerce of the UnLted-gtates, February 28 - March 1,
1973, ~

-
Chaptea seven of that handbook introduces the concept -
of using retired workers as resource persons in schools

‘ to acquaint students with the world of work. Theéir basic

’ ldea ig to solicit retired workers to meet with students,
teachers, and counselors to discuss their former occupa-
tions as it might apply to today's students. - Suggested

topics are: (1) discussion of work values that are
meaningful,. (2) demonstration of specific vocational / ‘
* skills, -(3) discussion of personal opinions, occupations, §\

and the life style they lead tos/ The article sites some .

potential problems and makes some action suggestions.

Council of Volunteers for Erie County. Voiunteer Program .
Development Manual. Erie, Penn.: COVE, 1975. Available
from NationallInfarmation Center on Volunteerism, Boulder,

+ Colo. ' :

/, , This is a reiatively short, easy to re&d manual qovering
the issues of proposal development, program support, -
planning, establishment of program, record keeping, N
evaluation, and cantinuing concerns.

. " :
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DeCrow, Roger. 'Oldep_ﬁmericansx Noew Uses of Mature Ability.
Washington, D,C.: Amerlcan Assoclation of Community and

Junior Colleges, 1978,

This author examines the graying of America and implications
it hasg for community colleges. Working within the premise
that community colleges can help maintain the productivity
level of older -Americans by training, counseling, and/or
pPlacing them in joba, the author examines programs that
are presently available for older Americans. He summarizes
four erent programs: Senior Employment Services,
Volunteer Service Programs, Training for Work and Service,
and Older Adults in the Workplace. 1In concluding his report,
the author notes five education roles the institutions

of higher learning are Providing. Some include training

and lead to work in the following areas: child care, peer

counseling, health care, education providers, -and communi ty
service. ) )

Diers, Charles. "Retirees Teach Industrial Arts," Dulugh
Herald. ¥ Duluth, Minn., September 26, 1966. ° o

T™wo industrial arts teachers retired from service in the
Duluth public schools are the subjects, of this article.

. They are volunteer 'leaders in an experi;ent set up by ~
‘the St. Louis County Welfare Departmen which gives basic
training in carpentry to adult students who are taking

part in a work-relief project.

Doyle, James R. "Digbing for Human Treasure, " Educatibnal
' Leadership. vVolume 1, Pages 26-30, 1976. V-

‘%' Communities Project in which senior citizens were volunteers
in the Ann Arbor Public schools. The article highlights
the "int:igenhrational" quality of the project. -

Foley, Mildfed, Something Wonderful Happens When RSVP Comes
[Into a\School: Guide for RSVP Directors nterested in

Involving Schools 1n ccepting Retired Senior Volunteers‘“
( in Local School § stems Gradé K to 12. Cqumbus, Ohio:
: Ohio Commission on AgIng, 1974,
This manual provides basic guidelines for selling the ~ N\

administration, Preparation of the classroom for the RSVP \
volunteer and where to recruit school volunteers, t
X

I
further provides a generic descoription of the RSVP ,gchool‘
volunteer and ¢ase histories of the experiences of Mj
volunteers. ‘

¢
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Ponos, John Scott, "Why Not Volunteer College Ihstructors?"
Improving College and University Teaching. Volume 24,
Number 4, Pages 231-237, Autumn 197¢.

I\ The article advocates the use of volunteer "guest instruc-
h tors" as means of bridging the.gap between the classroom
" and the real world. Several suggestions are made as to
how to recruit: (1) alumni, (2) local business people as
volunteers,

Gotbaum, Victor and Elihor Barr, "On Volunteerism," Social
Policy, Volume 7, Number 3, Pages 50~51, 1976,

The authors of this piece express the opinion unions have
of volunteerism as it relates to usurping paid jobs.
Unions perceive the need for retirees to feel productive
and a part of -the social mainstream. They recognize
volunteerism as a potential means of maintaining this,
but they do not wish the use of volunteers to endanger
the jobs of paid persons. ) :

Harris, Lod and Associates, Inc. The Myth and Reality of .
* Aging in America. Washington, D.C.: The Natlonal Council
of Aging, Inc., 1975, '

This is a report on a survey gommissioned by the National
Council on Aging. The aim was to determine the general
public's (18-64 years of age) attitude toward the aging

~and older people's attitude towards their own aging. It
approaches this issue from a psychological, social, and
public policy standpoint. This study provides extremely
useful data. An interesting finding of the study was
jthat on most points older Americans viewed themselves as
very similar in ‘needs, wants, mobility, etc. to their
younger counterparts. However, when asked about older
persons as a group, they indicated very special needs,
limited mobility, etc. ‘

. [

Hubley, John W. Schqgol* Volunteer Programs: How They Are = .
Organized and Managed. Worthington, Ohlo: School Manage-

ment Institute, Inc., 1972.

Using anecdotal information from ongoing school volunteer
programs, this author develops a case for volunteers in
~education. This bdok provides a good averview of the
process of developging a program covering such issues as
establishing commitment, recruitment, preparation (includ-
ing orientation and training), successful program operation
(creating support and satisfaction), and examples of the
many ways volunteers can be used,
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Lllinols State Office of Lducation, ' Because They Care: A
Regource Manual for Volunteer Programs. Springfield, Ill.:
[llinols State Office of Educatlion, 1976. : .

This is a study of the volunteer program in Illinois done
to determine the drawbacks of such programs and to -
formulate recommendations for furthering the concept of
volunteers in education. Ten potential problem areas

are identified: dependability, confidentiality, 'dis-
illusionment, amateurism, abllity, lack of control,
adminigtrative burden, a threat to teachers, volunteer
expectations, and recruitment. For each of these areas,
the authors define the problem and make recommendations
for its solution. They also make more general recommend-
ations regarding the design of volunteer programs. One
such area, is the case of volunteer resource people.
Based on an educational attitudinal survey which revealed
a high priority for career and vocational education, the
authors recommend the use of valynteers to enrich and
enhance such programs., They a?§b~:¥evide some suggestions
for utilizing such persons. TIn addition to this, ;
recommendations are also made to increase the involvement
of senior citizens in education.

Jensen, Pauline L. “They Make My Day's That's What Older
Persons Say After Working with ScMool Children in a Novel
Project in Minneapolis," NRTA Jouynal, September-October
1969. = . '

This article describes the Minneapolis Resource Progranm,

a project designed to enrich the lives of elementary children.
To belong to this sgpecial group, a volunteer mush have some
cxceptional skill or knowledge. All ages make up the

group, but there is a growing number of senior citizens.

Karant, Vicki I. "Society Denied: A Defeat for Community
Resource People in the Public Schools," Phi Delta Kappan.
Volume 58, Number 8, Pages 639-641.

o

The author describes the development and eventual demise of

an alternative high school program started in the Léonia,

New Jersey Public Schools in the fall of 1972. The program

was designed to use community mesource volunteers who

offered courses in their fields of expertise to students

for high school credit,: (The town had a high concentration

of persons recknowned for their talent, Alan Alda for

- example.) The volunteers were to be supervised by three

to four core teachers who taught regular classes to meet

‘state requirements for college prep. The high school

faculty and administration were uneasy with the situation:

(1) it was a break with tradition, .(2) they feared the loss

of creative students, (3) they felt their jobs were endangered.

They filed suit on the volunteers' lack of certification, '
“vthe result of which was to end the program,
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Kazanag, H.C. and Stephen Capelli, "Eliminating Job Dissatis-
faction: What Can the Vocational Technical Educator Do?"
Technical Education Yearbook 1973-74, Ann Arbor, Mich,:
Prakken Publications, 1973-1.

The article reviews the rising problem of job dissatis-
faction. The challenge to vocational and technical
educators is beyond "keeping up with technology." They
must also face the issues of the quality of work life
such as working habits, attitudes, and values. The

authors suggest eight ways in which program may be
adjusted to meet their need. '

Kdrim, Andrew S. Older Americans and Community Colleges: A
Guide for Program Implementation. Washington, D.C.: Amer-
1can Assoclatlion of CommuniIty and Junior Colleges, 1974,

Korim, Andrew S. Older Americans and Community College: An
‘ Overview. Washington, D.C.: Amerlcan Assoclation of
Community and Junior Colleges, 1974.

Korim, Andrew S. and Dorothy 0. Waugeman. Older Americans and
Community Colleges: Selected Papers. Washington, D.C.:

American Assoclation of Community and Junior Colleges,
1974.

Kramer, Leo, Incorporated. Recommendations for Developing the
Retired Senior Volunteer Program. Washington, D.C.: Older
Americans Volunteer Programs, 1971. ED 076 887.

The major thrust of this article is the organization of the
Retired Senior Volunteer Program. The introduction provides
some explanation of the rationale for the program: (1) few
roles for older people, (2) allow those who in the past

were prohibited because of financial constraints from volun-
teering to volunteer. It points out that unless a volunteer
fecels” that he/she is doing something that really matters, the
program will be of little value. Also, by involving the
clderly as volunteers in the communjty and so demonstrating
their '‘capabilities and characteristics, RSVP can serve to :
educate pcople about the real needs of the elderly and certain
Stereotypes regarding them. )

Manney, James D., Jr. Aging in American Society. Ann Arbor,
Mich.: The Institute of Gerontology, The University of
Michigan-Wayne State University, 1975.

This is a good sourcebook on the topic of aging.‘!:re
author covers various topics related to aging in erica.

He begins with a discussion of the process of aging, then

moves to a review of ‘the social situation of older people,
and concludes with a summary of the policies and programs

for older people. The appendix of the book 1s very useful
for the listing of sources of information it provides.
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Manual for Developing a Senior Citizen Teacher Aide Program.
Salem,.Oreg,: Oregon State Department of Education, 1975.
ERIC microfiche, ED 132 139,

The Tigard.School District in Tigard, Oregon began The
Senior Aide Volunteer Education (SAVE) project in 1971.

The primary reason for the project was to provide addi-
tional instruction for students in grades one-six in reading,
math, and elementary science. Thu§, they were able to
maximize the number of adults in the classroom and minimize
the cost to the school district. This article provides

an adopters guide covering such issues as (1) deciding
whether to adopt a model for using volunteers, (2) deter-
mining the feasibility of implementation, (3) organizational
structure, (4) budgeting, (5) program implementation,

(6) staff and aide orientation, (7) selection of student
participants,/and (8) evaluation,

Mastors, Charlotte. School Volunteers: “Who Needs Them? 4
Bloomington, Ind.: Phl Delta Kappa Educational Foundation,
Fasttback Series, 1975.

~
This book describes the development of .a local school
volunteer program, LINKS (Laymen In North Kingstown
Schools) and the evolution of a statewide organization,
VIRIS (Volunteers In Rhode Island Schools). The book
provides some rationales and political philosophy for
establishing a program. Additionally, it sets forth a
series of steps to follow in developing a program.

Murphy, Judith and Carol Florio. Never Too 0ld To Teach.
New York, N.Y.: Academy for Educational Development, 1978.
; \
This recently published work presents the results of a
1976 survey of 11,500 schools, colleges and other
nonprofit organizations with strong educatignal missions
. . to determine the extent to which they were using the ,
“ services of people sixty-five+ in edugating roles; to identify
the types of roles older people were playing; and to
detcermine how satisfactorily older people performed on
‘their roles. ' The results of the survey found very few : .
older people in educating roles and that the educational
roles they did have varied markedly between institutions.
The book provides a very compléte listing of the survey
- results, broken down by type of institution and kind of
role. ’

Menta, Martha. "How to Be a Grandperson," NRTA Journal July-
Augqgust 1976.

This reviews the Teaching-Learning Communities (T-LC)
project in Ann Arbor, Michigan. The project was designed
to involve older people using skills of a lifetime in
educational settings. .
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National School Volunteer Program, Inc, Guidelines for
‘Involving Older School Volunteers. Alexandria, Va,:
National School Volunteer Program, Inc.,.1978,

This fifty page booklet provides tips on operating an
older school volunteer program. It covers what older
school volunteers do, conducting a needs assessment,
strategies for recruiting, interviewing and placement,
orientation and training, support for volunteers and

special problems, The appendix contains some sample
forms.

National School Volunteer Program, Inc.-‘The Older School
Volunteer: A Great and Growing Human Resource.
Alexandria, Va.: Natlonal School Volunteer Program, Inc.

This is a twenty-four page booklet with pictures and descrip-
tions of senior citizens who have volunteered in the
schools. The format used is quotes from participants, It
provides a good overview of the value of the program to

the schools, volunteers, and students. -

Naylor, Harriet H. Leadership for Volunteering. Dryden, N.Y.:
| Dryden Associates, 1976.

This book covers the world of volunteerism, ranging from
concerns of where volunteers can servg to recommendations
related to operating a volunteer program to a discussion
of some of the needs in volunteerism today.

NPOVTask Force, Inc. "I Have Returned to Life," Community
Colleges and Older Americans: A New Response to a New
Resource. New York, N.Y.: Edna McConnell €lark Foundation,

Begigning in 1974 the Clark Foundation awarded a small
.group of grants to determine what needs older Americans
have that attracts them to.community colleges and how

can community colleges best respond to these needs. The
Clark Foundation Had five objectives in providing the
grants: to help involve retired men and women in community
service roles, to help return older persons to the general
job market, to service their education and training needs,
to build on the resources community collegeés have to
develop such programs and to guarantee a maintenance of
effort. This booklet describes the activities supported
by the grants. Recelving support were Los Angeles Valley
College, Miami-Dade Community College, NYC Community
College, and Pace University.
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Ohio Board of Regents. The Two-Year College System in Ohio:
A Planning Report. Columbus, Oii: Ohlo Board of Regents,

4Recruitment Leadership and Training Institute. Volunteers in
Education: A Handbook for Coordinators of Volunteer
Programs. Philadelphia, PA, 1975,

This is a "how-to" manual which outlines the process of
developing and operating a volunteer 'program in education.
It answers the question of "who is the volunteer?" and
covers. issues relating to funding sources and proposal
preparation, organizing and developing a'volunteer program,
administering a volunteer program, recruiting volunteers,

" interviewing, Selecting, and assigning volunteers,
volunteer orientation and training, orfentation and
training of professional personnel, using students as
volunteers, career seducation: implication of volunteers,
maintaining volunteer morale “and evaluating volunteﬁi
programs.

Rogers, Betty. Volunteer Management System. Columbus, OH:

' Volunteer Action Center.
This is a compilation of materials from a variety of
sources, that is used in teaching a course on volunteer
program management.' The course consists of ten sessions
covering the following topics: (1) Building an Agency
Climate for a Volunteer Program, (2) How to Do a Needs
Assessment, Climate Assessment, (3) Writing Goals and
Objectives and the Planning Process, (4) How to Establish
Program ®rocesses and Procedures and Hé6w to Write Job
Descriptions, (5) Developing Volunteer Program Materials
and Developing Volunteer Orientation and Training, (6) Devel-
oping Recruitment Materials and Techniques and Interviewing,
Screening, and Placing Volunteers, (7) How to Establish an
Effective Operation of a Volunteer Program, (8) Retention
and Recognition, (9) Evaluation--A Valuable Tool in the On-
Going Volunteer Management System, and (10) Human Relations
and Problem-Solving. -

4

» Sainer, Janet S. "The Community Cares: Older Volunteers,".
Social Policy; Volume 7, Number 3, Pages~73—75,_1976.

This article conside;§~the benefits volunteerism offers
to’ the aging and to\their communities, how this new role.
for the aging evolve what has been learned from thé
greater utilization of\senior citizen volunteers, and
what additional steps nded to be taken to assure that
all of the elderly who wi to engage in volunteer

\ activity can have that oppo unity. Provides list of
¥esearch findings, ‘ .
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Scheier, Lvan . Winndng with Staff A New Look at Staff
Support for Volunteexrs. Boulder, Colo.: Natlonal Information
Center on Volunteerism, 1978, o .

This is a very useful and infdrmatiJL guide for building
good volunteer/staff relations. The author considers.
this the key to a successful volunteer program, He
begins with a look at some old assumptions for relatidms

¢ building and then suggests a fresh approach. He lists
seven sprategies, a basic principle and six other principles
(recgyffiity assessment, differential address, staff
rewards, staff participation and an implied role shift
tor volunteer leadership, volunteer job diversification,
and training and education) which when applied should
guarantee good volunteer/staff relations.

Schindler-Rainman, Eva and Ronfld Lippitt. The Volunteer
tommunity: Creative Use of Human Resources, Falrfax,
Va.: NTL Learning Resources Corporatlon, 1975.

-

The book covers the issue of voluntarism., It covers the .
more worldly topics of trends in voluntarism, socictal,
and others as well as more specific issues relating to
volunteer programs. Chapters on motivational dynamics
of voluntarism (Ch. IV), recruitment and Qerientation
(Ch. V), and training (Ch. VI & VII) provide good basic
information applicable to program development.

Seney, Heidi. "Two Generations of Volunteers: Grandparents,"

" Learning. Volume 3, Number 2, Pages 80-83, 1974.

This article describes the Los Angeles City Schools
Volunteer and Tutorial Program. The value of an elderly
volunteer was considered to be the special attention that
she/he could provide. The Los Angeles program had the .
added component of.a Community Resource Bank, which provided
volunteer opportunities for those who did not want to make

a long-term commitment.  The "Bank" provided a booklet

listing -volunteers with skills who could serve as resource

persons. ' .

Sequin, Mary M. Releasing the Potential of the Older Volunteér.
Los Angeles, Calif.: Unlversity of Southern Callifornia,

Ethel Percy'Andrus Gerontology Center, 1976. ERIC micro-
fiche, ED 123 307. '

This book_rcviews the Older Volunteer Project at the
Ethel PerCy Andrus Gerontology Center. The project was
a demonstration of how retired adults can enter *an
organization that employs mostly paid, non-retired
personnel, generate work and gain acceptance in that setting.
: & | \
49 '




Basic principles regarding the volunteer worker, the
volunteer's adjustment to ghe setting, and the work the
volunteers performed evolved out of the project and arxe-

- discussed in the book. The final chapter, "New Roles .
for Senior Volunteers in Organizations", 8umma¢izesqthe |
findings and provides insight for developing programs.* :
[t treats such issues as the motivation of retired: persons‘“

* to volunteer, the conditions under which organizations. wlll
involve volunteers, and the kinds of positions older \ <
volunteers can take or create.

°s. 0
Showkeir, James R. "Tapping 'Older' Energy Resources: One bf
Many Undiscovered--Unused Community Assets,"  Community
Lducation Journal Volume 4, Number 3, Pages 46-48, 1974.

Yo

o

A very general article lauding the involvement of the
elderly in education. The title in representative of
the content of the article.

Stenzel, Ann K. and Helen M. Feeney. Volunteer Training and
Development: A Manual. New York, N.Y.: xpe Seabury Press,
‘1976 ’ ’

This book is a manual designed for those planning to set
up a volunteer’training,program It is a guide to be

used in planning and conducting learning and development
programs for and with volunteers.

Sulllvan, George and Carol Florio. "Senior Citizens in
Education," Social Policy Volume 7, Number 3, -Pages 103-
106, 1976.

This article” advocates the involvement of senior citizens
in education. It presents preliminary results of a survey
of 2,140 public school districts and 1,170 colleges and
universities undertaken to determlne how many people aged

. sixty-five and over are employed in'or -are contributing their
services to education what they are doing and how well they
are doing it. Finding shows -four things: (1) many institu-
tions now involvée older people in teaching or teachlng related
efforts; (2) service opportunities *«for older people in
public schools are primarily for volunteer tutors, teacher
aides, and resource persons; (3) higher education service
opportunities .are evenly divided between volunteer and paid
employment and W) the services rendered by older people
in educational institutions are highly valued. Four ele-
Mments necessary for volunteer programs are identified:
initiative, acceptance, coordination, and financial support.
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.. Swanson, Mary M. Your Voluntcer Program: Organization and
Administration of Volunteer Programs, Ankeny, lowa: Des
‘Moines Area Community College, f§70., ED 052 414.

As the title implies, this article provides a guide for
"developing, volunteer programs. It is not oriented towards
any specific institution, but rather provides some
philosophical and procedural guidelines for developing

. a volunteer program. It covers such issues as volunteer-

iﬁy ing history and philosophy, areas of volunteering (provides
rather complete list for education), organizing a program,
format for a guideline manual, staffing, recruitment
and promotion, interviewing and placement, orientation,
in-service tralning: retention of volunteers, record-
keeping, and evaluation, Therarticle also contains a

| very oxtensive list of references.

"reaching Kids Your Skills," Modern Maturity. December-January
1973-74,

\

This describes a program which was designed to sensitize
children to attitudes and cencerns of older Americans.
[t consisted of a seven week instructional program in
which older volunteers devoted one hour a day to classrooms
and then worked with the children to produce a film.
Y )
Turnage, Martha and Roderick Moore. Home Crafts Days at
Mountain Empire Community College Bridge Mountain Youth's
Search for Identity. Blg Stone -Gap, Va.: Mountain -
Empire Community College, 1973. ED 078 839,

" Mountain Empire Community College's commitment to preserve,
learn, and teach the heritage of mountain folk is described
in this article. Community participation by those who

| could teach the heritage of‘ghe area was part of the

. implementation of this commitment. Some of the older
people in the area were invited to either take course
work in folk life or come to the classes and serve as ,
resource persons, activities that give the older person a
renewed feeling of self-worth, stimulate new pride in
mountain life, and help to bridge the generation gap. Many

: of the older citizens who participated would never hdve
. approached the college otherwise, not realizing that
' others would be interested in their skills.,

Volunteer Services Management System. Volunteer Services
System. Columbus, Ohio: Columbus Public Schools, 1976.-

This is a set of six handbooks covering the establishment
"of a volunteer program in the schools. -(I. Guidebook to
a Volunteer Service System, II. Organizing a Volunteer

4
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Service System, I1I. Information System for a Vqlunteer
Service System, IV, Volunteer Program Operations,

V. Volunteer Personnel Operations, VI. Schopl Volunteer
Operations,) The material is presented using a process
model with each aspect described in four phases--planning,
preparation, implementation, and review and renew.

Walton, Mildred L. Utilization of Retired Teachers as Volunpéé;a.
Submitted in partlal Fulfillment of the requirementsﬁfbi
the Degree of Doctor of Educatjon, Nova University, 197
ERIC microfiche, ED 133 320. , j

This article describes a project involving retired
teachers in_elementary schools to aid in the instruteien
of the gifted. There is a good review of the literature
with a historical perspectivé of the volunteer movement,
an evaluation of volunteer programs, and a discussion
of senior citizens as volunteers. It also contains
a handbook for operationalizing a retired-teacher
volunteer program. The handbook provides a series
of. four models which set forth the processes for devel-
oping a program.
(] .
Williamson, Judith Town and Margaret Johnson Ware. The Older
Volunteer. Washiplgton, D.C.: National Center for Voluntary
Action, July 1977, - : '

One of‘many profiles available from the National Center
for Voluntary Action. This reviews programs across the
country which provide volunteer opportunities for older

people. -

Wilson, Marlene. The Effective Management of Volunteer
Programs., Boulder, Colo.: Volunteer Management Associates,
1976 .

This book is written for the manager of volunteer programs

and presents techniques as well as theory...It begins

with an overview of volunteerism, an explanation of the

role of the manager in a volunteer program and a discussion

of the motivation behind the volunteer. The rest of the
abook is devoted to practical matters related to the

management of volunteer programs. - It provides useful

information on designing jobs and recruiting to fill than.

(Ch. VI);, interviewing and placing volunteers (Ch. VII)

and training (Ch. VIII).

~

52



-

APPENDIX C

Organizations and Agencies

4

Academy for BduCational Development, 680 Fifth Avenue, New York,
N.Y. 10019 Publication: Academy News

ACTION/Older American Volunteer Programs, 806 Connecticut Avenue,
- NW, Washington, D.C. 20525 'PWK /

‘ American Assoqiétion(df Retired Persons/National Retired Teachers
TN Association, 1909 Street, NW, Washington, D.C. 20006
» Publications: Modern Maturity, AARP News Bulletin

Association for Gerontology 1in ﬂigher Education, All-University
Gerontology Center, Syracuse University, Syracuse, N.Y.
13216 '

Edna ‘MeConnell Clatk Foundativon, 250 Park Avenue, New_York, N.Y.
10003 .

FLDERWORKS,” 680 Fifth Avenue, New York, N.Y. 10019 Publication:
‘Quarterly Newsletter

Gcronioloqicil Society, One Dupont Circle, NW, Washington, D.C.
20036 Publication: Journal of Gerontology, The Gerontologist

Istitute of Gerontology, .University of Michigé;,.wqyne sta¥e
University, Ann Arbor, Mich. 48105 Py

National Center for Voluntary Action, 1214 16th Street, NW,
Washington, D.C.' 20036 Publication: Voluntary Action
Leadership - s

v

National Council on Aging, 1828 L Street, NW, Washington, D.C.
20036 Publicatdont Aging and Work -

National Council of Senior(Citizens, 1511 K Street, NW, Washinéton,
D.C. 20005

National School Volunteer“ﬁ?ggram, Inc., 300 North Washington
Street, Alexandria, va., 22314 eAudrey Jackson, President
. - P

Oftice of Volunteer Development, Department of Health, Education
and Welfare, Washihg£on, D.%/ 20201

Older Americans Pfogrdmy American Association of Cbmmunity and
, Junior Colleges, One Dupont Circle, NW, Suite 410,
Wa§hington, D.C. 20036 Publication: Update

-
4 \

Project Green Thumb, Department of Laer} Waghington, D,C. 20506
. 4§ . .
SCORE, Small Busginess AsSociation, Washington, D.C. 20416

Select Committec on Aging, U.S. House of kkpresentatives, >
Washington, D.C. 20151 Honorable Claude Pepper, Chairmga\

o’ - N
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The Senate Special Committee on Aging, G+#225 Senate Office
Building, Washington, D.C. 20510 Publication:; Memorandum

~Senior Manpower Recruitment, The Peace Corps, Washington, D.C.

20025 ‘

Volunteer Programs

DOVES (Dedicated Older Volunteers .in Educational Services)gi
Lose Angeles Unified School District, Volunteer and Tutorial

Programs, 450 North Grand Avenue, Los Angeles, Cal. . 90012
Ms. Joan Suter )

Folk Craft Project; Yarapi College, 1100 Sheldon Street, Prescott,

Ariz. 86301 Ms. Anna Kaspen, Coordinator ° ,
New Dimensions Program, University of LaVerne, 1950 Third Street,
LaVerne, Cal. 91750 Lydia Harper _ .

1Y E AR
Older Adult Project, New York City School Volunteer Program,
20 West 40th Street, New.York, N.Y. 10016 Ms. Ricki Rubinstein
Project M.O.V.E. (Miami's Older Volunteers in Education), Dade
Lounty Public Schools, 2121 Ponce de Leon Boulevard, *
Coral Gables, Fla.s 33134 Dr. Xrchie Jackson

Project V.I.E., Association of Junior Leagues, 825 Third Avenue,
New York, N.Y.” 10017 Ms. Deborah Seidel

Retired Volunteer Service ‘Corps, 3155 ﬁndergraduate Library,
- University of Maryland, College Park, Md. 20742
Renee Lewis

SCORE; Brookdale Community College, 765 Newman . Springs Road,
Lincroft, N.J. 07738 Mr. Kal Bamfort

Second Career Programs for Older Adults, Mott Foundation Building,
12th Floor, 503 South Saginaw, Flint, Mich. 48502
Ms. Gertrude Cross, Consultant on Aging

Senior Consultants Program, Chabot College, 25555 Hesperian
Boulevard, Haywood, Cal. 94545 Ms. Gwen Yeo, Coordinator

STEP (Sénior Tutors for Edug@tional Progress), Redding School, -
Lonetown Road, Redding, Connecticut 06875 Ms. Rosalie Saul

Teaching-Learning Communities (T-LC), Ann Arbor Public Schools,
600 West Jefferson, Ann Arbor, Mich. 48103 Ms. Carol H. Tice

4



Volunteer Talent Pool, Winnetka Publié Schools, 520 Glendale s
Avenue, Winnetka, Il1l1. 60093 Ms. Mary Ann Manley, Director
‘Resource Center ’

Willoughby-Eastlake City School.Diatrict; Office of'Career
Education, 301 East 293 Street, Willowick, Ohio 44094
Ms. Marge Lienert, Director

i 7 »
k ’ Information Sources

Center for the Study of Aging, Medical Center, Duke University,
: Durham, N.C. 27701 re: KWIC data base for materials in
T aging .

National Clearinghouse on Aging, Administration on Aging,
Department of Health, Education and Welfare, Office of
Human Development, Washington, D.C. 20201. SCAN data base

’\l

National Information Clearinghouse on Volunteerism, P.0. Box 4179,
Boulder, Colo. 80306 .Steven Hansen, Librarian

Research Utilization Project, Department of Human Resources, |
John H. Reagan Building 5500 0, Austin, Tex. 78701
Ms. Anne T. Kohler :

[ "

\ .RSVP Colleges

Colby Community College, Colby,'kahsas 67701

.Hutchison Compunity Junior College, Hutchison, Kansas 67501
Cape Cod Community College, West Bainstaple, Mgss. 65668‘
Seminole Community Coilege, Sanford, Fla. 32771

College of Southern Idaho/ Twin Falls,‘Idaho 83301
Highland Community College, Freeport, Ill. 6;032

Blue Mountain Community College, Pendleton; Oregon 97801
Snecad State Junior College, .Boaz, Alé. 35957

Maricopa Community College District, Pheonix Collegevx
Phoenix, Ariz, 85013




, /
Dawson College, Glendive, Mont. 59330

Clinton Community College, Pl&ttaburgh, N.Y, 12901

Southeastern Cammunity College, W‘btﬁville, N.C.

28472
Paris/Junior éollege, Paris, Tex. 75460
Rappahannock Community College, Glenns, Va, 23149 -~
Lower Columbia College, Longview, W. Va\ 986{3/;7~ﬁ\

Wtk ==

Linn-Benton Community College, Albany,Oreqon 97

Portland Community College, Portland, Oregon- 97219

Southwestern Oreqgon Community College, Coos Bay,

\\ 56
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/) APPENDTIX D

ADVISORY COMMITTEE -

" PROJECT ASSERT

Ms. Jeanne Aronson, Director

Older Americans Program

American Assoc. of Community
and Junior Colleges

One Dupont Circle, 'N.W.

sSulte 140

Washington, DC 20036

Ms . Anne Johnson

Director, ACTION

Ohi1o State Office

85 Marconi Boulevard, Rm. 428
Columbus, OH 43215 -

Ms. Florence Kallan, Director
ot Volunteer Programs

Community Service Society

105 East 22nd Street

New York, NY 10010°

Mr. Rick Sawyer, President

Central Labor Council

AFL/CIO Community' Service
Labor Agency

1262 North State Street

Bellingham, WA 98225

Dr. Mary Seguin

Ethel Percy Andrus Gerontology'

center —~
University of California at
.os Angeles
Los Angyecles, CA 90024

Dr. N. Alan Sheppard

Federal Council on Aging

Room 4244 lIEW North N
3130 Independence Avenue, S.W.
Washington, DC 20201

Mr. Gene Verdu '
Belleville Community College
2500 Carlyle Road
Belleville, IL 62221

Dr. Mary Watson, Director
Programs for the Aging .
East Stroudsburg State College
East Stroudsburg, PA 18301

Ex-Officio Members

Mr. Martin A. Janis
Dirdctor, Ohio Commission on Aging
50 West Broad Street

Columbus, OH 43215

Y
Dr. Max J. Lerner

Vice Chancellor for Two-Year
Campuses

Ohio Board of Regents

30 East Broad Street

Columbus, OH 43215 «

Mr. Andrew Hofer

Division of Model Projects

Administration of Aging

Office of Human Development

U.S5. Department of Health,
Education and welfare

4654 HEW North Building A

330 Independence Avenue, S.W.

Washingtqn, DC 20201



AP PIDNDIX K

. EVAINNATION PROGRAM

59

. 63




EVALUATION PROGRAM
FOR
PROJECT ASSERT

-

- Catharine P, Warmbrod, Project Director
Robert S. Billings, Evaluation Consultant
(Assistant Professor, Department of
Psychology, Ohio State University)
* Hannah R, Eisner, Program Assistant

~ THE NATIONAL' CENTER
FOR RESEARCH IN VOCATIONAL EDUCATION

THE OHIO 5 TATE UNIVERSIT
1960 KENNY noAge EBLIMBUS. OHIO 43210

—
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FOR
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Tal (814) 486 300D

Dear Volunteer:

THE NATIONAL CENTER
FOR RESEARCH IN VOCATIONAL EDUCATION

The O Siste Wiiversity 1900 Renny Road - Columbus Ohw 432%

Cable CIVOCIDOSU/Columbus Ohwo

We are asking you to take a few minutes to complete this questionnaire.
As you .probably know, Project ASSERT is a pilot project--the first
of its kind. One of our goals is to evaluate the usefulness of the

proJect--for you, for the students,

and for the school. You can help

us to reach that geal by completing this questionnaire. Also, the
intformation you give us may help to change this program and make.it

better.

Your answers to this survey are confidential. No students or faculty

will see your questionnaire. Only

will see how you answered these questions. :

Participation is voluntary. If you
these questions, you certainly do n

Finally, there are no right or wron
want to find out how you feel about

v

Thank you for yoﬁr help.

¥

the members of our research staff

’

do not want to answer any of
ot have to. ‘ ¢

\
g answers to this survey. | We simply
the program.

-’

14
Project ASSERT Research Staff
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Survey for Volunteers

Project ASSERT
‘\ J/

The National Center for
Research in Vocational
Education



- . Instructions

Some of the following questions simply ask you to tell us;'in ydur own
words. how you feel abqut certain things }elated to Project ASSERT. On
these 1tems, say as much or as little as you like--but remember that the .
ubrv you can tell us, the bette; we will understand your feelings and your

-

si1tuation.
Other questions ask you to check one of several answers that most
closely fits your feelings. for example, one section asks how satisfied

you are with various parts of the program. It is set up as follows:

he) © L O
Q Q O~QJ
w“ |« o | w ©
()] v L_QJ_V" .Q) _Q)
ol o VW ] “-
< [+ L v o vy (%]
. ' . faliv IV [hatelv) el R abet
How satisfied are you with . o2l 2 1okl KISk
' ’ 0l alZzuvwal v |>un
the chance to do different things X /)
the way my supervisor handles people X

4

In this example, the person tilling out these two items is satisfied
with the chance to do different things and is dissatisfied with the way

4

the supervisor handles people.

~
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~Why did you volunteer tor this program?
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. \
Please rate each of the following reasons for Joining this program
as they apply to you. ' \ N .
: / N
\;‘\‘k-...»-"l
Applies to me Doesn't
Very | Some- A - tapply ¢
much | what Little 2 me
T Joined ASSERI )
' W
to avord veing lonely '
: | ¥
to be productive
. ) ,
to get out of the house '
to stay™ective in my work
to help others M .
to mett new people S .
1 " : ,
' td be with 'younger people R
to learn hew things, . . .0 R EE,
- to have fun ) 1 '
. ) o . P
L to use my skills L
A & 1 : . . f ! I
to repay others for what l‘.v(?\ ’ :
qotten in lffi\p. . oo . ) B 1.
. ‘ — * . ' ' !
"7 togrlease py family . “ _ CAEEY ’
{ ‘E’leas& myifriends ..« ., . | . ‘ ' ' \ [
o . . ' . i . " y " \ . .
. . to vuf]p\%-'fiml.mg I paying jJob o}, . . N ’
“rto feel relpeeted & r N T
- - ! - . ~ 4 " < [ K
s 4 : U . . .
_‘to haye somethtng' “L (o RN ‘ - | '. ] - .
- ) T B R L e - ' |
s .‘“f a 1 :&t o N ) : »
’ ‘ ‘ . L3 X
[} /' » - .
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Aruitoxt provided by Eic:

5.

50 far, what parts.of the program are you most satisfied with?
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Based on your el (oNtac g with the program, how satisfied are you

_. \ _ ‘
l wWith cach o the tollowing/ ,
‘ | ! S I
v ) LA §)
Rl B ©Y
el .« O W Av) A=)
bl I Ul [ =t
] 4+ U4 & Y- 4
..} o £ »nn v w
> (V2] e - Dy =
L own v - )N +*? | S
Q e [V~ B ] L ©
T 0 () Ve N v > U
. Ny
1° Beang able to keep busy
2. The chance to work. dhnilg}
3. The chance to do different things
¥ . ' .
4. The chance to be “"somebody" in the
cofmuni ty ‘
Y.  The way my supervisor handles : | ‘ B e
. nt‘oph‘ . Aﬂﬁ*
: - - :
b, The abvaty o' my supervisor ta n L
. ) make decnsmns » 1=
T 7. Being able to do things that don't
. Jo against my conscience
. ). ; ‘ ~ :
) 8. The Lhanw to do thipgs forkother . ~
/ people :
. 9. The chance to tell people what to '
do 1 i
10.  The chance to dé something that ] ‘
makes .Uk of my ahilitios , ‘ . a
/» . - " ’ . .
11« )Thv frPedoms &0 uw my/\bwn Judgment C < \
.. \ - o .
T 12, " The chance to try ny own chf;ods IR . : .
- of do¥ng the work ‘ N
13, ‘Thu working conditions - - . . | ‘ . ~
. ¢ Sf - ¥ ) . : '
14. s\Thu way my, co- wovker‘s get along : I R \ . .
* with eachother ot A K B RN B B ‘ ~
- Yoae o N S A - . . . .l '
. Ql 15. H\p”;;:nw l qet fptc do#\g d qo?d e . . A
: l ‘ PR ‘ . v PN *
: 3 Job | ) ‘: _ _.; . ) # R
. 16, The feeling ()f (\(Lom.pllﬁhment ¥ | N N . o At
A get from the work - » : A - . SN | .
. ql—\“ . L \ !v -~ i ‘
', . " R ‘ o‘ ’ . » 2,
o~ 1 ‘ , - 3 y ,3 . . ) . \ \
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‘THE NATIONAL CENTER
FOR RESEARCH IN VOCATIONAL EDUCATION

The Ohw B1te Univermity 1900 Kenny Rosd - Columbus Ohwe 432%
Tel (014) 406 YOO Cable CIVOULDOBU/Cohnnbus Ohw
\ .

. ‘? ‘

’

: . . -
Dear Faculty Member or Administrator: ) j’ .
Becdause you supervise or work closely with a volunteer from Project
ASSERT, we are asking you to take a few minutes to complete this
questionnaire. As you probably know, Project ASSERT is a pilot
program--the first of its kind. One our goals is to evaluate the
usefulness ot the project--for you, far the. volunteer, for the
students, and for the school. You can help us to reach that goa]

by completing this questionnaire. Also, the information you give us
may help to change this program and make it QFtter

»

Your answers to this survey are confidential. No studen;s or volunteers
will see your questionnaire. Only the members of our research staff

will s§e how you answered these questions. v
Partjcipation iT"volun ry. |If you do flot wunt to answer any of these
questions, you certainly® do not have to. ot
Hknﬁkyou tor your halp. S /// ‘§
ST { ' 7 “ n
(—; : T . groject ASSELRT Research Staff
. ' A-’ TN ————— ' : : .
/‘w 1 4
. I h @ ’ N‘ » ¢
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Project ASSERT
'

JJhe National Center for Research
in Yocational Education

Survey for.raculty/Supcrvisors (/
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Please give your title and briefly describe yOur\position.

o e Y YR
e ‘ ;

v tm A e dr—————— Sy ——— e e = ——

. . : ; )

Ay

e e e e — % e e L e e — e = e ——— e = =

Briefly describe the position for the ASSERT volunteer as it was

originally designed.

% e e e —— . - mm e —

e
If the volunteer position turned out to be different than origing!}y

designed, please}describe those differences. \

- i e e A e e s e m o m m m e e + # A % e e M R B W # e e - - — - ——

. e 3 3 e e W e w e .= B e 3 T m =N w = S T e

f costs and béngfits. some planned and some

Any problem has a numbe

a

unplanned. This section asks you if a number of, possiblelkenefits were
e possible benefits actually

goals of this volunteer position and if th
occurred 6r not. There is also room -for you to deséribe other goals not

included on our list, ' : | . N
) \

Was it intended that.the volunteer take over some activities, thereby

allowing someone the chance to work on more crucial things? yes no-

If yes, briefly describe this goal.

B T s L - —

e e g o+ e W =~ ey - e e e — - —
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Did this actually occur?  yes  no

I yes, briefly describe what occurred,

If no (and if this was a goal), describe what could have been done to

meet this goal.

. e m e e e e s e m m ek wma w momim oim v m e e m = geee e e e e e Sehe e e

Was it intended that students learn specific skiiis from the volunteer?
’ X
yes  no '

Y

1f yes.‘briqfly describe this goal.

Jff.l . S
— e A Y

In your judgment, d}d the students learn specific skills from the

™

volunteer? - yes  no

If yes, describe what was learned.

’ \

e~ At ———p — > o gt} e e e o

L)

t

. - — > - A———y ———. eina e m e W - —

*1f no_(and 1f this was a goal); describe what could have been done to

meet this goal.

-— ——a—

P

— ——— .- - —— e s e e B

Was it intended that the students learn more about the "“real world"
from the volunteer? ___yes ___no

\%f yes, briefly describe this goal,

- m—— — - —— .o ——

A e A xa
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In your judgment, did the students learn about the "real world"

e

from the volunteer?  _yes no

If yes, describe what was learncd.

If no (and if this was a goal), describe what could have been done

to meet this goal.

P . L i atiar v % . e imim m T m m — m e e . . e ———— = - ———

Was it intended that the volunteer perform tasks/services that otherwise

would not have been provided? _, yes ___ no

CIf yes, briefly describe th1§ goal.;
\

N B T e

- ——

—— * - - — = - — -

If yes, briefly describe what occurred,

. . ———

<+ e e —— > A— s e >+ >t ——— ——

/

If no, (and‘if this waS a goal), describe what could have been done to

meet this goal, _

e v

r——— it s - -
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Was 1t intended that the volunteer aid your program in a why not

covered by the preceding questions? ____yes no

1£-yes, briefly describe this goal.

)

———t. ——

— - B - s - e S ——

In your judgment,.were these tasks/services adequately performed?

_yes  no

If yes, briefly describe what occurred.

W = ——— —— ————— — i — ——

N
e \

e e w e e e B e . s s — e e e en ey - —

1f no (and 1f this was a goal), describe what could have been done to

meet this goal.

-

Overall, what was the greatest benefit or benefits of having this

volunteer? . o

82
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/
Any new program has difficulties that must be worked out. Please

describe the probleins that arouse with ASSERT and describe how they were

resolved or, if they were nat resplved, how they could be in the future.

83 -



;)/’ .
Considef how the program itself has been run--that is, how you were

introduced to the program. how position descriptions for volunteers were
formulated, how volunteers were recruited and selected, and any other
.aspects of program administration. For any of these aspects of the
program wt}h which you are familiar.hpleaée give us your evaluation and .

suggestions for change,

84



Would you agree to pﬁrticipate in this program again? (check one)

_”v_mpeffnitely yes
___m_prob&Qkages';'

_____mayBe, if certain changes were made ’
;,_"_Probably not | ‘{: ‘

N definitely not

[f you checked "maybe".-blease describe the changes that would have

/

LT to be made to get you to participate.

- e m w e v am e e W ¢ e ema . mo e e W emiagler e e i e A . — . -

DT e I N L T f rm e e it e e e - ———— - — f- e ——

If y6u checked "probably.no;" or "definitely not", please state the

reasons. N ‘ :

R e et R

- — a—— e e e ———— — — - A

What effect dig'havtng this volunteer;have on:

The individual attgntion given to students?

® | _
1 2 3 4 5 6 7
decresssa  Decreased G MLl effect incresssd  Increased it
Please elaborate: .
L : T
.The quality of educatiohalprograms?

1 2 . 3 4 5 6 7
Trant?Hurt . ST Rt beneditisg Benefitted nggigl{ed
Please elaborate: 7;’ « | o~ ' |

S .

L - \
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The difficulty of your job?

1. 2 3 4 » 5 6 7 b
Made . Made ’ :
much Made "~ slightly No Made Made Made
more slightly much
more difficult . fmore effect easier easler . sier
difficult . - Difficult

Please elaborate:

—y—

e e e a - B Tt e

Overall3 how satisfied were you with the voluntebr you supervised?

or worked with?

1 - 2 3 4 5 6" 7
Very . Slightly Slightly Very
dissatisfied DisSdt‘Sf‘Lg dissatisfied Neutral satisfied Satisfied satisfied

/

Overall, how satisfied were you with the ASSERT project (apart from
this particular volunteer)? |
K 1 - 2 3 4 5 6 7

Very . . Slightly Slightly ,  Very
dissatisfied Dissatisfied dissatsified Neutral satisfied Satisfied satisfied
%
Y B
8} .
) ., \,.‘> (-
o 92




" This ‘form.is 1nter’:ded to allow students to evalua

Y

‘THE NATIONAL CENTER - t
 FOR RESEARCH IN VOCATIONAL EDUCATION .

The Ohip Btate Mﬁr‘&hl.(;mv Read - Columbus. Ohue 432%
Tol (8W) 486 3008 C cwoc(ooiwcm!\m. Ohio

-

-

Dear Student: e Tt
| and comment on
the program which has placed the senfor volunteey in the course.’
With yourcooperatfon in completing this brief questionnaire, we

can document the impact.of the yolunteer and aJso help improve the
program. . Your participation is entirely volun ary and your ’
responses.are confidential; neither the voluntéer.'nor your instructor
will seq your answers to these questions. . -

W

Project ASSERT Research Staff
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Student Evaluatton of Project-ASSERT

Yolunteer Program
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\‘ . r { | ‘ 3 !
po e U to- ‘ :
s . ’f~ D e . KA
: % \ - qu eacn statement circle the re-s?se that most closely matches yOurk)
feellng,s. SA=strangly agree,. A-agree, f-neutral r undecided D-disagree.
\ SD-strongay ,dlsagree . j o ‘, . PRI A
R . +1.. The students learned some spec1f1c skills from the voluﬁﬁer in
. - U ¥ L
X - this < urse : SA'. AN ‘_ D" 50 .J’ ]

vo)uhteer turned dut to be more helpful than ! expected at

e‘. &
I I

. ‘ ;rirst ST se A b0 Ce

‘ . 3. . The volunt*eer‘ seemed. to benefit from tne~~exper1ence .
L . _1. ‘. . ) '
. e e e : SA A N Db . sD
‘" 4'. The volunteer maé this‘fourse a more use§u1 lear/niné experjence
h } N ' . ’ &
. B SA- AN - D+ SD
N’. '5." The vofynteer‘s relationship with the students was gdod .
. ) [ N AR [N -~
. |  SA~ A N D .S T
' v . 6/ The volunteer's nelition\zhip with the instructor was good-. .
. , . . SsA A N " p spf s
° . . ' &* ' ‘ ‘ .
_?r.' The volunteer:seémed to. allow the 1nstructor mor'e time to spend
< on ,Class preparatiaﬁm- other c—lass activities PR .
, o o g :SA . N - N ‘:(D‘&ﬂ | _SD. . -
8. The volunteer. seemed anxious to help others . . . .|
S . SA . A N Jfb* R S
‘ . ¢ : NG ° L \“ . )
9. The 1nstructor Qn”d the volun}eer ‘got along well
o L SR A N fo s
. . . - \ : o / . &
~+ 10, , The voluntee_r was given enough freedom and autonomy . .,
. ':. al o ;v ,
' | I1. The volunteer .seemed to_be cquortable 1nteracf1 With the
stugonts -SA A N h D ) 0 . /
" P .

[
-
: -
. ! . -
N - B L4
. - , ’
' S . . . . + -
~ . - R . -
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+3 - 1. l“..w'uql'd.ulike to see a -vo‘lun'teer in this-course ;n the future' C e
o | . | ’ SAA NooD so"\-j
L 3 2 ~)_L3f‘ 1 would 1ike to "bave,:‘;olont'e‘ers 1n'mylotnenr courses A
Do ey . SAT A\f N D 'SD T ‘
! ‘,g ~>‘:”-"‘ - 14, The volunteer taught tn? students about how tnings are oh the | . \
" Job: .. <A .. A "‘rn‘ D SO
15. Having tNe volunteér" allowed tne 1nstructor more time to 1nteract »
B ’ 'W( with students . . .sA A N D - SO R
, 16. .The ,y,\lunteer convinced me_that I can learn a lot from "sen:ors ‘
o SA AL N D s .. T
17. The volunteer helped to keep the equipment well organjzed and
: g mainsained (leave blank- if tMs was not part of the volunteer's "
Job) . . . A AN 4)\ &
| . 18 The {nstructor did not seem to knogv what to do with the’ “ o
. ) P oo vo‘unteers Lo .SA A N 9 SD. S r EATRSE
‘ P 19. The *students respected the v‘olunteer ‘ A . AR f
S . A AN D S ¢ -
' , 20. The instructor respected the volunteer . . . | ..‘ ’f .
. (“sA A N .D s
. .21. ;ne students‘. were considerate of the volunteer's foeﬁngs e e e s
S "SA A" N D SD |
;' S 22. The 1nstructor was constderate of the volunt/eer 's feeHngs . .-. ,,
- . SA A, N D sD - -
23. The volunteer did not na’@'enougn todo ... . - ‘, | ’
N { . " oS\ A N D SO M "
o - 24. Overall, the volunteer p(erfomed)\is/her Job well .. . '
X oo S\ A, N D/ | | )
. | .. al .
(P Vo - 2t - .
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25. Overall, I was very ;ptisfle&?with this volunteer program . ... g

o SA" A« N D SO

~ Overall, vmat was the greatest benefit associated with haviﬁg the
' ,,volunteer in your class? . .
. . — ‘
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{Exlt Interview Guidelines

The following comments are intended to help guide you in 1nterv1ew1ng
4 volunteer uho has left Project ASSERT L v

1
S, .
s T A l
. . * .
.

The 1nterv1cwer ‘should. be seen as a neutral party. This means
that the interviewer should not be someone who 1s seen as being

k.in authority in the work setting. Further, this means that you

Sshquld play down your relationship to ASSERT. Identify yourself
through your primary affiliation. (Notional Center for Research
1nnvocational Education, RSVP. others). “ o

' State that you waht to find out about the person s perception of the

.p%Wm.
, 2

7%

L4
r . . .

This neutral tooe shoold guide yOUr conduct throughout the 1nter-
view, For example, {if criticisms of the project are offered, do

“not defend the project or try to counter .the criticism. On- the

‘other hand, do not-overly reinforce the criticism, by citing
‘further examples of problems, for instance. Rather, accept the
comments as valTd feelings.on the port of the former volunteer,

~+probe until you understond the person's perceptions and feelings,

and move:on,

- L4

I d

A neutral site shou]d be used--the volunteer S home 1s ideal.

~ The interview Should be conducted at Yeast a week after the
vo}unteer leaves. but not more than a month after.

A primury goal must be to protect the dignity and self- esteem of
the valunteer. For example, don't challenge an explanation--
.rather accept thesexplanation, but probe for more information.

" Begin with non- threatening questions td establish a relationship

and get.the person taydng--even 1f some of that 1nformation 1s
already known, .

Expect and allow for explanations and attributions which serve to
protect the self-image of the person. Accept those explanations
(with a nod, 4 pOsit?Ve word or two, or even a supportive comment),
but’ then gently probe for other reasons or information.

&
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Exit Interview

Y
Name of faormer volunteer

Former position and school

Introduce yourself. o _ ' o
State purpose of the interyiéw--to find out how the person saw theé project

and find out how it could be improved.

General background information:
*  What did you do before you retired? (Probe when appropriate, td get the
individual talking and warmed up.)

)
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t

Have yow been involved in volunteer programs before?

yes

no

(If yes) Tell me about your experiences before Project ASSERT.'

-
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.

Why did you volunteer? (Probe for as many reasons as the person will

give-+for example, what else did you expect to gain from the experiénce.)




What, exactly, did you expect to do in the position? (Probe for
complete information on what was expected: what activities were expected,
who did he/she éxpect to work with, what impact was expected, what rewards

were expected, what negative factors were feared?) © T
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Hhit did the position actually turn out to be like?

1 4
A
\
¥
What was not as you. expected? ‘
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Why did you leave the program?

(Instructions: | | N\

1. Probe on each reason given until yoy uﬁderstand that reason

completely.

A. Ask for specific'eXewp]es.

B. -Ask: "Did you anticipaté this problem when you}Joined??,.a'

C. Ask: "What, specifically, could have.been done to alleviate
this problem?" | ‘

D. Ask: "Would you have stayed if this one problem ‘was solved?"

2. Kfter fully understandiﬁ.-each reason, ask if there were further

reasons for leaving?)

L



#

What specific changes could have been made to make you stay with the

‘program?
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Dear Student: ]

* The purpose of this,quéstionnairv is to allow students to evaluate and

comment on the pprogram which has placed this senior volunteer in the
position indicated. ’

. Volunteer R

RN . Posiiion

- . = = 4 o . ——

"With your cooperation in completing this brief questionnaire, we can
document the- impact of the volunteer and also help 1mprove‘the program.
Your participation is entirely voluntary and your. responses are
confidential; neither the volunteer nor any faculty gr staff of this .
school will see your answers to these questions. ‘( ) ’

Y
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. Project ASSERT Research Staff
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fFor each statement, circle_the‘response that most closely matches
your feeflngs. SA=strongly agree, A=agree, N=neutral or undecided,

D=disagree, SD=strongly disagree. In the spaces provided after each item,

please ciplain and elaborate on your response.

Quality of Service Proyvided

The volunteer has \been helpful to me. . .

1

SA A N D SD

' In what specific ways have you benefitted?

O
[

=
Thq\yoluntber does a good job in this position . . . ,
( | | s\ AL N- D. SD 7
o Please elaborate ) : o |
The volunteer is anxious to help . . .- . .
. SA 7 A N D °SD
'_ \APleGSe comment on the volunteer3s motivation and attitude
{
‘ _— A
) {
, , .
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P /. . ) ,
_The volunteer's knowledge of the "real world" is useful . . .,
- . A LA / N D SD
PliﬁséAexplain; give examples
4 . . \
- . o ' e
- S
S -~ N _
. The volunteer has provided a serv1c§ that was not provided before . . .
SA A N D sp
Please explain . - o ‘ ) \
N - o
L
5 Characteristics of the Position ‘ Y
oy - 3 .

T'h_js volunteer does not seem to have enough to do . . .

f,o. . .%* SA- A N D SD

/ . ) ( 1 4 .
/' Please explain _ ~ - .

e

- — - —————— i i e 2 i s o e e —— . S

Lo

The volunteer seems to have important skills and abilities that are not

' being used in this position_; . Sy
e ' S\ A N D SD.
v ' o |  Please explain
\
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The volunteer 1s given enough freedom and antonomy to do the job . ..

[ )
« ' S\ A N D SD

Please explains

The volunteer geehs well matched to this pos%tion R
SA . A N D SD
Please explitn o ’ ' ' \\\

p—— e e — — v A

Relationships with Others
The volunteer's relationship with students is good . -
| SA A N D NSD . .

Please explain

R

The volunteer's relationship with staff/faculty is good . . .
SA A N D SD

) _ S, .

Pleaseiexﬁlain




\ .. [y

In general, others are considerate of this volunteer}s fegf}ngs ..

! - SAb A N "D  SD
//;lease explain -

»

r PV P

In general, others respect this volunteer . . .

SA A N D SD

Please,expliin

Other Effectslé} Program

’

The volunteer has convinced me that I can learn a lot from "seniors". . .
SA A N D . SD

Please elaborate | ¢

rd ~/

A
G

1 wpuid‘llke to get involved in this kind of volunteer .program when-I
‘reach retiremeﬁt age'... . ‘ A o
- | " sA A N D s

 Please explain |

e g es v A
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Vo .
The volunteer seems to benefit from working in this position . .

SA A N D SD
~” Please explain

The Program in the Future

I want to confinue to use the services provided by this volunteer

7 SA A N D s '
.‘ﬁ . ‘sk.“

Please explain

—

S o I would 1tke to see this particular volunteer remain in this position
in the future . . . | SA A N D SD
‘ Please explain -
N R o
) \ o
L- - 1 would like to see another volunteer fil1 this position in the
future & . . : SA A N D SD
?léasé eXplaiﬁ - .
_ . . i
’
“ R us o




I would like to see this volunteer 1q/pther types of positions in
ffthe future . . . " SA A N D SD o ’
| Please explain; what positions would be better for this voluntegf}

PE ! |

A e e

| .
. . . {
x : . ;
.- .~
» N -

I would 1ike to see more volunteers involved in educational programs

\ in gedera] .o SA A N D SD

Please explain \

\ . . A 4
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sPlease offer any additional cmn)pﬁts on this volunteer or on the

volupteeri program {n general.
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